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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.
 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.
 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.

12

Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
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+65 68727668
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Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
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The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%



1 2 3 4 5 6 7 8 9 10 11

Research Brief-Asia Pacific Section

Top Companies for Leaders

2007

How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies for Leaders Headquarters Country

1. Hindustan Unilever Ltd. India
2. Infosys Technologies Ltd. India
3. Australia New Zealand Banking Group Australia
4. ICICI Bank Ltd. India
5. WIPRO Ltd. India
6. Sunway Holdings Incorporated Bhd Malaysia
7. Tata Consultancy Services Ltd. India
8. China Vanke Co. Ltd. China
9. Lion Nathan Ltd. Australia
10. DLA Philips Fox Australia

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%

Asia Pacific Top Companies

Asia Pacific All Other Companies

0%

20%

40%

60%

80%

100%

In our industry In the regions

where we operate

65%

90%

80%

51%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%
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How Do You Become a Top Company for Leaders?

Five Questions to Ask About Your Organisation

The Top Companies for Leaders research helps companies understand how financially successful
companies grow great leaders. But how do you move in the right direction to build a great leadership
culture and practices to help your organisation achieve its business goals? The first step is to simply
get started on the right path by addressing the following five key questions:

◗ Do your senior leaders realize that leadership matters more than ever, and are they 
making the strategic commitment to leadership?
Make sure that your CEO is the organisation’s biggest champion for leadership, and is 
interacting with top talent, holding others accountable for building leadership quality, and
exposing the Board to leaders.

◗ Do you understand your critical leadership capability gaps and how to address them?
Compare your organisation’s leadership practices and point of view on growing leaders to 
those of the Top Companies. Understand what you do well, and what practical steps will
lead to improvement that will drive business performance.

◗ Do your leadership strategies and practices clearly drive business performance?
Develop a comprehensive leadership strategy with detailed plans for assessing, selecting, 
developing, and rewarding leaders that tightly aligns with your organisation’s business 
strategies. For example, a growth strategy requires very different leadership activities than
a strategy around operational efficiency.

◗ Do you have a bench of leaders who are ready, willing, and able to succeed in critical 
roles?
Conduct a data-driven review of your existing and up-and-coming leadership talent, identify
your high potentials and critical talent, and cultivate them through differentiated development.

 Develop leaders in step with business needs through activities such as transparent feedback,
high impact coaching, action learning teams, shadowing and mentoring, and increased 
interaction with the top team and Board.

◗ Do you understand what motivates your top talent?
Assess what high potentials need and whether they are getting it. Determine whether their
managers know and deliver. Then provide skills and tools for leaders that make growing key
talent part of running the business.

Leadership is critical to businesses today
Today, leadership differentiates successful businesses from unsuccessful ones. Only companies with
a ready supply of leadership talent are able to manage the unrelenting pressures of the day: to become
leaner, to be good corporate citizens, to grow profits at double-digit rates and to do so in the midst
of intensified competition, tightening demographics, and a business arena that is indeed global.

Most CEOs and Boards will tell you they do not have senior leadership talent to sustain double digit
growth in this environment; and buying that talent on the outside—except for key strategic hires—is
both time consuming, increasingly cost prohibitive, and often ineffective. Many organisations have
come to realize the only way to ensure a strong pipeline of leadership talent is to find it and develop
it themselves—a task that is becoming increasingly challenging.

What an effective leader needs to do today is vastly different than the past. Today, leaders must have
the capacity to lead complex organisations with global scope and scale, demonstrate visionary thinking
as well as the ability to execute, hold the highest standards of ethics, develop others at all levels,
understand the business as a whole, and build influential relationships with customers and stakeholders.

In this increasingly complex and global marketplace, companies must leverage talent for the corporate
entity rather than single functions, business units, or geographies and build leadership practices that
have consistency across the world. Nurturing these multifaceted capabilities requires dedicated focus,
passion and commitment—something that all of the Top Companies for Leaders do.

Why is Leadership Development so critical in Asia Pacific Organisations?

Effective Leadership is critical to business in probably the most complex region of the business
world in today’s world–Asia Pacific.
Complexity characterizes the business world today, especially so in Asia Pacific. The region is emerging
to be the most exciting consumer marketplace in the world. Global organisations have aspirations to
establish an even stronger foothold in the region. For organisations in the region, the battle is at
multiple levels—for both the customer and outstanding talent. In such a scenario, effective and strong
leadership is absolutely necessary not only to win but just to survive.

Asia Pacific organisations are growing rapidly and have global aspirations.
Organisations in Asia Pacific, especially home grown ones, are growing extremely rapidly to respond
to the massive opportunities in the marketplace. And what’s more, their aspirations are not just limited
to serving domestic consumers and markets! They have on their radar cross-border markets within
and outside the region.

What it means to be a Top Company for Leaders
Leadership is part of the organisational fabric at the Top Companies for Leaders. You can sense it the
moment you walk through the door. There’s a genuine belief that the way to propel the business
forward is through investment in leaders—current as well as future leaders. Developing talent and
future leaders is a way of operating; it is intertwined with running the business. It is not simply an
action item on a “To!Do” list. This is true for Top Companies everywhere, whether it be New York,
Shanghai, or Wiesbaden.

How does this investment come to life? First and foremost, through an active and supportive senior
management team who own and truly drive the leadership agenda. The Top Companies have clear
strategies around leadership, and they execute on these strategies. Their leadership agenda includes
having the right leadership practices and processes for the organisation, maintaining a maniacal focus
on critical talent at all levels, and through a continuous desire to improve. Clear expectations and
accountability are common in the Top Companies—so leaders know what behaviors are expected of
them. As a result, the Top Companies have cultures which cultivate and nurture their talent, and they
have a reputation for doing it well.

Trends of the Global Top Companies

Globalisation is a pressing issue.
The single most pressing challenge over next 3-5 years, as ranked first by both the Global Top Companies
and all other companies, is business growth (68% vs. 51%). The Global Top Companies rank expansion
to new markets second, with globalisation and cost pressures tying for third. The other companies
rank increased competition and cost pressures as second and third. While there are many issues of
overlapping priority, the Global Top Companies are looking beyond traditional boundaries to anticipate
the next big wave of expansion. What’s more, they are actively preparing for it. As one CEO told us,
“it is part of our DNA to move people around. Having international experience is increasingly important
for future leaders…'c9I know our next CEO will have much more international experience than me.”

Developing a global talent pipeline is a key focus.
The future success of the organisation rests in the hands of those who are equipped to manage and
lead an international company. This requires a real development mindset, and leaders at Top Companies
understand this. As one executive told us, “we like to have top talent get experience outside of their
home country. It is a big priority with [the CEO and COO].” Most of the Global Top Companies (85%)
believe that the organisation currently has the talent pipeline it needs to be successful in the future,
in contrast to just 42% of all other companies.

Global Top Companies push their talent into stretch roles that will prepare them for future opportunities.
Through the talent review process, roles are identified that challenge talent to take on new experiences—
move to a different geography, business line, function, or simply take on greater responsibility. In
addition to formal assignments, many Global Top Companies use action learning as a vehicle to both
develop talent and develop creative solutions to some of the business’ most vexing problems. Personal
relationships are also key. Leaders take an active and personal interest in developing and preparing
the next generation of leaders at the Global Top Companies.  From informal mentoring to a formal
apprenticeship model, these personal connections are another critical ingredient for success.

The Top Companies have a true strategic commitment to leadership.
It is not just involvement of senior leaders. It’s a mindset, a fundamental belief that this is how to run
the enterprise. Senior leaders must model the behavior they are looking for from others. These actions
must be “lived” consistently, regardless of time or place. As a human resources executive put it, “there
isn’t one speech that [the CEO] doesn’t mention the importance of talent and leadership development.”

Top leaders passionately believe in their role in growing talent. As one CEO told us, “the most important
thing in leadership development is the commitment of leaders to actually manage and develop
talent…'c9then you can talk about the programs.”  Another executive espoused that “it’s our personal
responsibility to have at least two people who can take our place – if everyone follows that path we
will have a lot of ready people.”

The Global Top Companies bring to light the importance of leadership as a business imperative. This
is evident in their strategies, their priorities, and their behaviors. It starts with the business strategy
to which leadership practices are clearly aligned.

Question from the TCFL Study:
How often are these explicitly aligned business strategies actually used in the following leadership
practices?

The senior team drives the leadership agenda through time and behavior.
Senior teams, particularly the CEOs at the Top Companies, drive the leadership agenda. They talk
about the importance of leadership, and make it a top priority. They “walk the talk” and lead by
example. As one CEO told us, “I make it my job to meet people, see how they are doing, and be visible
because for better or worse, I am the spokesperson for the organisation to Wall Street, our communities,
and related external stakeholders…'c9employees want a CEO they can believe in that acts in an ethical
way and is honest about how the business is doing.”

The amount of time spent directly on leadership issues at all levels from the Board of Directors to front
line management is significantly greater at the Global Top Companies compared to all other companies.
One executive told us, “The most useful practice is using your own experiences to develop those who
come after you.”

Percentage of Time Spent Directly on Leadership Development

Expectations around leadership are clear.
At the Global Top Companies, the use of leadership competencies demonstrates clarity around
expectations for leaders. Most of the Global Top Companies (85%) believe that the desired leadership
behaviors are well understood at all levels of the organisation, compared to 37% of other companies.

Global Top Companies consistently apply their competency models across the organisation (79% vs.
46%), and their competencies are significantly more aligned with their overall business strategies
than at other companies (84% vs. 53%). Expectations are reinforced through multiple mechanisms
including communications, selection and promotion decisions, performance management, succession
plans, pay, education, high potential selection, and 360°'a1 feedback.

The Global Top Companies communicate to their employees about the critical skills needed for the
future success of the organisation, which helps to clarify expectations for everyone. Nearly two-thirds
of other companies do not believe they are communicating these critical skills we

Key Asia Pacific Findings

Our global research has found that many organisations have in place the basic fundamentals around
leadership practices and processes. Many companies have made significant strides in building
leadership capability compared to the first time we conducted this study in 2002. The development
of talent has clearly become more important everywhere around the world. In 2007, we find that
organisations identify top talent, conduct talent reviews with increasing depth and transparency, link
succession planning to developmental opportunities, broaden skills sets with stretch assignments and
planned moves, and provide coaching and action learning that works. The Top Companies in Asia
Pacific distinguish themselves by going beyond the basics.

The three leadership truths continue to differentiate
In our previous Top Companies research around the world (2002, 2003, and 2005), we identified
three fundamental principles that we termed the Three Leadership Truths. These principles were the
foundation for what separated the best companies from the rest:

◗ Senior team involvement and support.
  One of the key enablers of building leadership quality and depth is active involvement from

the CEO and Board of Directors.

◗ Having a maniacal focus on talent.
Top Companies are serious about their investment in top talent. They more actively
manage and develop their best talent, and provide differentiated compensation, development,
and exposure to senior leadership.

◗ Having the right programs in place and utilizing them effectively.
The integration and execution of leadership programs is what makes them real.
Companies differentiate themselves by effectively utilising their practices to develop
leaders in support of their business strategy.

In 2007, we find that these Truths hold true in Asia Pacific, but the bar has been raised—significantly.
Asia Pacific Top Companies drive these principles deeper into their organisations; they refine their
tools and practices to make them even more relevant and effective in cultivating leaders.

Leadership practices explicitly align to business strategy
Asia Pacific Top Companies focus on leadership practices as a way to drive their future business
success, and therefore tie those practices tightly to strategy. Seventy percent of Asia Pacific Top
Companies explicitly align leadership development practices to business strategy, compared to just
36% of all other Asia Pacific companies. As one executive told us, “alignment is the key. People must
understand and believe in what the organisation wants to achieve and be able to see their role within
that chain.” Another Top Company leader shared that there is a continued focus on leadership
development and ensuring it is clearly integrated back into the business. To achieve this, they hold
regular briefings on how to incorporate learning from the development program back into the workplace.
This ensures a continual focus on the implementation of a cultural change in this sp

The way Asia Pacific Top Companies select, reward, and retain leaders reinforces the link to strategic
goals. While this alignment may seem obvious, less than a quarter of all other companies explicitly
align their practices for selecting leaders internally and externally to their business strategy. By aligning
leadership practices to business strategy, the Asia Pacific Top Companies leap ahead of the pack in
achieving their desired outcomes.

True accountability reinforces desired behaviours and effective execution
Not surprisingly, Asia Pacific Top Companies reinforce desired leadership behaviours and competencies
through more organisational practices than other companies, including high potential identification,
performance management, education, and 360°'a1 feedback.

Asia Pacific Top Companies utilize a variety of rewards systems to reinforce “how” leaders need to
behave in the organisation. Asia Pacific Top Companies report achieving this accountability by tying
it to a portion of the annual performance review and rewards plans. Less than half of other companies
reinforce competencies through annual and long-term incentives. In contrast, at Asia Pacific Top
Companies, 55% reinforce with annual incentives and 66% with long-term incentives.

Many Asia Pacific Top Companies use scorecards to review processes in place which specifically look
at leaders’ effectiveness, not just business results. “Leadership development is completely driven by
the organisation’s leaders. Their involvement is further reinforced by giving a 30% weighting in
performance management to talent management and development along with 40% to financial
parameters.”

Relationships are critical
Personal networks and relationships within and across businesses are keys to the success and career
progression of top talent. As one executive told us, “There is lot of focus on communication with the
employees, given the size of the organisation. There are multiple channels for both top-down and
bottom-up communication. The CEO and senior leaders personally get involved in all these activities.”
Most participating companies provide their high potential talent with additional opportunities to
interact with senior leadership; however, exposure to the very top of the house is more common at
Asia Pacific Top Companies. The majority (70%) of Asia Pacific Top Companies provide high potential
talent with consistent exposure and access to the CEO, compared to just 62% of other companies.

Senior leadership actively participates in the development of top talent. This may involve everything
from informal conversations with direct reports to formal mentoring of emerging talent. One senior
leader reported that the senior leaders serve as faculty in company training programs and are personally
engaged in building individual skills, providing challenging opportunities, giving feedback, and
mentoring the employees in their teams. They are especially active in assessing, mentoring, teaching,
and training high potentials.

Measurement fuels continuous improvement
Nearly all Asia Pacific Top Companies measure the overall effectiveness of leadership in their
organisations, compared to 61% of other companies. While organisational performance is often used
as a measure by all companies, Asia Pacific Top Companies also use additional measures including:
ability to fill key positions (100% vs. 69%), ability to resource growth initiatives (100% vs. 79%),
and external recognition (77% vs. 57%).

In addition to these activity measures, Asia Pacific Top Companies also are more likely to monitor
broader outcomes. While the majority of all companies track the number of job openings filled from
the succession pool, Asia Pacific Top Companies are more likely to track the ability to fill key positions
(100% vs. 69%). Most companies track participant evaluations of leadership development learning
programs, but Asia Pacific Top Companies are more likely to evaluate changes in leaders’ behaviours
as a result of development processes (70% vs. 57%).

A differentiator between the Asia Pacific Top Companies and others is in the use of metrics for program
effectiveness. At one Top Company, an important aspect of their robust talent review process is that
the high potential list (which is reviewed every six months) is not static. “An individual may be dropped
from the list if his/her performance has not been good.” Another Top Company discussed how metrics
help reinforce the culture of the organisation. This company uses three measures to hold leaders
accountable for supporting their philosophy: leadership assessment, engagement surveys, and alignment
of leader behaviours to the corporate values

The use of metrics is not simply what differentiates the best from the rest; the impetus behind the
measures is what truly sets them apart. The Asia Pacific Top Companies are continually striving to
improve. Through the use of metrics, they can identify with more certainty where to place their bets.

Leadership reputation is a competitive advantage
Most of the Asia Pacific Top Companies believe that their organisation has a strong external reputation
for leadership in their industry and regions where they operate, compared to only about half of other
companies. Similarly, most Asia Pacific Top Companies are intentional in their efforts to build a
reputation for strong leadership, compared to two-thirds of other companies. Many participating
companies ranked “stronger leadership brand” among the top three things their organisation could
improve upon or change that would most help them attract the high quality leaders that they need.

Strong to very strong external reputation for leadership

Asia Pacific Judges Panel
Dato’ Dr. Michael O.K. Yeoh is Co-Founder and Chief Executive Officer of the Asian Strategy & Leadership
Institute and the World Islamic Economic Forum Foundation. He is also Co-Chairman of the ASEAN
Leadership Forum and Organizing Chairman of the Asia Economic Summit. In addition to writing and
co-authoring several books, Dr. Yeoh has addressed numerous international conferences including the
Asia Society New York, the China Development Institute, and The World Economic Forum.

Dexter Dunphy—See Global Judges Panel

General Ved Prakash Malik is a former Chief of the Indian Army and Chairman of the Joint Chiefs of
Staff. As Chief, he commanded an Army over a million strong. Currently, he is advisor to several
organisations in India on security issues, leadership development, and management, and serves on
several boards as an independent director.
James McGregor is the author of One Billion Customers: Lessons from the Front Lines of Doing Business
in China, a widely acclaimed best-seller. He started as a journalist focusing in China in 1985, and a
reporter on Capitol Hill in Washington D.C for Knight-Ridder Newspapers. From 1987 to 1993, he
served as The Wall Street Journal’s Taiwan Bureau Chief and The Wall Street Journal's China Bureau
Chief. James is currently a member of the National Committee on US-China Relations, a member of
the International Council of Asia Society, and serves on a variety of China-related advisory board.

Kathleen Slaughter has taught at the Richard Ivey School of Business, at the University of Western
Ontario, Canada since 1983 in the full-time MBA Program, the Executive MBA program and Ivey’s
executive programs worldwide. She is currently the Dean of Richard Ivey School of Business in Hong
Kong. Kathleen is the author of many cases and teaching materials for management communications
and leadership courses taught at both the undergraduate and graduate levels.

Arun Nigavekar is a well-known Physicist and renowned educationist with 40 years of experience.
His significant contributions include the internationalization of higher education. He was Chairman
and Vice Chairman of University Grants Commission India from 2000-2005. He was also a moving
force behind the Tenth Plan of the University Grants Commission, which focused on networking of
universities and internationalization of higher education. He is founder editor of Physics Educational
Journal, a journal of international recognition, and a permanent member and former Vice-Chairman
of Asian Physics Education Network.

Global Top Companies for Leaders 2007 Headquarters Country

1. General Electric Company United States
2. The Procter & Gamble Company United States
3. Nokia Inc. Finland
4. Hindustan Unilever Limited India
5. Capital One Financial Corporation United States
6. General Mills, Inc. United States
7. McKinsey & Company United States
8. IBM United States
9. BBVA Spain
10. Infosys Technologies Limited India
11. Inditex, S.A. Spain
12. Medtronic, Inc. United States
13. Eli Lilly and Company United States
14. McDonald’s Corporation United States
15. Whirlpool Corporation United States
16. Natura Cosmé'8eticos S.A. Brazil
17. GlaxoSmithKline United Kingdom
18. Australia and New Zealand Banking Group Limited Australia
19. ICICI Bank Limited  India
20. Wipro Limited India

Asia Pacific Top Companies understand the importance of their leadership reputation—or brand, in
attracting and retaining critical talent as well as clients. Our findings reveal that corporate social
responsibility is an emerging and important component of the leadership brand. Ninety percent of the
Asia Pacific Top Companies report that corporate social responsibility is a significant component of
their corporate brand, as well as their leadership brand (80%). This is not the case at the other
companies, where less than two thirds of the companies report that corporate social responsibility
is a core component of their corporate brand, and even fewer (46%) report that it is a significant
component of their leadership brand.
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Your organisation can become a great place for leaders. Equipped with the latest knowledge from the
Top Companies for Leaders research, our global team of experienced leadership consultants can help
you move forward no matter what your starting point. For more information on The RBL Group’s
leadership services, visit www.rbl.net or contact Norm Smallwood. For more information on Hewitt’s
leadership consulting services, please visit http://www.hewittasia.com or contact Indraneel Roy or
Pushp Deep Gupta.

Pushp Deep Gupta
Regional Lead, Top Companies for Leaders Study
+65 68727668
pushp.gupta@hewitt.com

Indraneel Roy
Global Practice Leader, Hewitt Leadership Consulting
+65 68727668
indraneel.roy@hewitt.com

Norm Smallwood
Leadership Practice Lead
The RBL Group
(801) 373-4239
nsmallwood@rbl.net

Not surprisingly, leadership development is given a much higher priority at the Global Top Companies
for Leaders. This is true historically, in the present, and in the anticipated future.

Question from the TCFL Study:
Leadership development is a high priority to senior management in your organisation

90% of the time or more Global Top Companies Global All Other Companies

Selecting leaders from within 85% 32%

Assessing leaders 75% 39%

Developing leaders 85% 37%

Rewarding leaders 70% 40%

Retaining leaders 80% 33%

High Priority Global Top Companies Global All Other Companies

In past 3-5 years 70% 21%

Currently 85% 45%

Anticipated in next 3-5 years 100% 69%

Time Spent at
Global Top Companies

Board of
Directors

CEO

10% or less 0% 0%

11%-20% 35% 15%

21%-30% 30% 25%

31%-40% 35% 35%

41%-50% 0% 20%

Senior
Management

0%

15%

30%

30%

15%

51% or more 0% 10% 5%

Time Spent at Global
All Other Companies

Board of
Directors

CEO

10% or less 52% 24%

11%-20% 27% 27%

21%-30% 11% 25%

31%-40% 6% 13%

41%-50% 3% 6%

Senior
Management

16%

31%

25%

17%

7%

51% or more 1% 5% 4%


