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How many potential global executives are 

needed for your organizations

What kind of assessments are 
needed for which layers?

Targeting layers and counting 
required number of the executives

Importance of soft competencies 
rather than skills and knowledge

Workplace
Big Five

leadership traits

Kozai model
Global Competency Model

Individual Outcome
Reports

・SWOT Analysis of each potential 

leader

・Setting up challenging objectives

・Understanding strengths of 

organizations

・Understanding challenging issues 

and areas

・A proposal for developing future 

leaders

Building up 

a concrete plan for 

development

Concrete 
business plan 
for executives

Required global 
competencies

IGB Assessments



Framework of Developing Future Global Executives

2 |  3

2
・Selecting senior level executives/managers 

and engaging them in developing their own 

global competencies.

・Recognizing the importance of developing 

global leaders in the entire organizations

Corporate Information

・Through a longitudinal developing plan 

consisting of assessments, coaching, and 

training sessions,  managers and leaders need 

to recognize their global roles, and their 

improving areas of global competencies.

Corporate Needs

Defining the concept of future generation management talent 

Selection of targeting managers

Developing concrete plans & objectives

1st GCI &
Workplace Big Five

assessment

Workshop Implementation
（Developing core mindsets） （Leadership development）

（Liberal arts） （Management training）

Performance Indicators
①New business creation plan　②Enhancing global capabilities 　③Interviewing with superiors

Setting challenging 
objectives

(life & work)

Outcome  review
（Gap Analysis）

2nd  GCI &
Workplace Big Five

assessment

2nd Coaching

1st Coaching

Recognizing & Development Evaluation

Business Domains



Global Talent Development Model

IGB NETWORK

3 |  3

3
・According to the outcomes of the past research studies,  the most  key human factors that are able to show  high performance in global business appear to be 

human soft competencies. Despite of this fact, it is a reality that many MNCs tend to focus on developing technical knowledge and skills .  

・Judging from the fact that many problems occurring in the global business environment are strongly embedded in a difference of “frame of reference” of 

individuals and organizations , it is vital to enhance the level of human soft  competencies and socio-cultural coping skills.

・The table shown below is a path model .  Literature shows that  enhancing human soft competencies contribute to improving technical skills and knowledge as 

well  as management  capabilities.   

・Self norms and values created through 

life and culture

・Transcultural coping skills

Socio Cultural Environment

Work, Adaptability

Interaction with local people

Individual Experiences

Organizational System

HRM, Business Focus

Organizational Factors

・Need for Stabilities

・Extraversion

・Originality

・Accommodation

・Consciousness

Scale Indicators

・40 ～ 60% is retained by nature

・Influence the capabilities of organizations and 

leaders/managers

Personality （Human Traits）

・Cognitive erception

・Relational Management

・Self Management

Scale Indicators

・The + correlation between personality 

traits and GCIs.

・The GCI influences on styles of 

management and work

・The GCs are required for being engaged in 

global business 

Global Competency

IAP Assessment

LPI 360 degree assessment
ICEBREAKER

Workplace Big Five GCI/IES Assessments

Work Style
Motivation Model

Technical Skills
Organizational 
Adaptability

Management 
Style

Global Business 
Performance

Correlation

Business Domains


