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ABSTRACT

This paper reviews the factors which promote the development of

the global leader within the multinational organization. In

particular, it examines the importance of cultural adaptability.

It considers a number of approaches to selection, management

development, and organizational structure. A model is suggested

for analyzing the development of the global leader, including a

number of general propositions.
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Home is where one starts from. As we grow older

The world becomes stranger, the pattern more complicated

Of dead and living. Not the intense moment

Isolated, with no before and after

But a lifetime burning in every moment

And not the lifetime of one man only

But of old stones that cannot be deciphered

T.S. Eliot - Four Quartets

INTRODUCTION

The globalization of business is increasing at a phenomenal rate,

accelerated by a breakdown of some of the barriers to

international trade --e.g., Europe 1992, China, or the Canada-US

trade agreements. As companies seek to internationalize their

operations, they run into a number of blockages. Many of these

blockages have their roots in cultural differences -- the way in

which over time people have chosen to work and live.

It is not surprising that the more international a company gets,
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the more it becomes aware of the prevalence of cultural

differences. These differences appear at every level of the

organization, from attitudes toward work, authority,

responsibility, and decision making to such mundane matters as

office layout, perks, and even ways of greeting colleagues.

Obviously, it can be argued that the person who is culturally

empathic and adaptable will be of great value to the

organization. In this process of rapid tranformation and

globalization leadership becomes a key factor. This raises the

question of whether a new kind of leader, a "global" one, will be

needed -- a person who will play the role of catalyst and is

sensitive to cultural diversity demonstrating the ability to

function effectively in different cultural environments.

What should leaders be prepared for when operating in different

cultures? What is it about culture which makes their task so

perplexing? And what can be said about culture itself?

One of the earliest and probably most famous definitions of

culture was proposed by the anthropologist Edward Tylor in the

opening lines of his book Primitive Culture (1871). He suggested

that "...culture ... is that complex whole which includes

knowledge, belief, art, morals, law, custom, and any other

capabilities and habits acquired by man as a member of

society"(p.l).
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Although Tylor was very specific in listing the various behavioral

forms culture can take, it has remained very elusive as a concept.

many facets of culture are imperceptible and intangible, escaping

even those individuels who are part of that culture. This is

largely because many aspects of culture are taken for granted --

an attitude which becomes understandable if we define culture as

the totality of learned ways of believing and behaving. As such,

it becomes an ever present force that unconsciously (even more

than consciously) will affect any situation of leadership and

organization.

In studying the question of global leadership, we touch upon the

problematic area of the interaction of corporate and national

cultures and, inevitably, the issue of cultural adaptiveness. A

number of companies have experimented with these issues from which

we can learn. A good illustration of a company dealing with these

questions is Schlumberger, a successful international

organization in the oilfield-service industry operating in

ninety-two countries. What first stands out in studying

Schlumberger is the importance placed on research and technology.

This aspect is very a much a part of the corporate culture and

people wanting to work for this quiet giant are expected to

subscribe to its orientation. But although the company is very

technology-driven, there are other values which have to be taken

into consideration. The late Jean Riboud, former CEO of

Schlumberger, touched upon them when describing the company's



"spirit" during his reign:

1) We are an exceptional crucible of many nations, of many

cultures, of many visions; 2) We are a totally decentralized

organization...; 3) We are a service company, at the service

of our customers, having a faster response than anybody else;

4) We believe in the profit process as a challenge, as a

game, as a sport; 5) We believe in a certain arrogance; the

certainty that we are going to win because we are the best --

arrogance only tolerable because it is coupled with a great

sense of intellectual humility, the fear of being wrong, the

fear of not working hard enough (Auletta, 1984,p.160).

Obviously, life at Schlumberger is different from that at many

organizations. A supervisor of a rig in Ireland can receive a

phone call at noon on Friday saying to close down operations there

by 5 o'clock and to report for work in Northern Thailand at 8

o'clock Sunday morning. Upon arrivai at the airport in Bangkok he

will find a jeep and the name of a place he is to go to a day's

drive away; no map, no instructions.

Although Jean Riboud when describing his company at the time did

not explicitly talk about the making of a global leader, certain

subtle mechanisms having to do with selection and the creation of

the right organizational ambiance are at work at Schlumberger to

make its people so successful. Not only do Schlumberger people

- 6
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fit a certain profile, but there are other factors which also play

an important role. Headquarters at Schlumberger are very small.

Although strategic direction is largely determined at headquarters

the company has a strong regional structure. A great deal of

operational autonomy is given to the people in the field. "Space"

is given for each national culture. Career progression does not

depend on time spent at the head office. At each location the

management team is made up of five or six different nationalities,

so that there is not one dominant national culture but rather a

group of people from different cultures who share a set of common

values. And this corporate culture becomes a major lever in

assuring coordination among the many different units of the

organization.

Schlumberger is only one among many companies which are dealing

successfully with the increasing internationalization of business.

We propose that leaders who are able to foster this process will

make somewhat of a difference. The extent to which its

leadership has to be culturally adaptive, if an organization

operates in multiple cultures, is not yet completely clear. We

assume, however, that such a quality will be an asset. Having

made this assumption, it is the objective of this paper to take a

Gloser look at the question of what factors foster global

leadership and to what extent culture plays a role. For reasons of

brevity the adjective "global" will stand central. It goes beyond

the scope of this paper, however, to review the various qualities
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needed for effective leadership. This question has been dealt with

appropriately elsewhere. (Bass, 1981, 1985; Bennis & Nanus, 1985;

Devannah & Tichy, 1986; Leavitt, 1986; Kets de Vries, 1989). Of

course, that does not mean that these qualities should not be

taken into consideration when making propositions about global

leadership. In this paper however, four questions will be

addressed: How do companies choose people to be future global

leaders, and how can they can be sure that those chosen will be

culturally adaptable and operate competently in an international

environnent? What kind of management development and training

enhances cultural empathy and adaptability? In what

organizational context does global leadership thrive? And,

finally, what can be said about career path management and

repatriation? These questions will not only form the basis for a

model far analyzing the making of the global leader but also make

for a number of propositions about such leadership. Such a model

and such propositions may be useful in assisting multinational

corporations to plan for future leadership.

THE SELECTION PROCESS

Personal Characteristics

For many companies, technical competence is the primary criterion

for choosing someone to work abroad (Harvey, 1985; Zeira & Banai,

1984; Mendenhall & Oddou, 1985, 1986; Mendenhall, Dunbar & Oddou,
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1987; Tung, 1981, 1982). If a manager in the home country has

done a good job, the assumption is that he or she will

automatically be able to repeat hie or her successful performance

in another country. This happens particularly in cases where

people are being sent to oversee the setting up of a plant, the

establishment of an oil rig, or the expansion of a factory. There

may be little preparation for variations in cultural approaches,

since the work is perceived as mainly technical. After all, a

manager is supposed to be someone who has the confidence to sort

out any problems that deviate from normal working procedures. If

something goes wrong, he or she should be able to "fix" it.

It cannot be denied that technical skills are necessary, but they

are not sufficient. However, it is more difficult to assess

personal qualities and attitudes which can make of an assignment a

success or a failure. For a company, the cost of failure can be

very high. Estimates range between $50,000 - $250,000

(Mendenhall, Dunbar & Oddou, 1987), not to mention the loss of

prestige and business due to poor management or the personal costs

of failing for the individual and family involved.

Researchers interested in the question of what personal qualities

are likely to be found in someone who is culturally adaptable

propose such characteristics as open-mindedness, self-confidence,

ability to deal with ambiguity, ability to relate to people, and

curiosity. In looking at top management potential, an
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international company such as Shell narrowed twenty-eight

qualities down to the following: helicopter view, imagination,

power of analysis, and sense of reality (Muller, 1970). These

qualities listed by Shell and others, however, do not seem to be

that much different of what is generally required from effective

managers. Gunnar Hedlund (1986), interestingly enough taking the

Jesuit order as an ideal model for an international organization,

is more specific and suggests six essential qualities needed for

effective functioning in an international context: an aptitude for

searching and for combining things in new ways; the ability to

communicate ideas and turn them into action; the command of

several languages, as well as knowledge of and sympathy for

several cultures, in order to provide "...'a stereo quality' to

perception and interpretation (p.31);" honesty and integrity; the

willingness to take risks and experiment; and faith in the

organization and its activities.

In addition, there are a number of values or assumptions that

indicate cultural adaptability and empathy. The most obvious,

perhaps, is the understanding that every culture has developed its

own way of managing and that one (my) country's way is not

necessarily superior. Another is that cross-cultural learning is

enriching. Yet, another may be the feeling that home is where I

am, rather than where I corne from. The understanding of where

one's roots are, whether in oneself, one's family, or the country

of birth, can also affect how easily people move from culture to



culture.

Selection Criteria

Expanding on the personal qualities needed for cultural

adaptability, researchers have developed lists of criteria

considered to be important in the selection of international

managers. Among them, Michael Harvey (1985) has made probably one

of the more heroic efforts. He suggests thirty characteristics

including mental flexibility, stability of marriage, social and

cross-cultural exposure, and physical and emotional stamina which

are each weighted according to country and type of job. That the

search for selection criteria is a matter that warrants attention

is supported by a number of surveys proving that the greater the

consideration paid during the selection process to adaptability

and ability to communicate, the higher the success rate in the

assignment (Tung, 1981). We can question, however, if these

selection criteria are specifically applicable to managers on

international assignments. Some of the factors as for example

interpersonal skills will probably increase effectiveness whatever

the context may be.

Zeira and Banai (1984) argue that the criteria for selection are

often developed in a vacuum. The ideas of the host country

nationals, the people who are to work with the expatriate manager,

are rarely sought at the selection stage. Zeira and Banai suggest
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that the better the fit between the stakeholders' expectations and

the expatriate manager's behavior, the lesser the inter-role

conflict.

Early Socialization

With respect to the availability of people who demonstrate these

qualities, it can be said that there are a growing number of

individuels rooted in more than one culture. It can be argued

that children of parents of different nationalities who have

changed countries several times when young probably have a very

different sense of belonging in any one culture compared with

those who were born and grew up in the same place. If the former

grow up bilingual, their sense of perception is likely to be much

wider than those who grow up with only one language. Growing up

with different languages provides the kind of stereo quality to

perception mentioned above.

Of course, it is not necessary to live in more than one country to

develop these abilities. A child living in a village in Kerala

(Indic) speaking Malayalam at home, learning Hindi and English at

school, and observing the different lifestyles of people from

different religious backgrounds has already had an intensive

course in cultural adaptability. Or a child who grows up in one

of the neighborhoods of Chicago, where the local high school has

children with fifty-seven different mother tongues, has direct
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experience of a multicultural world. And children growing up in

Europe with all its different television and radio channels and

easy crossing of borders will be exposed to many different

cultures from early on. Given the impact of early socialization

to adult development the proposition can be made that early

exposure is a determining factor in how successful the individual

will be in dealing with cultural adaptability later in life.

It is rare that a company has access to the ideal candidate at the

time an international position becomes available. The question of

management training for cultural empathy therefore becomes

critical. Of course, for management training to be really

effective, it helps, as we have said, if the individual has

acquired earlier in life a certain amount of responsiveness to

cultural differences.

THE QUESTION OF MANAGEMENT DEVELOPMENT

Surprisingly little is done in the form of management development

to prepare people for international assignments. The exception is

the kind of training you can find at the very few truly

international business schools such as INSEAD or IMEDE. As far as

company training is concerned, according to Tung (1981, 1982),

only 32 percent of U.S. multinational enterprises provide training

for international assignments. The European and Japanese

companies surveyed along the same lines reported higher rates of
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training: 69 percent among the European companies and 57 percent

among the Japanese.

The reasons given for not providing training were the use of local

nationals to fill the positions, the temporary nature of the

assignment, doubts as to the effectiveness of training, and lack

of time. Most of the training that is carried out is based on

cognitive approaches: language training and information about the

country, culture, and style of living. In some cases, affective

training is also undertaken to prepare people for situations they

may encounter, using case studies and role playing. It seems,

however, that most training programs focus on the development of

analytical skills and neglect less quantifiable intuitive

processes. Stimulating one's sense of cultural empathy falls

within these far less tangible processes. The enhancement of right

hemisphere capabilities (e.g. judgment, intuition, "gut feeling")

does not fit smoothly in the left hemisphere, more logical

business environment.

Experiential Training

The difficulty with training for the attitudes and relational

qualities which indicate cultural empathy is that they are

properties acquired primarily through experience. In a report on

training parent country professionals in host country

organizations, Zeira and Pazy (1983) suggest a combination of both
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on-the-job and off-the-job training. Using Lewin's theory of

effective change processes, they argue that learning, in essence a

process of change, requires a period of "unfreezing": the

loosening of habituai structures of thought and behavior and the

opening up of new ones. Off-the-job training, particularly in

another country, provides an occasion for the loosening up. At

the end of the learning process, the opposite procedure is

required -- the refreezing, or building of the new structure and

linking it to behavior already used. This process takes place

best in on-the-job training. What this suggests in ternis of how

international managers are trained is that the training occurs

during the international assignment. Whatever training is done

prior to departure is most effective when it is geared toward

making an individual ready to be open to change and to learning in

a new environment.

We can question, however, this rather simplistic even mechanistic

way of looking at the process of change. As clinical work has

shown, basic values, beliefs and attitudes do not change

overnight. On the contrary, change requires a lengthy process of

"working through," of overcoming resistances and changing

ones inner representational world. (Kets de Vries & Miller, 1984).

It can be argued, however, that some of these programs -- if the

right parameters are used -- can be instrumental in setting a

change process into motion. Afterwards the success in reshaping

one's internai representational world and the acceptance of a new
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reality very much depends on a further sustained effort by the

individual.

A number of international companies follow a policy of a number of

years abroad followed by a number of years at headquarters for

their international managers (e.g., Philips, Shell, IBM, Proctor &

Gamble, Rhone-Poulenc). This pattern serves a number of purposes:

it creates a more consistent corporate culture than in the cases

where people remain in only one country or one region; and it

provides headquarters with international experience.

Zeira and Pazy (1983) report on an approach to managerial

development that they found successful in providing a high level

of professional development as well as cross-cultural exposure.

Their study involved groups of engineers in the aircraft industry

being sent by their parent organization to work for 12-18 months

for a host country organization. Zeira and Pazy believe the

training is more effective because it takes place within another

culture, as well as within a practical work environment. The host

organization benefits from the cross-cultural experience, as its

managers learn to work with people from other cultures.
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The Reaction of the Family

A critical element in the success of expatriate managers is the

experience of their spouses and children (Bartolomé and Evans,

1980). The most frequent reason for a manager failing to complete

an assignment in another country is the negative reaction of his

or her spouse. A manager from Rhone-Poulenc who had worked in

Indonesia and Brazil estimated that wives were responsible for 80

percent of early returns. Research done by Harvey(1985), Tung

(1981) and Mendenhall, Dunbar, and Oddou (1987) supports the fact

that family circumstances account for expatriate failure in the

majority of cases. Despite this, only approximately 50 percent of

American companies interview spouses during the selection

procedure, and a far smaller percentage are included in training

programs. Although we realize that thé role of the spouse is only

one factor among many others, not recognizing it can be a costly

omission for both the company and the family.

A supportive spouse and family, particularly in a situation where

the executive may find himself or herself cut off from other

relationships, may be the essential factor in enabling the

cultural adjustments to be made. Furthermore, marrying into

another culture provides a person with intensive long-term

experiential training in cultural empathy and diversity.
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FORMS OF INTERNATIONAL ORGANIZATION

Management training leads to the question of what kind of

international organization best promotes cultural empathy and

adaptability, attracting potentiel global leaders. Obviously, it

would be foolish to suggest that there is an ideal type of

structure, suitable for all organizations and cultures. There are

numerous kinds of multinational enterprises, international joint

ventures, parent-subsidiary relationships across national borders,
and other forms of alliances. Different types of organizational

structures have developed from very different beginnings.

However, there are certain structural factors which can enable an

organization to make use of its international advantages.

André Laurent (1986), referring in particular to human resource

management, suggests that certain ways of looking at things would

promote a truly international organization. They should be kept

in mind in searching for corporate cultures which will foster the

development of global leadership:

Explicit recognition by headquarters that its own ways of

managing human resources reflect assumptions and values of

its own culture;

That these ways are neither universally better nor worse than

others, they are different, and they are likely to exhibit
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strengths and weaknesses when applied abroad;

An explicit recognition by headquarters that its foreign

subsidiaries may have other preferred ways of managing people

that are neither intrinsically better nor worse, but could

possibly be more effective locally;

A willingness on the part of headquarters to acknowledge

cultural differences and take active steps to make them open

to discussion and therefore usable;

The building of a genuine belief by all parties that more

creative and effective ways of managing people can be

developed as a result of cross-cultural learning (p.100).

A sine qua non for this way of looking at things is that, the

global leader needs a certain awareness of his or her own cultural

outlook, a prerequisite to the appreciation and development of

insight into other cultures.

Concepts of Multinationalism

With the purpose of designing a conducive corporate environment,

Howard Perlmutter (1969) goes beyond basic beliefs and attitudes

and introduces a number of conceptualizatons useful for

understanding the multinational corporation. Using ideal-type
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configurations, he proposes four orientations for multinationals:

ethnocentric, polycentric, regiocentric, and geocentric. In the

case of an ethnocentric orientation key positions are occupied by

home country nationals. Foreign subsidiaries take on a

subservient position. In polycentric companies, the foreign

subsidiaries are run by local nationals and have a great deal of

autonomy as long as there are results. The Head Office takes a

more "hands off" position. The regiocentric orientation differs

in that the action takes place in various regional headquarters.

The connotation of countries is replaced by that of geographical

regions such as Europe, Africa, North America. Management

development is for regional positions. Finally, in the case of

the geocentric orientation, a complex network of interdependencies

exists between headquarters and subsidiaries. Organizational

identity is determined both by local and more universal factors.

Management development of persons showing high potential for

leadership positions can take place anywhere in the world (Heenan

& Perlmutter,1979).

Gunnar Hedlund (1986) further develops conceptually the evolution

from ethnocentrism via polycentrism to geocentrism. He mentions

that one of the signs of geocentricity is the use of third country

nationals in management. Other aspects are reliance on global

profitability goals and increased rotation of personnel. A

recentralization of authority at headquarters often accompanies

the shift to geocentrism to allow for more centralized strategy
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making in response to global competition. Interdependence is

reciprocal; products, know-how, money and people flow in complex

patterns, not from the core to the periphery as in the

ethnocentric firm.

One of the theories Hediund reports on concerning geocentrism end

globality is that we are witnessing the disappearance of the

international dimension of business. The radical view that,

"...For commercial and practical purposes, the nations do not

exist, and the relevant business arena becomes something like a

big unified home market..."(1986,p.18) is discounted by Hedlund

for a number of reasons. He comments on the strong differences

which continue to exist between nations and regions and notes that

the primary loyalty of many employees is still to their home

country, which counterbalances the proclaimed increased

homogenization of demand. He argues that cultural differences in

management style mean that uniform, worldwide control systems are

unlikely to be viable. Moreover, the size of the organization may

prohibit effective and speedy global coordination. Most firms do

not have enough managers able to create and carry out ambitious

global strategies. The development of specialization of

subsidiaries can become so important that it would be detrimental

to assign narrow strategic roles to them and wasteful not to use

the creativity and entrepreneurship of people at all nodes of the

network. Finally, centrally guided global product strategies

looking at the world as one market may lead to neglect of
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opportunities to exploit existing differences between nations.

These limits to the "mononational" version of geocentrism

illustrate the danger of seeing geocentricity as the scaling up of

the national corporation and the reestablishing of a central

strategic management at the apex of one big, global hierarchy. A

special case of geocentrism, distinguished by its heterarchical

nature, is what Hedlund believes to be the way in which

international companies should move. In reading the previously

listed and subsequently made assertions, we should keep in mind,

however, that only limited empirical support exists for these

ideas.

The "New" Multinational Corporation

Fundamental to the heterarchical MNC is the idea of structure

determining strategy, in the sense that the MNC first identifies

its structural properties and then looks for strategic options

following on from these properties.

Several points distinguish human resource management of a

heterarchical MNC. As a consequence of breaking up a large

hierarchy into multiple organizational structures, it is no longer

possible to promote people by giving them jobs higher up.

Movement between centers is more common, especially as it builds

up the "nervous system" of the heterarchy.
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The core of the enterprise consists of people with long experience

in it. The employees constitute the communication network of the

firm, and as such they are a strategic resource. More

all-encompassing and long-terni contracts are to be expected, as is

participation in the ownership of the company. There will
probably be duality in the career system: a limited core of

life-time employees and a much larger number of people with

briefer association with the firm, combining both stability and

flexibility. In its ideal form, the core provides the memory and

information structure, and the looser links help to prevent

rigidity by establishing channels for new ideas. Different reward

and punishment systems are necessary to deal with negative

feedback and to encourage the long-terra investment of individuals

in the company.

A great deal of rotation of personnel and international travel are

necessary in order for the internalization of norms to take place.

Recruitment to the core should include willingness to travel and

to change function in the company as basic criteria.

A broad range of people in the firm must develop the capacity for

strategic thinking and action. This can be done by open

communication of strategies and plans, decentralization of

strategic tasks, active use of task forces on strategic issues,

and providing early opportunities for developing management
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capabilities.

This whole discussion of the heterarchical MNC is obviously based

on an abstract ideal, although elements of all the points can be

found to be working in organizations today. Presently, a close

observer of organizational forms will notice in them a trend

toward "flatter" structures with less emphasis on hierarchy,

greater lateral communication, complex networking systems, and

loosely coupled, interdependent organizational units with

innovative human resource management practices. We notice an

increasing number of companies where there is a strategic culture,

where strategic thinking is a permanent activity and permeates all

levels of the organization. A good example of a development in

this direction is Proctor & Gamble's Eurobrand teams (Bartlett &

Ghoshal,1986,1987a, 1987b), where different national subsidiaries

are given the role of developing product-market strategies for the

region based on the work of a cooperative team of managers across

these subsidiaries. Some organizations have established "centers

of excellence" concerning such functions as R&D and manufacturing

in line with the cultures most favorable to these functions. Many

global companies are beginning to think along similar lines of

culture-task compatibility.

Most international organizations use some form of periodic

assignment to headquarters for international managers, as well as

rotation of assignments within regions. In addition, most
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organizations seem to have several levels of managers: those who

operate only within their own country, those who are assignable

within their region, and those who are assignable globally. The

more ethnocentric a company is, however, the more this last

category tends to be made up of parent country nationals.

THE ISSUE OF CAREER PATH MANAGEMENT AND REPATRIATION

Not only are there issues in taking up a new assignment in another

country, there are also the problems of re-entry. Many executives

dread a stay at headquarters after an assignment at a subsidiary.

For example, an executive from Rhone-Poulenc felt that his job on

return was boring and routine and that his decision-making power

had been taken away from him. But he also realized that re-entry

was essential to keep his personal network at headquarters alive

and to stop people in general from "going native". The question

of what kind of job someone returns to is problematic for the

individual and the organization. From the individual's

perspective, he or she has probably grown used to a good deal of

freedom which he or she will not find in the more bureaucratic

set-up at the head office. The lifestyle may not be as glamorous,

the fringe benefits not as interesting, and the tax burden quite

different. He or she may still be at the same level as colleagues

who did not venture abroad and feel that his or her initiative in

doing so has not been duly rewarded. Moreover, he or she may find

there are few possibilities to use what was learned abroad, and
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that the headquarters' staff is apparently uninterested in the way

things really are.

The basic results of a number of investigations are not very

conclusive (Mendenhall, Dunbar & Oddou, 1987). There seems to be

no clear relationship between expatriation and career advancement.

In most cases, an international assignment is initially seen as a

step up a career ladder. On return, expatriate managers may or

may not feel that they have reached a higher position in the

company. For example, if the communications within the company

are poor and they have remained isolated from a number of

strategic decisions, they may have lost whatever position and

influence they had in the company prior to their international

assignments.

Similarly, unless they have made sure that headquarters knows of

their successes while they were away, their work may go

unrecognized and they may lose opportunities for promotion. Given

the state of international communication systems, extreme degrees

of isolation probably only exist in theory. The feeling of

isolation, however, is a very real one for people returning to an

organization after a gap of some years. With increasing executive

mobility, they may no longer know the top level of management

personally. The environment at headquarters will probably have

changed. They as individuals have been changed by their

experiences in another culture (Adler, 1986). The "fit" may be
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quite different.

Facilitating Return

Suggestions for improving the return of expatriates include a

succession plan developed with the expatriate manager prior to

departure, which would include length of stay, projected

responsibilities while abroad, systematic management reviews, and

subsequent job position on repatriation. Another mechanism is to

set up a corporate manpower center to track and coordinate the

activities of managers showing high potential with the center's

director reporting directly to the CEC to indicate the importance

of its mandate (e.g., Philips). The firm could also organize a

support network, involving communication through travel and

company newsletters. Six months prior to departure, internai job

searches could be initiated on behalf of the expatriate. Some

companies (i.e. many Japanese ones) have also institutionalized a

mentoring relationship which becomes a source of additional

support.

The training and development needs of expatriate managers should

not be ignored. Some firms rotate the location where training

happens within a particular region according to the place which

has shown excellence. In this way, local managers who may never go

to headquarters also develop personal contacts with international

managers and headquarters.
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Part of the difficulty with career pathing in international

assignments has to do with the barrier between host country

managers and parent country managers. In many cases, top

management positions are always held by parent country managers,

and further career advancement is blocked for the host country

manager. The ability to speak the language of the parent country

often seems to be one of the key hurdles. To open top executive

ranks to other nationals is frequently the last to be given up

(Zeira & Pazy, 1983), perhaps because there is still too large a

culture gap (childhood socialization being stronger than corporate

socialization). If it is given up, it is usually done by

assigning managers to a third country, neither their own nor the

parent country.

A FRAMEWORK FOR ANALYZING THE DEVELOPMENT OF THE GLOBAL LEADER

We have now corne full circle in describing the various factors

which contribute to the making of the global leader. The diagram

we put forward (see exhibit 1) shows in an oversimplified way the

relationship among the different forces which make for global

leadership. Exhibit 2 shows the contributing factors. We

postulate that there are three spheres of influence on the

developrnent of the global leader. The strongest influences on

both leadership qualities and the ability to adapt culturally stem

from childhood development. Both of these aspects can be further
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enhanced by early managerial responsibilities, international work,

and educational experiences. Finally, the organizational

structure provides a framework for using the global leadership

qualities which exist and encouraging their further development.
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EXHIBIT 2

FACTORS CONTRIBUTING TO THE DEVELOPMENT OF THE GLOBAL LEADER
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Keeping this diagram and the previous discussion of the factors

which promote the development of the global leader in mind the

following general propositions can be made:

Pl: Cultural empathy and adaptability will be key factors for

effective functioning in different foreign environments.

P2: Cultural empathy and adaptability are strongly influenced by

the degree of cultural diversity within the family and cultural

exposure.

P3: The existence of leadership qualities is very much dependent

upon upbringing and early career challenges.

P4: To develop global leadership qualities necessitates

challenging foreign assignments from the early career stages

onward, given the presence of leadership potential, cultural

empathy and adaptability.

P5: A favorable organizational environment -- that is, the

existence of a corporate culture conducive to foreign assignments

and the inclusion of certain human resource management practices

(i.e., career path management, mentoring, re-entry management) --

will enhance global leadership development.

P6: An organizational culture which is multicultural, both because
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it is different in each country and because each location

(particularly headquarters) has a variety of nationalities and

cultures present, will create a learning environment for global

leadership.

P7: The ability of spouse and children to be both culturally

empathic and supportive of "global" lifestyles will influence the

development of further global leadership qualities.

FURTHER REFLECTIONS

There is a paradoxical quality about being a global leader. On

the one hand it appears that the personality should have "as if"

characteristics (Deutsch, 1942). We are referring to those people

able to conduct themselves in a chameleonlike way, individuals who

have a plastic readiness to pick up signals from the external

world and mold themselves and their behavior accordingly. These

are the people who easily adapt to whatever culture they find

themselves in. Unfortunately, in the case of the true "as if"

personality, the advantage of adaptability is usually

counterbalanced by a shallowness in relationships, an absence of

genuine feelings, and a lack of a strong sense of identity, making

for transient identifications and kaleidoscopic shifts in

behavior.
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On the other hand, truly global leaders need a set of core values

which will guide them and provide support in whatever environment

they may find themselves. The challenge becomes combining

qualities which make for a resilient self with those of

plasticity. This does not have to be a contradiction. To "go

native" is not necessarily the answer. Staying aloof from the

host culture where executives may find themselves in is not a

solution either. A middle range position has to be found. Only

those who lack a strong set of inner values may feel endangered

and act defensively, resisting the benefits of cultural exposure.

Individuals with a cohesive sense of self and a set of core values

who can allow themselves to "regress in service of the ego"

without becoming anxious about being swept away into the unknown

if they adopt aspects of another culture. These individuals will

recognize the potential for creative synergy in doing so. They

are the ones who will successfully populate the organization of

the future, going beyond narrow ethnocentric concerns and making

the world truly a "global village".

Apart from the predisposition to become a global leader -- which,

as has been indicated, is strongly influenced by early

socialization and early exposure to different cultural contexts --

the development of the global leader at a later stage of life is

ironically enough very much determined by being a global leader.

As we have said, the earlier the experience through assignments of

responsibility of different cultures, the greater the ability to
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adapt to and empathize with new cultures will be. Preparing

managers and their families for life in a different environment is

invaluable in giving them the chance to make the necessary changes

in their attitudes. And given previous socialization practices,

some personalities are more suited than others to working

internationally.

Organizations which are aware of cultural differences and seek to

exploit them through various forms of interchange are likely to

evolve in the direction of a network of loosely coupled units. In

contrast, organizations with a dominant parent country style of

operating are unlikely to be able to use the full potential of

their international personnel, a serious handicap in the

increasingly global world we live in.



- 35 -

REFERENCES

Adler, N. (1986), International Dimensions of Organizational 
Behavior, Boston: Kent.

Auletta, K. (1984), The Art of Corporate Success, New York:
G.P.Putnam's Sons.

Bartlett, C. and S. Ghoshal (1986), "Tap your Subsidiaries for
Global Reach," Harvard Business Review, 64, 6: 87-94.

Bartlett, C. and S. Ghoshal (1987a), "Managing Across Borders: New
Strategic Requirements," Sloan Management Review, 28, 4: 7-17.

Bartlett, C. and S. Ghoshal (1987b), "Managing Across Borders: New
Organizational Responses," Sloan Management Review, 29, 1: 43-53.

Bartolomé, F. and P. Evans (1980), Must Success Cost So Much?, New
York: Grant Mclntyre.

Bass, B.(1981), Stogdill's Handbook of Leadership, New York: The
Free Press.

Bass, B. (1985), Leadership and Performance Beyond Expectations,
New York: Free Press.

Bennis, W. and B. Nanus, (1985), Leaders, New York: Harper & Row.

Devanna, M. and N. Tichy (1986), The Transformational Leader, New
York: John Wiley & Sons.

Deutsch, H. (1942), "Some Forms of Emotional Disturbances and
their Relationship to Schizophrenia," in Neuroses and Character 
Types, New York:International Universities Press, 1965,
pp•262-281.

Harvey, M. (1985), "The Executive Family: An Overlooked Variable
in International Assignments," Columbia Journal of World Business,
xx, 1: 84-92.

Heenan, D.A. and H.V. Perlmutter, (1979), Multinational 
Organizational Development, Reading, Mass.:Addison Wesley.

Hedlund, G. (1986), "The Hypermodern MNC -- a Heterarchy?," Human
Resources Management, 25, 1: 9-35.

Kets de Vries, M.F.R. and D. Miller (1984), The Neurotic 
Organization, San Francisco: Jossey-Bass.

Rets de Vries, M.F.R. (1989), Prisoners of Leadership, New York:
Wiley.



- 36 -

Laurent, A. (1986), "The Cross-Cultural Puzzle of International
Human Resource Management," Human Resources Management, 25, 1:
91-102.

Leavitt, H.J. (1986), Corporate Pathfinders, Homewood, Iii: Dow
Jones-Irwin.

Mendenhall, M.E. Dunbar, and G. Oddou (1987), "Expatriate
Selection & Training & Career Pathing, A Review & Critique," Human
Resources Management, 26, 3: 331-345.

Mendenhall, M. and G. Oddou (1985), "The Dimensions of Expatriate
Acculturation: A Review," The Academy of Management Review, 10, 1:
39-47.

Mendenhall, M. and G. Oddou (1986), "Acculturation Profiles of
Expatriate Managers: Implications for Cross-Cultural Training
Programs," Columbia Journal of World Business, xxi, 4: 73-79.

Muller, H. (1970), The Search for the Qualities Essential to 
Advancement in a Large Industrial Group, The Hague: Shell
Publication.

Perlmutter, H.V. (1969), "The Tortuous Evolution of the
Multinational Corporation," California Journal of World Business,
4: 9-18.

Tung, R. (1981), "Selection and Training of Personnel for Overseas
Assignments," Columbia Journal of World Business, Spring, 68-78.

Tung, R. (1982), "Selection and Training Procedures of U.S.,
European and Japanese Multinationale," California Management 
Review, 25, 1: 57-71.

Tylor, E.B. (1871), Primitive Culture, New York: G.P.Putnam.

Zeira, Y. and A. Pazy (1983), "Training Parent Country
Professionals in Host Country Organizations," Academy of 
Management Review, 8, 2: 262-272.

Zeira, Y. and M. Banai, (1984), "Present and Desired Methods of
Selecting Expatriate Managers for International Assignments,"
Personnel Review, 13, 3: 29-35.



86/27	 Karel COOL
	 'Relative riak-return relationships In

and Ingemar DIERICKi
	 business stratesyt parados or trulem7*.

October 1986.

86/28	 Manfred KETS DE
	

'Interpreting organIzatIonal tests.
VRIES end Danny MILLER

86/29	 Manfred KITS ORMES "Vhy follov' the leader?'.

86/10	 Manfred KITS DE VRIES 'The succession gamet the real story.

86/31	 Arnoud DE MEYER

86/31 Arnoud DE NETER,
Jlnichlro HARARE,
Jeffrey C. MILLER
and Rasta FERDOVS

' PlexIbillty: the nul competitIve baffle',
October 1986.

▪ Plexibillty: the neat competitive battit',
Revised Version! Harch 19117

INSRAD VORKINC PAPERS SKATES

'The R L D/Production Interface•.

'Subjective estimation in integrating
communication budget and allocation
decisionss • case atudy', January 1986.

'Sponsorship and the diffusion of
organisations' innovations • prellenary vlev.

'Confidence intervalst en empirical
losaatIg•tion for the merles In the ft-
Coap•tItlone

'A note on the r•duction of the vorkveek',
July 1985.

"The real exch•nga rate and the fiscal
aapect• of • naturel reaource discovery',
Re/riait! version! Fabrutry 1986.

'Judgmental blases in sales forecastine,
February 1986.

•Forecaating political tisk., for
international operations • , Second Draft:
March 3, 1986.

•Conceptu•lidng tbe strategic process in
divermified firme, the rol• and future of the
corporel. influeras. process • , E•bruary 1986.

86/16	 B. Espen ECKB° and
Hervlg M. lititcoms

86/17	 David B. JEmISON

86/18	 James TEBOUL
and V. MALLERET

86/19	 Rob R. VEITZ

86/20	 Albert CORNAI,
Gabriel MAVAVINI
and Pierre A. MICHEL

86/21	 Albert CORNAI,
Gabriel A. RAVAVINI
and Pierre A. MICHEL

86/22	 Albert cortner.
Gabriel A. RAVAVINI
and Pierre A. MICHEL

86/23	 Arnoud DE MEYER

86/24	 David CAUTSCHI
and Vithala R. RAO

86/25	 11. Peter CRAY
end Ingo WALTER

86/26	 Barry EICHENGREEN
and Charles VYPLOSZ

' Les prises des offres publiques. la note
d'Informatlon et le marché des transferts de
contrôle des sociétés'.

'Stretesic capability transfer ln acquisition
integration", May 1986.

'Tocards an opetatIonal definition of
servIcee, 1986.

'Nostradamus! • knovledge-based forecasting
advisor'.

'The prIcIng of eoulty on the London stock
erchange: seasonallty and sire premlum«.
June 1986.

"Risk-premia the•sonallty in U.S. and European
equlty aarkets', February 1984.

*Seasonallty In the risk-return relatIonships
sole International evidenc • , July 1986.

'An erploratory atudy on the Infestation of
Information sylleA3 la manufacturing',
July 1986.

'A methodology for specifIcation and
asgresation in product concept festins',
July 1986.

' Protection', August 1986.

'The economic consequences of the Franc
Poincere*, September 1906.

1986

86/01
	

Arnoud DE MEYER

86/02 Philippe A. NAERT
Marcel VEVERBERCH
end Cuido VERSvIJVEL

86/03	 !lichais' BRIMM

86/04 Spyros MAKRIDAKIS
and Michèle HISON

86/05	 Charles A. VIPLOSZ

86/06	 Frencesco CIAVAllI,
Jeft R. SUER and
Charles A. VIPLOS2

86/07 Douglas L. MacLACIILAU
end Spyros MAKRIDAXIS

86/08 José de la TORRE and
David R. NECKAR

86/09	 Philippe C. RASPESLACH

86/32	 Karel COOL
and Dan SCHENDFL

"Analyaing the Issue' concerning
technological de-maturlty'.

"non "Lydlametry' to *PinkharitatIon"t
■ IsspecIfyIns advertisins dynaalcs ratai),
affects profIlebillty'.

'The econo■ics of retall 	 Revised
April 1986.

' Spatial coapetition à la Cournot'.

'Comparaison Internationale de, marges brutes
du conmerce', June 1985.

• 10v the man.gerlal attitudes of tiras vlth
PRS dicter frou other taanufacturIng tirait
survey results'. June 1986.

Performance differences &mons strategIc group
members • , October 1906.

86/10 R. MOENART,
Arnoud DR MEYER,
J. BARBE and
D. DESCROOLMEESTER.

86/11	 Philippe A. NAERT
and Alain BULTE2

86/12 Roger BETANCOURT
and David GAUTSCHI

86/13	 S.P. ANDERSON
and Damien J. NEVER

86/14 Charles VALDMAN

86/15	 MIhkel TOXIIAK and
Arnoud DE MEYER



87/06	 Arun K. JAIN,	 'Customer loyalty as a construct in the
Christian PINSON and	 marketing of banktng services'. July 1986.
Naresh K. NALHOTRA

86/33	 Ernst BALTENSPERGER
and Jean DERMINE

86/34	 Philippe MASPESLAGH
and David JEMISON

86/35	 Jean DERMINE

86/36	 Albert CORRAT and
Gabriel HAVAVINI

86/37	 David GAUTSCIII and
Roger BETANCOURT

86/38	 Gabriel 8AVAVINI

86/39	 Gabriel nAVAVINI
Pierre MICHEL
and Albert CORBAY

86/40 Charles VIPLOSZ

86/41	 Rasta FERDOVS
and Vickham SKINNER

86/42 Kasra FERDOVS
and Per LINDBERG

86/43 Damien NEVEN

86/44	 Ingemar DIERICKX
Carmen MATUTES
And Damien NEVEN

1987

87/01	 Manfred KETS DE VRIES

87/02	 Claude VIALLET

87/03	 David GAUTSCHI
and Vithala RA0

87/04	 Sumantra GMOSBAL and
Christopher BARTLETT

87/05	 Arnoud DE MEYER
and Kasra PERDONS

' The rola of publie policy in insuring
financial stability: • cross-country,
comparative perspective', August 1986, Revised
November 1986.

' Acquisitions: myths and reallty',
July 1986.

e lleaauring the market value of • bank, •
primer • , November 1986.

' Seasonality in the risk-return relationahipt
soue international évidence', July 1986.

"The évolution of retaillait: • suggested
economic interpret•tione.

"Financial innovation and recent developeents
ln tbe French capital markets', Updated:
September 1986.

'The pricing of common stocks on the Brussels
atoek etchanget • re-examInation of the
evid•nce'. November 1986.

'Capital (lova liberalixation end the EmS, •
French perspective', December 1986.

•Manufacturing In • nev perepective,
July 1986.

' FMS a indicator of nanufacturing atrategy',
December 1986.

"On the existence of eoullibriu• in hoteling's
mode', November 1986.

' Value added tut and competition',
December 1986.

"Prisoners of leadership'.

"An empiriced investigation of international
asaet pricing', November 1986.

' A sethodology for apec1fleatIon and
aggregatlon in product concept testing",
Revised Version: January 1987.

' Organiring for innovations: case of the
multinational corporation', February 1987.

"Managerial focal points in manufacturing
atr•tegy • , February 1987.

"Equity pricing and stock market anomalies'.
February 1987.

' Leaders vho can't manage', February 1987.

' Entrepreneurial activities of European NBA.e,
March 1987.

"A cultural viev of organizational change',
March 1987

' Porecasting and 1oss functions', Match 1981.

'The Janus Head: icarning from the superfor
and subordinate faces of the aanager's job',
April 1987.

'Multinational corporations as differentiated
netvorks', April 1987.

'Product Standards and Compétitive Strategy: An

Analysis of the Princlples', May 1987.

•KETAPORECASTING: Vays of lote-ovin
Forecasting. Accuracy and Usefulness',
May 1987.

"Takeover atte•pts: vhat does the language tell

us?, June 1987.

"Managers' cognitive mapa for upvard and
dovnvard relationships", June 1987.

'Patents and the European biotechnology lne e

study of large European phareaceutical tiras",
June 1987.

"Vhy the EMS? Dynamic games and the equilibt1um
policy régime, May 1981.

"A nev approach to statistical forecasting',
June 1987.

'Strategy formulation: the tapact of national

culture", Revised: July 1987.

'Conflicting Ideologies: structural and
motivational consequences", August 198%.

"The demand for retail products nnd the
household production model: nev vicvs on
compltmentarity and substitutability".

87/07	 Rolf RANZ and
Gabriel itA9AVINI

87/08 Manfred KETS DE VRIES

87/09 Lister VICKERY,
Mark PILKINCTON
and Paul READ

87/10 André LAURENT

87/11	 Robert FILDES and
Spyros MAKRIDAKIS

07/12 Fernando BARTOLOME
and André LAURENT

87/13	 Sumantra GHOSHAL
and Nitin NOMRIA

07/14	 Landis CABEL

87/15 Spyros MAKRIDAKIS

87/16	 Susan SCHNEIDER
and Roger DUNBAR

87/17 André LAURENT and
Fernando BARTOLOME

87/10 Reinhard ANGELNAR and
Chrlstoph LIEBSCHER

87/19	 David BEGG and
Charles VYPLOSZ

87/20	 Spyros MAKRIDAKIS

87/21	 Susan SCHNEIDER

87/22	 Susan SCHNEIDER

87/23 Roger BETANCOURT
David GAUTSCHI



87/41	 Cavriel IIAVAVINI and	 *Seasonality, size prend°. and the relationahlo
Claude VIALLET	 betveen the risk and the return of French

cocon stocks". November 1987

87/24	 C.B. DERR and
André LAURENT

87/25	 A. K. JAIN,
N. K. MALHOTRA and
Christian PINSON

87/26 Roger BETANCOURT
and David CAIJTSCHI

87/27	 Michael BORDA

07/28	 Gabriel HAVAVINI

87/29	 Susan SCHNEIDER and
Paul SHRIVASTAVA

87/30 Jonathan HAMILTON
V. Bentley MACLEOD
and J. P. THISSE

87/31	 Martine OUINZII and
J. P. THISSE

87/32	 Arnoud DE MEYER

87/33	 Yves DOZ and
Amy SRUEN

87/34 Kasra FERDOVS and
Arnoud DE MEYER

87/35	 P. J. LEDERLR and
J. F. TRISSE

87/37	 Landis CABEL

87/38	 Susan SCHNEIDER

87/40 Carmen MATUTES and
Pierre REGIBEAU

'The Interne and externat careers: a
theoretical and cross-cultural perspective',
Spring 1987.

' The robustness of KOS configurations in the
face of incomplete data', March 1987. Revised,
July 1987.

' Desand co■ple■entarities, household production
and retail assortments", July 1987.

' Is there a capital shortage in Europe?",
August 1987.

' Controlling the intereat-rate riak of bonds:
an introduction to duration analyais and
immuniut ion strategie,", September 1987.

' Interpreting strategic behavior: basic
asaumptions themes in organizatione, September
1987

'Spatial coapetition and the Core', August
1987.

' On the optlaality of central places',
September 1987.

'German, French and British manufacturing
strategies less different than one thinke,
September 1987.

' A process framevork for analyzing cooperation
betveen Mas', September 1987.

*European aanufacturers: the dangers of
complacency. Insights from the 1987 Ruroperin
manufacturing futures survey, October 1987.

'Coapetitive location on netvorks under
discriminatory pricing', September 1987.

'Privatizarion: its motives and likely
conséquences", October 1907.

'Strategy formulation: the impact of national
culture", October 1987.

"Product compat1b111ty and the scope of entre,
November 1987

87/42	 Damien NEVEN and
Jacques-F. THISSE

87/43	 Jean CABSZEVICZ and
Jacques-F. TRISSE

87/44 Jonathan RAMILTON,
Jacques-F. TRISSE
and Anita VESKAMP

87/45	 Karel COOL,
David JEMISON and
Ingemar DIERICXY

87/46	 Ingemar D1ERICKX
and Karel COOL

1988

88/01	 Michael LAVRENCE and
Spyroa MAKRIDAKIS

88/02	 Spyros MAKRIDAKIS

88/03 James TEBOUL

88/04	 Susan SCHNEIDER

88/05	 Charles VYPLOSZ

88/06 Reinhard ANGELMAR

88/07	 Ingemar DIERICKX
and Karel COOL

88/08 Reinhard ANGELMAR
and Susan SCHNEIDER

88/09	 Bernard SINCLAIR-
DESGAGNé

88/10	 Bernard SINCLAIR.
DESCAGNé

88/11	 Bernard SINCLAIR-
DESCAGNé

' Coabining horizontal and vertical
efferentiation: the principle of max-sin
differentiation', December 1987

' Location', December 1907

'Spatial discrimination: Bertrand vs. Cournot
in a mode' of location choice', December 1987

'business strategy, market structure and riek-
return relationships, e causal interpretation'.
December 1987.

'Asset stock accumulation and sustainobility
of coapetitive advantage', December 1987.

"ractor, affecting judgementml forecasts and
confidence intecvals', January 1988.

"Predicting recestions and other turning
points". January 1988.

"De-induatrialize service for 	 ality • , January
1988.

"National vs. corporate culture: implication-,
(or human resource management'. January 1900.

"The svinging dollar: is Europe out of step?".
January 1988.

' Les conflits dans les canaux de distribution'.
January 1988.

"Coapetitive advantage: a resource
perspective', Januaty 1988.

' Issues in the study of organizational
cognition", February 1989.

' Price formation and product design through
bidding', February 1908.

'The robustness of some standard auclion gage
forme, February 1988.

' Vhen statlonary strategles are equllibrium
bidding strategy: The single-crossing
property", February 1988.

87/36	 Manfred KETS DE VRIES 'Prisoners of leadership", Revised version
October 1987.

87/39	 Manfred KETS DE VRIES 'The dan aide of CE0 succession", November
1987



88/12	 Spyros MAKRIDAKIS

08/14	 Alain NOEL

88/15 Anil DEOLALIKAR and
Lars-Hendrik ROLLER

88/16 Gabriel HAVAVINI

88/17 Hiehael BURDA

88/18 Michael BURDA

88/19 M.J. LAVRENCE and
Spyros MAKRIDAKIS

88/20 Jean DERMINE,
Damien NEVEN and
J.F. TIIISSE

88/21 James TEBOUL

88/22	 Lars-Hendrik ROLLER

88/23 Sjur Didrik FLAM
and Georges ZACCOUR

88/24 8. Espen ECKBO and
Hervig LANGOHR

88/25	 Everette S. GARDNER
and Spyros MAKRIDAKIS

88/26	 Sjur Didrlk FUJI
and Georges ZACCOUR

88/27 Murugappa KRISHNAN
Lars-Rendrik ROLLER

"Business Lires and managers in the 21st
century", February 1988

"The interpretation of strategles: ■ study of
the impact of Ms on the corporation",
March 1988.

"The production of and returns froc industrial
innovations an econonetric analysis for e
developing country", December 1987.

' Market effIciency and equity pricingt
international evidence and implications for
global investine. Nara 1988.

"Monopolistic coepetition, colts of adjustment
and the behavior of European employment",
September 1987.

"Reflections on n'ait Unemployment' in
Europe", November 1987, revlsed February 1988.

' Individual bias in judgements of confidence',
March 1988.

"Portfolio selection by .utual funds, an
equilibrium sodel', March 1988.

'De-industrialise service for quallty',
March 1908 (88/03 Revised).

"Proper Ouadratie Functions vith an Application
to AT&T". May 1987 (Revlsed March 1988).

"Bquilibres de Nash-Cournot dans le marché
européen du gaz: un Ca, où les solutions en
boucle ouverte et en feedback colncident".
Mars 1988

"Information disclosure, means of payment, and
takeover premia. Public and Private tender
off«, In France", July 1985, Sixth revislon,
April 1988.

"The future of forceastine, April 1988.

"Seai-coapetitive Cournot equllibrium ln
multistage oligopolies', April 1988.

' Gratry gane vith resalable capacity",
April 1988.

88/29	 mareah K. MALBOTRA.
Christian PINSON and
Arun K. JAIN

88/30 Catherine C. ECKEL
and theo VERMAKLEN

88/31	 Sumantra GROSHAL and
Christopher BARTLETT

88/32 )(asti FERDOVS and
David SACKRIDER

88/33 Mlhkel M. TOMBAI(

88/34 Mihkel M. TOMBAI(

88/35	 Mihkel M. TOMBAI(

88/36 Vikas TIBREVALA and
Bruce BUCHANAN

88/37
	

Murugappa KRISRNAN
Lars-Hendrik ROLLER

88/38	 Manfred KETS DE VRIES

88/39	 Manfred KETS DE VRIES

88/40 Joset LAXONISHOK and
Theo VERMAELEN

88/41 Charles VTPLOS2

88/42	 Paul EVANS

88/43 B. SINCLAIR-DESGAGNE

88/44	 Esses MAHMOUD and
Spyros MAKRIDAKIS

88/45 Robert KORAJCZYK
and Claude VIALLET

88/46	 Yves DOZ and
Amy SHUEN

'Consueer cognitive co.nlealty and the
dimensionallty of aultidimensionel scaling
configurations". May 1988.

"The financial fallout froc Chernobyl: risk
perceptions and regulatory response. May 1988.

'Creation, adoption. and diffusion of
innovations by subsidiaries of aultinational
corporations", June 1988.

"International .anufacturing: posItionIng
plants for success', June 1988.

"The Importance of heribility In
manufacturine, June 1988.

"Plexibility: an important dinension in
manufacturing", June 1988.

"A strritegic analysis of investeent In flexible
manufacturing systems", July 1988.

'A Predictive Test of the NBD Model that
Controls for Non-statIonarite. June 1988.

"Regulating Prime-Liability Coopetitinn Tn
'morose Velfare, July 1988.

'The Motivating Pole of Envy : A Forgotten
Factor In Management, April 88

"The Leader as Mirror : Chilien" Reflections',
July 1908.

"Annaalous price behavior around repurchase
tender offert', August 1988.

'Assyeetry In the Gni intention.' or
systealc7", August 1988.

"Organtrational development in the
transnational enterprise", June 1980.

'Croup decision support systeas laplement
Bayesian rationolity". September 1988.

"The state of the art and future directions
in combining forecasts", September 1988.

"An eapirical Investigation of international
asset pricine. November 1986. revlsed August
1988.

'Pros Intent to outcome: e process freaeuork
for par t nerships', August 1980.

88/13	 Manfred RETS DE VRIES "Alesithymia le organinstional lite: the
organisation man revisited", February 1988.

88/28 Sumantra GHOSRAL and
	

'The multinational corporation as • netvork:
C. A. BARTLETT
	

pe-epectives froc interorganizational theory",
▪ leAR



88/47	 Alain BULTEZ,
Els CIJSBRECHTS,
Philippe NAERT and
Flet VANDEN ABEELE

88/48 Michael BORDA

88/49 Nathalie DIERKENS

88/50 Rob VEITZ and
Arnoud DE MEYER

88/51	 Rob VEITZ

88/52 Susan SCHNEIDER and
Reinhard ANGELMAR

88/53 Manfred KETS DE VRIES

88/54 Lars-Hendrik RÔLLER
and Mihkel M. TOMBAK

88/55 Peter BOSSAERTS
and Pierre HILLION

88/56	 Pierre HILLION

88/57 Vilfrled VANHONACKER
and Lydia PRICE

88/58 B. SINCLAIR-DESGAGNE
and Mihkel M. TOMBAK

88/59	 Martin KILDUFF

88/60 Michael BORDA

88/61	 Lars-Hendrik RÔLLER

88/62 Cynthia VAN BULLE,
Theo VERMAELEN and
Paul DE VOUTERS

"Asymmetric cannibalism betveen substitute
items listed by retallers", September 1988.

"Reflections on 'Vait unemployment' in
Europe, II • , April 1988 revised September 1988.

"Information asymnetry and equity issues•,
September 1988.

"Managing expert systeas: from inception
through updating", October 1987.

"Technology, vork, and the organisation: the
impact of expert systems", July 1988.

' Cognition and organizational analyste: vho's
■incit:tg the store?", September 1988.

' Vhatever happened to the philosopher-king: the
leader's addiction te pover, September 1988.

"Strategic choice of flexible production
technologies and velfare implications",
October 1988

"Method of moments tests of contingent clfaima
asset pricing models", October 1988.

"Size-sorted portfolios and the violation of
the rende. valk hypothesis: Additional
empirical evidence and implication for tests
of asset pricing models", June 1988.

"Data trensferabillty: estimating the response
effect of future events based on historical
analogy", October 1988.

"Assessing economic inequality", November 1988.

"The interpersonal structure of decision
making: a social comparison approach to
organlzational choice", November 1988.

"Is ■ismatch really the problem? Some estimates
of the Chelvood Gate II model vith US data",
September 1988.

"Modelling colt structure: the Bell System
revisite • , November 1988.

"Regulation, taxes and the market for corporate
control in Belgium", September 1988.

88/61 Fernando NASCIMENTO
and Vilfrled R.
VANHONACKER

88/64 Kasra FERDOVS

88/65 Arnoud DE MEYER
and Kasra FERDOVS

88/66 Nathalie DIERKENS

88/67 Paul S. ADLER and
Kasra FERDOVS

1989

89/01 Joyce K. BYRER and
Tavfik JELASSI

89/02 Louis A. LE BLANC
and Tavfik JELASSI

89/03 Beth H. JONES and
Tautfik JELASSI

89/04 Kasra FERDOVS and
Arnaud DE MEYER

89/05 Martin KILDUFF and
Reinhard ANGELMAR

89/06 Mihkel M. TOMBAK and
B. SINCLAIR-DESCAGNE

89/07 Damien J. NEVEN

89/08 Arnoud DE MEYER and
Hellmut SCHÛTTE

89/09 Damien NEVEN,
Carmen MATUTES and
Marcel CORSTJENS

89/10 Nathalie DIERKENS,
Bruno GERARD and
Pierre MILLION

•Strategie pricing of differentlated consumer
durables in • dynsmic duopoly: e numerical
analysi • , October 1988.

•Charting strategic rolea for international
factorles", December 1988.

"Quality up, technology dogon*, October 1988.

*A discussion of exact measures of information
assymetry: the example of Myers and Malluf
model or the importance of the asset structure
of the fille, December 1988.

"The ehlef technology officer • , December 1988.

"The impact of language theorles ou 055
dialog• , January 1989.

nlISS softvare eelectiont e multiple criteria
decision methodologr, January 1989.

'Negotiation support: the effects of computer
intervention and comf2iet level on bargaining
outcon • , January 1989,,
"Lutine improvement im manufacturing
performance: In search of a nev theore,
January 1989.

"Shared history or shared culture? The effects
of lime, culture, end performance on
instItutionaliration in slmulated
organisations", January 1989.

"Coordinating manufacturing and business
strategies: I", February 1989.

"Structural adjustment lo European retail
banking. Some viev from industrial
organisation • , January 1989.

"Trends in the development of technology and
their effects on the production structure in
the European Community", January 1989.

"Brand proliteration and entry deterrence".
February 1989.

'A market based approach to the value:00n of
the assets In place and the gromth
opportunities of the Eire", December 1988.



89/11 Man(ted KM 0£ VRIES
end Alain MOU.

89/12	 Villrled VANUON.C.K.

89/1)	 Manfred KETS 0E VRIES

89/14	 Relnhard ANCELMAX

89/15	 Reinhard ANCELKAR

89/16 912ifled VANHONACKLX,
Donald tmuulev and
Fareen• SULTAN

89/12	 Cilles AMADO.
Claude PAucneur and
André LAURENT

89/18	 Srinivasen SALAM-
RISUNAM and
Nitchell KOLA

89/19 011tried VANROMACKER,
Donald LERNANli and
Fareena SULTAN

89/20 Vilfrled VANNOMACK8A
and Russell VINER

89/21	 Arnoud de NETER and
Karr. rritPCVS

89/22	 Menfred LETS DE VRIES
and Sydney rtalOv

89/21	 Robert KORAJC/TK and
Claude VIALLET

89/24	 Nartin K1LOUrr and
M1tchel ABOLAfIA

89/25 Roger 88TAOCOURT and
David CAUTSCM1

89/26 Charles DEAN.
Edmond MALWVAUD,
Peter IRRN11012.
Francisco G/A9A224
and Charte' V981-0S2

"UnderstandIng the leader-strate gy interface-
aetellerttlee ot ibe etretegle releefonahIp
leterviev eethod". Rebroary 1989.

eig tfeetlag dyeasie respease modele vben the
dota are subject to dlitereat temporal
aggregation", January 1989.

"The ispostor syndrome: ■ disquietiag
Ment:mem: ln orgaelsatlonal 	 February
1989.

"FindUel Innovation: e Cool (or rnapetItlee
advantage", March 1989.

'Evalusling a (ires product Innovation
performance". Narch 1989.

'Combining releted and sperme data In linear
regresstee andele • . Lebruery 1989.

'Changement organisationnel et cd.11141
celturelleat contraste, franco-asérIcains",
Narch 1989.

' Information asymetry. market (allure and
joint-ventures: tbeory and evidencee.
Karel% 1989

'Cambial.% related and sparae dota ln linear
terres:110o modela•.
Redied Match 1989

'A rstlooal rand« beh•vior food/1 of choke'.
Rev)sed Barth 1989

' Influence et eanufacturiag laproveapept
	 nies on perforaance'. April 1989

'4%4 la the vole of chat-dicter In
PsYchoanalyele April 1989

'8quIt9 rlek presle and the oriel/tg 01 foreign
«change rlsk• Arectl 1989

'The foetal destruet Ion o! reality:
Otganisetienal con(lict il »<lai draaa•
Apri) 1989

' Tvo 	 rial chat•cterlatIcd of texan
market' end thelr «annule consequence•
ma t ch 1989

"Nacroecormerie policles for 1992: the
transition and alter", April 1989

89/27 David KRACKFIARDT and
Martin KILDUPP

89/28 Martin KILDUPP

89/29 Robert COCEL and
Jean-Claude LARRECRE

89/30 Lars-Bendrik ROLLER
and Mihkel M. TORBAK

89/31 Michael C. BURDA and
Stefan GERLACI1

89/32 Peter RAUC and
Tavfik JELASSI

89/33 Bernard SINCLAIR-
DESCACNE

89/34 Sumantra CBOSBAL and
Nittin NoNRIA

89/35 Jean DERMINE and
Pierre BILLION

89/36 Martin KILDUPP

89/37 Manfred RETS DE VRIES

89/38 Manfrd RETS DE VRIES

89/39 Robert KORAJCZTR and
Claude VIALLET

89/40 Salait CBARRAVARTBT

89/41 B. SINCLAIR-DESCACNR
and Nathalie DIERKENS

89/42 Robert ANSON and
Tavfik JELASSI

89/43 Michael BURDA

89/44 Balaji CliARRAVARTHT
and Peter [ORANGE

89/45 Rob VETTE end
Arnoud DE MEYER

PertendahlP Pa ttern» and cultural attributions:
the control of organisation:al diveraity",
April 1989

'The interpersonal structure of decision
making: a social comparison approach to
organisational choie`", Revised April 1989

'The battlefield for 1942: product strength
and geographic coverage', May 1989

'Competition and Inventaient in Flexible
Technologies', May 1989

' Durables and the US trade Deficit°. May 1989

•Application and evaluation of a multi-criteria
decision support 'system for the dynamic
selection of U.S. manufacturing locations',
May 1989

"Design flexibility in monopsonistic
industries", May 1989

"Requit:Ste variety vergne shared values:
managiez corporate-division relationships in
the K-Pore organisation", May 1989

'Deposit rate ceilings and the market value of
banks: The case of Prenne 1971-1981*, May 1989

'A disposttional imprime to social netvorks:
the case of orgmnizational choice°, May 1989

"The organisational fool: balancing s leader's
bubris", May 1989

'The CCO blues', June 1989

'An empirical investigation of international
Liget pricing', (Revised June 1989)

"Management systems for innovation and
productivite, June 1989

The strategic supply of précisions", lune 1989

'A deme/opment framevork for computer-supported
conflict resolution", July 1989

"A note on Ming colts and severance benefits
in equilibrium unemployment", June 1989

"Stratagic adaptation in aulti-business Mas",
June 1989

"Managing expert systesm: a framevork and case
study", June 1989



89/46 Marcel CORSTJENS,	 "Entry Encouragement", July 1989
Carmen MATUTES and
Damien NEVEN


	Page 1
	Page 2
	Page 3
	Page 4
	Page 5
	Page 6
	Page 7
	Page 8
	Page 9
	Page 10
	Page 11
	Page 12
	Page 13
	Page 14
	Page 15
	Page 16
	Page 17
	Page 18
	Page 19
	Page 20
	Page 21
	Page 22
	Page 23
	Page 24
	Page 25
	Page 26
	Page 27
	Page 28
	Page 29
	Page 30
	Page 31
	Page 32
	Page 33
	Page 34
	Page 35
	Page 36
	Page 37
	Page 38
	Page 39
	Page 40
	Page 41
	Page 42
	Page 43
	Page 44
	Page 45

