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Global Managers, Global Minds’

% Richard M. Steers?

Let me begin by posing a dilemma that lies at the heart of leadership and leadership training. It
involves globes and maps. Consider: If we view the world from the standpoint of a three-dimensional
spherical globe, itis easy to see the major relationships between the various regions of the world—Asia,
Africa, America—but very difficult to navigate within regions for lack of necessary detail. On the
other hand, if we view the world as a series of flat two-dimensional maps, it is easy to navigate within
a particular country or region, but very difficult to see the larger relationships between these coun-
tries or regions because our maps lack depth and perspective. Question: As we work to train the
managers of the future, which perspective should we adopt: large-scale but fuzzy pictures drawn in
broad strokes or small-scale but limited pictures drawn with precision? Which will turn out the best
managers? While maps may have been the preferred navigational system for managers of the past,
and while some argue (incorrectly, I believe) that a globe should be the navigational system of the
present or future, I believe the managers of the future will need both—and this is not an easy task.

The theme of this conference is the interrelationship between globalization, management, and
leadership.? My plan today is to talk about this from my own perspective. When I look at this topic, I
see a huge area for exploration and discussion. But I am only going to talk about a particular aspect
of this broad topic; namely, the issue of global management and leadership. I will argue that the pres-
sures for globalization now facing managers from all countries will create managers of tomorrow that
will be quite different from the managers of yesterday or even today.

Let us begin with a simple question: In this era of increased globalization, what is the new manage-
rial role, or is there a new managerial role? I have been privileged in the last several years to work
with a research team that includes members from Spain and Brazil. We have approached the issue of
management from multiple cultural perspectives and have found, perhaps not surprising, that culture
helps define management and, as such, working across cultures requires managers who are both
knowledgeable and flexible. My talk today is based on this work.This is my first opportunity to pres-
ent these ideas to a largely Japanese audience, and I am very honored to be able to do so.

Challenges of Globalization

I want to begin by talking about a “classic” book. In 1982, management consultants Tom Peters and
Robert Waterman published a book entitled In Search of Excellence. These two authors identified
what they considered to be the 45 most successful companies in the United States. They then at-
tempted to discover what was it about these companies that caused them to be more successful than
their competitors. They ended up focusing on three things: people, customers, and action. In other
words, the book concluded that the way companies were going to outperform their competition was
to have better employees, take better care of our customers, and be action-oriented in all things. This
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idea captured tremendous imagination in our country and to some extent around the world. Our
highly respected National Public Radio observed, “This is one of the top three business books of this
century.” Now, Americans tend to exaggerate and I presume you recognize this is an exaggeration
here, but nevertheless NPR is a respectable organization and they felt that it was a very important
book to read.

If we fast-forward to today, however, approximately a third of these companies no longer exist. Why
did so many of these excellent companies fail so rapidly? What was it? Was the methodology wrong;
were the researchers biased? What was it that these companies had in common that caused them to
implode so rapidly? The best thing I could come up with to explain this is if you look at the companies
in their survey that failed, they have one thing in common: They did not focus sufficiently on global-
ization, global markets, or global challenges. They focused on serving their local customers very
well. They did not look beyond the borders very well or very often. They did not look for global op-
portunities, they did not look for global customers and, as a result, as the world increasingly global-
ized they were left behind and faltered.

What can we conclude from this? Most people now recognize that there are all kinds of globaliza-
tion pressures, globalization pressures are getting more serious, and that they have affected the
economic and political landscape of most businesses. This is not new. What is new, in my opinion, or
at least is less recognized, is that as globalization pressures intensify, as they evolve, they are also
changing the social fabric of the way we do business. They are changing the psychological contracts,
the contracts we have between employees, and managers, and organizations. And so globalization
pressures are doing two things at least simultaneously: They are changing the economic and political
situation. But they are also changing the social landscape of businesses, the way people relate to one
another.

In this regard, consider three trends associated with globalization (see Exhibit 1). The first is that
we are moving increasingly from intermittent change to continuous change. What this means, basi-
cally, is that while everyone expected periodic major changes in the past, we are now in an environ-
ment where major changes happen almost every day. What we used to call revolutionary change is
now in reality evolutionary change. Simply put, there is simply more change—and often more radical
change—facing modern corporations.

Exhibit 1 The Changing Global Economy

Current global economy . . . Future global economy
From intermittent to continual change

Broad mixture of local, Greater emphasis on

national, and global mar- global markets, networks,

kets and organizations and organizations over

. . . local or national ones
From isolation to interconnectedness

From biculturalism to multiculturalism

The second trend is that we are moving from a time of isolation, or at least relative isolation, to a
period of greater interconnectedness between the peoples of the world. This has obviously been going
on for a long time, but what we are seeing today is a situation where relationships are more important
than they were in the past. We have to understand what our adversaries, our partners, and our pro-
spective partners are thinking and what they are doing at all times. I think we can see this change in
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Japanese society, where Japanese traditions are questioned on an almost daily basis.

And the third trend is that we are moving to a large extent from a world of biculturalism to mzulti-
culturalism. If we go back just a few years, when you were training a Japanese manager or an Ameri-
can manager or a French manager, the issue was how do you deal with that person on the other side
of the table. If we send a Japanese manager to New York, how does he or she deal with this American
guy? That is not the question any more. The question now is, how do we deal with multiple people on
the other side of the table who possibly are American or German or Chinese—pick your
country—because more things are done now in a global team or network fashion.

The former CEO of BMW recently observed that, “the world is not getting smaller; it is getting
faster.” I find this to be very interesting. We have heard for decades the world is getting smaller. Re-
alistically, however, we know the world is the same size it always has been. What is different is the
speed of everything. Everything is happening faster and faster. That is one problem. The second
problem is this. As Wharton's Robert House observes, “as economic borders come down, cultural
barriers will most likely go up and present new challenges and opportunities for business. When
cultures come in contact, they may converge in some aspects but their idiosyncrasies will likely am-
plify.” What that means is that as we increasingly work across borders, an understanding of cultural
differences will become increasingly important.

So, what we see here are two interrelated challenges. Speed becomes more important for success
in business and relationships become more important for success in business—speed and relation-
ships. Now, here is the challenge. How can managers build productive long-term, mutually beneficial
business relationships? How do you do this when change is constant and the speed of events is in-
creasing? So the problem a typical manager faces becomes more difficult because things happen
more quickly. How do you build partnerships when we live in a world of constant change? How do you
build mutual trust when you do not have time to build mutual trust? And that is the challenge we as
managers are faced with now. What we are seeing out there now is a lot of mistakes made because
things are moving too quickly and things are too complex.

Managerial Cognitions across Cultures

To address these challenges, perhaps a good place to begin is by asking a simple question: What is
management? Everybody has his or her own definition. What is interesting to me is whether people
think management is management is management; that is, do you think there is an essence of man-
agement that you can find consistently in Japan, Russia, China, and Peru (see Exhibit 2). Or do you
think that there are managements and that management in one country is significantly different or
potentially different from other countries. Most people would probably say they are somewhere in
between. But the question then is where they are on the continuum?

Exhibit 2 Global Trends in Management

Management is local Management is global

Greater heterogeneity: Multiple sets of acceptable | Greater homogeneity: One “global” management
management behaviors based on local or regional | style that applies to most local and regional situa-
cultures tions

Michael Cannon-Brookes, Vice President for IBM for the India-China region, recently observed,
“You get different thinking if you sit down in Shanghai, or Sao Paulo, or Dubai than you get in New
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York.” This introduces something I would like to talk about rather directly in the next few minutes
and that is the notion of thinking; managerial thinking, managerial cognition. Cannon-Brooks proba-
bly knows what he is talking about. He has had a long career in the global arena and what he is saying
is that people in Brazil, the people in Dubai, the people in China think differently. Yes, we are general-
izing and yes we have to recognize individual differences, but as a manager in a speedy environment,
in a rapid environment that is filled with change you do not have time for the niceties. You have to size
people up, negotiate, manage the exchange, etcetera. If your partners or your prospective partners
are approaching the problems very differently and if their cognitive processing, their thinking is very
different, you have a serious problem.

Let me give you an example here. An interesting study done several years ago looked at what man-
agers are supposed to do.? That is, what do people value in a manager across countries? What did
they find? In the U.S.,, drive, initiative, and achievement orientation were highly valued among manag-
ers. We want managers who are go-getters, who would get out there and get things done. We value
that a lot. And if we look at Japan, we see similar values. According to these findings, Japan also wants
managers that are go-getters, aggressive, and successful. However, if we look at Portugal or Greece,
according to this study, it is less important that our managers are highly aggressive or assertive; in
fact, managers in these two countries are expected to be low key and not generally have high expecta-
tions from their subordinates.

So to the extent we want generalize from just four countries, we can draw some crude conclusions
that the Americans really admire managers who have drive but they are less concerned if these man-
agers do not allow for participation. The Japanese want good managers to have drive and participa-
tion among supporters, and in Portugal or Greece we want less employee involvement. All these
findings are obviously crude, but they make an interesting point that is consistent with the observa-
tion of Cannon-Brookes. Managers often think and behave differently; different things are impor-
tant.

Let us stay in Japan for a while let me to talk about Japanese management—from a foreigner’s
perspective. Sony founder Akio Morita wrote extensively about management. “To motivate employ-
ees you have to bring them into the family and treat them like respected members of that family.” We
are going to build a team; everybody is going to participate; and everybody is empowered. This is
how we are going to motivate employees and get them involved. If we look at the leadership program
that is here at Rikkyo, it relies heavily on the same principle: Let’s get people involved. Let’s not criti-
cize them upfront. Let’s get everybody’s minds working.

By contrast, if we look at work motivation in Russia, we get a very different take. According to one
Russian scholar, “We need the fork on employees’ necks in Russia, not all those nice words and baby
techniques.” Now, this is one person’s opinion and I am sure there is lots of divergency around this
opinion, but it is radically different than Morita’s opinion. One is saying let us bring people into the
family (an organization is a family). The other is let us put the “fork on employees’ neck.”

Now, compare Japan and the U.S. I have a friend who spent his career at Panasonic (formerly Ma-
tsushita) , Atsushi Kagayama. He has managed both Japanese and Americans and observed, “Getting
Americans and Japanese to work together was like mixing hamburger with sushi.” I think that is an
interesting metaphor. We all know what a hamburger is and we all know what sushi is. Can you imag-
ine putting those two things together? I do not know about you, but I would not want to eat it. Still, it
is an interesting metaphor because, again, it illustrates differences and the fact that at times
things—and people—don’t readily mix together.

In every culture I have experienced, I have found people sitting around saying, look at those crazy
Americans, look at those crazy French, look at those crazy Brazilians, etc. This is sometimes humor-
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ous, sometimes dangerous or humiliating. But nonetheless, that is not the question. The question
ought to be, not how people are different, but why they are different? What is behind in their unique
behavior? To answer this, we need to understand more about the cognitive processes underlying
management processes (Exhibit 3). All of us have cultural backgrounds that are somewhat unique.
We all come from different families; we come from different countries; we come from different cul-
tures within those countries. And so what happens to all of us is because of who we are as individuals,
the environment in which we are raised, and the work situation in which we find ourselves. As a re-
sult, our perceptual processes, cognitive evaluations (how we make sense out of what we see), cognitive
consistencies and dissonances and, in fact, behavioral intentions can all be different—at least to a
degree. These, in turn, can affect our subsequent attitudes and behaviors. If this is correct, an impor-
tant key to understanding managers working in different countries must begin with attempts to un-
derstand their backgrounds.

Exhibit 3 Culture, Cognition, and Managerial Behavior

Cultural
environment

- Individuals: Who we
are.

- Environment: How
and where we live.

- Work norms and
values: What we
believe in; what is
important; what is
acceptable thought
and action; when and
how to approach
others; when and how
to communicate.

Example: Managers
and employees
working in a
collectivistic society.

Cognitive processes

- Perceptual selection: Choosing
what see or not see.

- Cognitive evaluation: Organizing
and evaluating what is seen (e.g.,
good vs. bad, important vs.
unimportant).

- Cognitive consistency or
dissonance: Accepting perceived
equity or rationalizing or acting
upon perceived inequities

- Behavioral intentions: Determining
how to respond or what to do.

Example: Identifying and
interpreting people and events
based on collectivistic assumptions
(e.g., group is ultimate source of
security; group more important than
individuals; openness within group;
mutual respect and seniority) .

Managerial action

- Attitudes: Likes and
dislikes; personal
preferences.

- Behaviors: Patterns of
behavior; personal and
group obligations and
opportunities;
interpersonal relations;
communication styles.

Example: Collabortive
behavior; open
communications; high
trust among members;
us-vs.-them mentality;
deference to superiors;
promotion by
seniority—all of which
reinforce the norms and
values of a collectivistic

society.

Reinforcement or possible revisions of cultural beliefs and
assumptions, cognitive processes, attitudes, and behaviors.

Developing Global Management Competencies

So, if it is true that in at least some ways we all think a bit differently from one another, how do we
get our managers in the future to do a better job of working across these cultural differences? How
do we get them to build more productive relationships across borders?

The first thing we need to do, and I feel embarrassed putting this here because it is so obvious, is
to develop global management sKills, or multicultural competencies, in our people to complement their
general managerial skills, like planning and control. And how do we do this? By focused managerial
development. Specifically, I suggest a ten-part strategy for enhancing global managerial skills:
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Develop a leaning strategy to guide both short and long-term professional development as a global
manager. Planning is a cornerstone of effective management, and perhaps nowhere is this more
important than with regard to professional development. Global managers are made, not born,
and success in the field requires a lifelong perspective on learning and development. (We sug-
gest one learning strategy in our book, but there are many others.)

Develop a basic knowledge of how different cultures work, what makes them unique, and how
managers can work successfully across such environments. If culture and cultural differences can
play an important role in managerial success in the global arena, it is logical to develop a greater
understanding of how cultures differ and how they influence attitudes and behaviors across the
globe.

Develop effective strategies for working with managers from other cultures who may process infor-
mation differently and view their roles and responsibilities in unfamiliar ways. Understanding
managerial roles and patterns of behavior as they vary across cultures can provide managers
with valuable information on how and when to act.

Develop an understanding of the competing interests and demands of various stakeholders in an
organization, as well as the organizational processes necessary for achieving targeted outcomes.
Most organization consists of several, and often conflicting, stakeholders, including investors,
employees, customers, strategic partners, and governments. It is management’s responsibility
to balance these competing interests and build and operate an organization that best meets these
divergent goals. Clearly, this is no easy task, and it is made all the more difficult when we add a
cross-cultural component.

Develop an understanding of how business enterprise can be organized differently across cultures,
as well as the implications of these differences for management, cooperation, and competition. Man-
agers typically have a pretty good idea of how organizations in their local cultures operate. They
understand where power and authority usually reside, as well as the key interrelationships with-
in the organization that must work together to achieve success. What experienced global manag-
ers also understand, however, is how organization design can differ around the world, and how
such differences can influence this success.

Develop effective cross-cultural communication skills. It is often said that communication is the
glue that holds organizations and inter-organizational relationships together. It is also said that
perceptions and patterns of what is being said is in the eye of the beholder.

Develop an understanding of leadership processes across cultures, and how managers can work
with others to achieve synergistic outcomes. People often confuse leadership with management,
perhaps because of their own culture-based views of what leaders should look like and how they
should behave. The key to understanding this topic is recognizing the different meanings of
leadership around the world. In point of fact, different cultures place different demands and ex-
pectations on their leaders. Thai leaders, for example, often behave very differently than their
Australian or Russian counterparts. Moreover, if leaders work through others to achieve results,
how are these “others” organized and how can leaders best work with them? A key problem in
working across borders lies in understanding how teams consisting of people from different re-
gions of the world work and how leaders can either support or confront team dynamics and ef-
fectiveness.

Develop a knowledge of how cultural differences can influence the nature and scope of employee
motivation, as well as what global managers might do to enhance on-the-job participation and per-
formance. Managers be definition routinely find themselves responsible for supervising the
work of others. In this regard, experienced managers understand that assuming that everyone
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is motivated by the same incentives and rewards can be shortsighted and a reasonably good
recipe for failure. This is one of the principal challenges of managing in the world of work. If this
is true for employees in one company or one location, imagine what can happen when supervi-
sory responsibilities cross borders.

9. Develop effective negotiating skills and an ability to use these skills to build and sustain global
partnerships. If anything best characterizes the new global economy, it is the proliferation of in-
ternational strategic alliances and joint ventures. Working with global partners is often a require-
ment for market entry, labor force management, shared costs, venture financing, and so forth.
As a result, one of the key challenges facing global managers is, first, how to negotiate with oth-
ers to create usually beneficial partnerships and, second, how to successfully build and manage
such partnerships for the long term. Hence, the fundamental challenge here is seeking common
cause.

10. Develop an understanding of how ethical and legal conflicts relate to managerial and organiza-
tional effectiveness, as well as how managers can work and manage in an ethical, fair, and socially
responsible manner. Outside observers frequently remind managers of their ethical and social
responsibilities. However, most of these critics have never walked in a manager’s shoes. The is-
sue here is not ethical behavior or social responsibility; this is an obvious goal. Instead, the issue
is understanding what is “ethical” or “legal,” and then navigating through a minefield of contra-
dictions and pressures to achieve these goals. This pursuit is made even the more difficult when
we recognize that one person’s ethics may not coincide with another’s. Simply put, ethics often
exists in the eye of the beholder. Who gets to choose what is ethical, legal, or socially responsi-
ble? Who gets to choose the rules of the game? In point of fact, many of these types of conflict
exist in a state of pressures and counter-pressures, and the manager on the scene—not back in
corporate headquarters—often finds himself or herself on the hot seat.

In short, my argument is that if we are talking about training managers, yes they have to know how
to plan and control, and yes they need to understand strategic planning, etc. They need to understand
HR realm. They need to understand marketing. However, they also need to have the kinds of manage-
ment competencies that we are discussing here; they need to have this ingrained in them so that the
two come together: management competencies and multicultural competencies. In short, we need to
incorporate more international curriculum into management studies in both your country and mine.
From what I have learned today, however, it appears that your leadership centers here at Rikkyo
University are actually doing just that, and I applaud this endeavor.

So in closing, I want to leave you with one final thought. Eric Hoffer was a moral philosopher who
once observed, wisely I think, that “in times of drastic change it is the learners who will inherit the
future. The learned have prepared themselves for a time that no longer exists.” What Hoffer is saying
is very simple. In our educational programs, including our universities, we tend to train people to get
out there and succeed, but we typically train them based on the last year’s technology and last year’s
ideas. What we need is to train people who are not so much learned as learners—people who are
constantly curious, constantly trying to add information and experience. These people are always on
the run. In my view, this is both the consequence and the challenge of globalization, and this is the
environment you are going to face. In this endeavor, if you are learned but not a learner, you are going
to fail. Achieving this is clearly one of the greatest challenges facing both managers and contempo-
rary business education today. Thank you.

10



Rikkyo Business Review, No.3 (2010) 4-19

Notes—————

1 This is an updated version of a keynote address originally delivered at the Second International Business Studies
Symposium, Rikkyo University, June 12, 2009. The author wishes to express his sincere gratitude for the warmth and
hospitality shown to him by the faculty and students of Rikkyo University, the College of Business, and the Business
Leadership and Bilingual Business Leadership Programs.

2 Richard M. Steers is a professor of organization and management in the Charles H. Lundquist College of Business
at the University of Oregon, USA. He is a former president of the Academy of Management, Senior Editor of the
Journal of World Business, and Editor of the Cambridge Handbook of Culture, Organizations, and Work.

3 It is interesting to me as a foreigner to see what Rikkyo and the College of Business are doing in the area of
leadership. At my home university, we have a leadership program too, but yours is much more advanced, much more
dynamic, and probably much more useful. So, I would certainly applaud your university and business school for what
they are doing in developing the art of leadership.

4 Richard M. Steers, Carlos Sanchez-Runde, and Luciara Nardon, Management Across Cultures: Challenges and
Strategies, Cambridge University Press, 2010.

5 C. Hampden-Turner and E Trompenaars, The Seven Cultures of Capitalism, New York: Doubleday, 1993.

JgO—Nb - vx =T vy =& 0O0—/NLEE

VFx—F M. ZA54T7—X7
@R AN ®

F9, V=T u TR =Sy THRICHDZEFICEE LY L UICOVWTEHE I
TR E T T, MEREEHMRABRLTET T, EXTATL SV, 3R BEREZ &
FICEWTHREZZZ L, 777700, TA)AE 0o R o& s o 32 2 PG
BIRICOWVTIRET 2 DIEAESHTT. LA L, FHIBOFMERI 2 WO T, Thzlaisi
WRNTRBEIT S LD CHEETT, i, 20X oEEKRE LTRE R &, §
EDEPLHIZO P TOBENIIMEAHTT, LrL, HMEOLEICE, EIPHEITXDIFAEL W
720, LDIEVWEKRTINS O % LSO IR EZ RS 2 2 L3O THREEE 2D $5,
CZTHEMTY, koA —Y vy —0FRICWYMEIZHz), ELLoBNEHEHTRE %R
DTLEI D MHZIZREVL DD, KEPLEBTHINTZ 7 7 V—HHED & 5 LT
Lrodh, Zhtd, BEIINSWDOORES N2#iPH %2 EM ISR O X 95 28T
LiIohe EHELPENLT A=Y v —ZEANTOTL L) Do BEZBV IO FH~
A=V X - ELTHEELWEEZONL—FHT, BERIFROFE L L CdBkED 728
HMLTWw2, L358A (ZOBREIMESTWEEEVWETD) HD T, BAZEN
i, RO A=Yy =12 B LETHL, LEZTVET, bbAHA, THEMHELS
ETEHY A,

COVURITATOTF—IE, FU—ULEEF TR, ) —=F =Ty TOMOME M
BzowTTT?, AU, REFOBE,D ZOHICOVTBFHT L2 0 TT. SOy
bl & R BRI RESEPIEAL b ERWFE L, 2L, ZORIENE Y 2
O THHEOME, 2F), ZO—NLVAREIATI AL MY =F =y TOMEICK > TR
L3520 TT. AOBRELAVOIE, BifE, HRKEOS A=Y v =370 — LIy

11



Richard M. Steers: Global Managers, Global Minds

12

7Ly Yy —ICHELTEBY, TOTLy v x—OFEICE-T, BROTA—TVry—Iid, #
FRBIEDYA—T v —EIIREL B obDERDEDLD, L) ETT,

T, HMAEMEZ ST TWREE T, 70— UMED T L TV AIESIZBWT, HiLw
RA=—TV X —OHHERFEDL ) BRDIDOTLI I T2, LA =V r—OHEHRL LD
BT HDOTL &9 de ADYE, WA I &I, MEHUEMICOIZoTARSL YR TT VN
MDA N=T ETRBREINBIET —2ICFE L TBY L. 23U REELO A Y
AV FORMBIZH) A, TORE, (ZNEEEBIREIETEDD TEAN) LITL-T
RATAY MO AL ENDL 20, ALORZ 2 TIHE T 5 13 & FMMEICE AL
TR =YX —=AROLENT VB ERMSNERD T L7z AHOBEOWEIZ, ZOW%EF —
LAOBRABE 270 TT HAOKBOBESAOHTINL ) RFEIZOVWTBHET 20
BASHRNDTORKITHY, ZOLILiixTELILERELRKIZE VT T,

JaO—/NIEDRRE

RN, [did] L ¥ N2 HHFEICOVTEBIILE T, 198241, b= R - E—¥—Xtu
N b o T3 =7 EWIREI VIV T U MCEoT [V Y - v/ ——E
BA¥EOLME] CHETLEENIITINT Lz, 202 A0EFIE, KETRD KE 2% I
DI FZEZONTVEABHERFELTVWET, TOLT, FANVMRELHKLT, IhbD
BRI Z D2 ERHZ WS L L) L LTwEd, m&mIIc, AM, %, THheév) 3
BERICEHLTWET, 2F ), ZOBETIE, SANVEEID LENRLERZ LT 5200
HEEIE, HOBAAMEMHRL, BEISEFLTEISHIET 2L &I, FHONEEMbI1T
RIS ) S & TH D, LIERITOLNTVEDTY., T0E2)IE, EPEIZBVT
KEZBLEITFY, AL THH2REMLEED T L, BPETEA LT a TV - T
Vw27« 5YF (NPR) TiE, [FIRTrYy 73ICAZEY R A#] LFERE L TAY
HNEVH) BOEFYFEERIFSIIEHIMEAIH ), FEADBIOHIHRTHL EEZ TV D)
bLhFtA. L2L, NPRIZEBTEDBALREDOLNTWLHEETH Y, Z D NPR A DT
BELGOREHEETHLLEFLTEDTY,

ZFO—HT, —RERFICHBAEDRREZ RS E, TRODOREDI BRI TD 1L IFRHFIEL
TVERA, TOLIIENLBEOLLPREIDO L) ICEAHEHFHELTLE-7DTL LY
o EIVITELRDTL X I HEmAHo TWzkol, FEHEORMBIFEY ATV 20
TLEID SNOHLORFEICEBLTHONLZHRT, ZOXH) WM THFELTLE -2
WEFMM7Zo072DTLE I Do SO EEHHAT LB O CROBFHBNIODZERIH Y
Fo TN, HETWY LIPS0 L, il IrxRTAab e, @M E LTF
POLEDR 5> TL BERTY, 2, Bk L TLE 723, Zu— vk, Zu—viili
Y, ZU—NVRBEE o 2RI SICE R L Tn oz, W EHY ET, s
DRETIE, ENOEFICT 29— RHMO TEHINTVE Lz, 7272, EEEomz )i
X, IR TWERDP572DTY, ZO—NVAEEIARAF X YAICHZATTCELHY, Fa—n
VBB THEICOWTEATOVWIRATLL, ZOME, HHED 7 a— Lo TS
T, WHERENTITEEET > TV oD TY,

ZOZENDS, EDOX) aREmEPEEEELIOTLEIH HOWAHEO T — LD T
Ly Yy —PHEELTVWEIER, Z7O0—NUEDT Ly ¥ vy —DREDOELEVEHELTWE I &,
T/, KFOE IR ZADOREN - BUAKIRNAZOEEZZITT0w5hH I LIZonTIE, 4T,
KPEODADPE#HELTET, TEHLVIRRETIE RO TT, BILEBRRLE, ZhFETL
BTz, PHREDELBREIN T L5720 FT501F, Fua—rIUEkOo7T Ly ¥ v —
PHEINC 2 BI20N, YA IV AL bOR) ERIMEENEHROLZMLLTVDLLE VI HTT, 7



Rikkyo Business Review, No.3 (2010) 4-19

0= ULDIETIZ L T, LEWER, 2%V, EEH A=Y v —, HROMOLH %
BB AZLL TR BEDTY, 70— \UED T Ly ¥ v —5id, A% & HRFIRNDZE
e BUARIROZELE VW) 2 OEHAZE L TWET, LAL, FRZFTRL, ©%ERKS
HRBREER A4 OMHEROTED HIZHZLE D725 L TWEDTY,

CORICELT, Zua—UbictE) SHEEOEIMICOWTEZTAT L LY (KE D, H1
2, Wit R ZAb A SHMA R WELNEE DS TETWET, 202 i, o TIEIMIC
KEBEADHRI B EE 2 5NTWzAs, BAETIE, (ZIFHEHO LI ITKE RELAFET HIR

WIZHD, LV TEEZFHRLTVET, POTEMGULREILEFIZN TV DI, BETIE,

BIEZICHEWELICBE R o TV Ed, HICERIE, SHOMEL, R4 LRI 2L
HHLTWA2DTT, Lad, Z0)Hb0no0E, DA RDOLDOTT,

HE 1 #HRFEFOZE

REOURER R 1 2 W HROWRER
IO, - B, P BB TS A 5 b
o - Mk, RO D7 - LA
i - BRAIE CAEL T = MO - kv b7 =2 -
e S IR H#LE D b T X2

AP S 2 SUALHEAE

2FH oM@, IOroRR, A7k < & MBI L2IRER S, RO A+ oA %
MR BRBRAANEBILL TG, EWVIETT, 2O LD, RO #EITFLTNS
ZEEMISATTY, BUEE, BMEICHRTHROEZEEIE L CW2RRICH Y FT, T4/
W, KR, S LAIERFICRD I B N2HD, MEEZ, EOL)RITHI%2 Lo TVLONIID
WT, IR L THB2 2R ) %A, 20X) BZ{LIRHAOHATHROENS &
9, LI DY, ORMNARERE VD DO, FFEAO L) IEBHISA TV LIRS S
25 TT,

3HFHOMIME, ZXALERENSE AL ERANEKELEMLTVDE L W) HTT, bTrk
ERTCIE, BRAY A=V Y —OFKTD, TAVAIAIF =V Y —OFRTY, &%z 7
FUANR A=V —DBFRICBVTH, MEE 2> TWA0E, REHTFICED L) ITHET
MEE v, LWwIHIETLE, 2F ), HRARERA =V v =2 -3 =27 ITo 8010, &
DEICLTTAYANCHLT 27, LI HTT, LaL, T0LH) R, HIERHE
TR BS>TVET, ZU— NN %F =242y bT—=ZI12X > THInT 2F WAL T 5
e, 4, MELEL->TVWEDE, ZHELEWHFICEDIIICLTHRL TV LD, EWvH i
TTo CORWHFIX, TAVAIATHE20bLzwl, FAY A Likwl, HEAHR
LNV TT,

WRIEDFETTA, THRIZNEIL o TwBEDTIREL, #LoTWADE] £ BMW Dl
CEO 2SFF LT E L7zo COMBIIMD THEREV EBVE T, RIS EsTRD L
I, MTHEICS Do THICLTEAEETY, LarL, B, HRoR&3EIhFET
ERIUHA X THDEILEDDPo>TVET, BoTWEDE, WHOAE-FLDOTT., HHW
LHZEDAE—=FPHEL BoTVET, INAFTHEE L) T3, 2FHOMEE LTI, &
DHEBBITONT T, Thbh, RYIARZTREY +— b VREREREOTN— =1y 2
AT HEBY, TRFNAREEDN 2L % bI2oN, LW R 2 5 A E L, 0%
WKLo THLOWHERSE VA X F v Y AT TwE T, UL EM L2 &, HoEE

13



Richard M. Steers: Global Managers, Global Minds

14

FIOR L T b LRARWA, Zo4EREIEIES 2 TiRENEV] 0T, 2%, EEE
BB THEETLILIWMATNDE D, MOEREMBT LIV ETETERICLL L
BbhFd,

ZIT, BTl 50 MECHFELZ2HEEORETT, EVARTHRIZIRD 51213,
A= FOBERFEEIBLTBY, FLHMEEROEEMHIHMLCVET, 2F ), AU—-FEM
HBEFBTT, SCIKMERHY T, vA—Yr—id, E0X)cThuE, RN TAERER, 2
OHEIWAEZEONIMEFLOMBREMETELIOTLL ) Do WEAL S, B
FTRALYFOAE - FPHL Lo T0EHEE, LOXHIILETH. e L HRFEIEL S A
E— P2 o TWA 720, BEEZ< A=Y v =3 L TWAEENE, F3ETWiED
EAEWEELTWAEDTT, HEAKS726, MATEMPEETVAHAT, LOLHIILT
MBI EBEL T T2, T2, HEBEHMREZHBETE 2 L2TOBMI 2GS, L0 k)i
LCHEREBREMELE T, CNIEY, SHOYA =YY —DHE L TV 28%E DT
Fo TIWRATL2DF, BOEPEELHEL TS, L) LT, 2ERL, WHoX
E—F2EHENICHEL, T2, HFVICOHMICE>TVEHETT,

MR G v 2 — 2 v — B

CD L) HRHEBICHIET 2 BT, FTTHROTIREIILE, [ATRA ¥ M EIdTH]
EVIHHHMRI AT RIT)IZETH A LBRVWET, AENZFh, B YVDERVDHY T3,
B o THBREV DL, AADBEZTVDLIATIRAYPEVIDLOP, YAV AV M THLD
PERPEVIHE, bbb, BA w7, PE, A= iZHEL THLNLETI AT X Y b
DIy VADPFET HEEZ L0 (ME2%22R), Thtd, <AV XV MIEHEHHEOD
DOPFAELTEY, HBZEOIA YA Y MIMBEODDEREL RLE>TWE (F721F, Rixo
HDICR BN DH D) EEZLDOP, L) IETT, REODADEZIZ, ZOHHTH
LLBVET, 7272 MELLZ0E, ZOHRBOLIIINETLZ00, L) ETT,

RE 2 vxI A2 MIBTBIO0-/NIVER

<AV AV MO FiEa = RATAYPOEY FEra—5
RS KEL 5 1 ZNZNOBHR HIEO LIS | YK E L %5 0 BB HUIEO KT — L T
SLEAD< AT A v MTE) LMo [ZFu—nN)V] AT A b AF LN

IBM TA ¥ F - MEMISZHYET <A 7V - v ) v =Ty 7 ZAEIFEE, &, [ L
Ry a, FALITTIE, =2a—F—7TOEXHEELR 30155 ] LikRTnE
To SO LIE, IRPEBFHLL) E LTV AFMEHEWNIZORN > TVET, 2O L L
X, EXHOWME, %), IATVAVIDOER), IATVAVIOE#ROZILTT, Fv/
v =T Ny 7 ARIREOYE, BHAORSEOERE L bhroTwd LBnEd, AR,
FEOWHRNChZ )R %2 F0 ) THFEZ L TEBY, ZORSOBEIEX, 79 IVDOALE R
NWADN%A, ZLTHEDOAL LDORTIE, TNEFNEZHIPRL-TVWE, L) T ETT,
—IELTE->TWHDTHY, Mr0EEAZEBELETMELRLEW, EWwH)TETT, Ll
AE =T BB, OF D AMICHEARZRMBRBERICE N A - Yy — L LT, MiA
BT B FOMME RO T, ZRTH, A4OWEZRBEOT, KEEiTo720), K%
o720 LTwhRidhdh ) A, BENS— 1 F—2%5T0nb AR — M F—I2% 5T HE
DD o NOBER O T D3R > T2 aRe, Biko7ut R, DFNEZHHFRECHE
o TWRLEIE, EHEMEZZ LR FT,

BIZZEFCAHAEL & 9o BUERIS, A=V r—13MMETRED, L) B LT, BBk



Rikkyo Business Review, No.3 (2010) 4-19

VBT PNE LS EICE 5T, YA =Yy — Ik o THPEETHLDOH, Lozl
WCEWEHLENEIDPZHLPIIZLE) ELEZDOTT, EOL) LFMPHHLDTL &9 D%
KRETIE, A=Yy —OMTELFHEES N TW oI, E6 58, BERRROBETL
KEDOHEICIE, HOTHTHHATREZADRKD LN TVEDOTY, D X) LT, w<
S hET, T2, HAORRZRZE, MU L) 2fifli@iz RTehEd. TS OHER
FIZENE, HRIZBWTYH, MBHTHSTHTLHEATR AT ZNDTVET L —
TV —=DELFHESNAEDTT, LA L, SORBIZLIUE, BV ETVRLT) 27 OEAEITE,
RA—T X =B TH-7), BHOOWHELRZEEZF>TW)T5Z L 3ZENIFLEHEET
3H) FdA, EBIZ, TO2HETIE, A=Y r—& EXHTHALIEDNZEITNTED,

BEL CHT2HIERE Ll zHFEeoNTERA

4 HEZTORBE»OREDPLRIEEREE) &, TAVIADOHTHEINLDIE, READ0H
LHIX—TV X =TT, 7272L, TAVHIAEF, A= ¥ =ZIMNEHTHE D POV TI,
HEVMLERFETEA. HRADNLL Y A=Yy =13, 250D > THHHEOSNEBD D
A=V X —ThY, FVEFLRE) 7 TIE, HEHOEGIIZFNIEFEEILnEShTY
FHA. TOL) BMEBRE WOLICKELLDOTTY, T/ v=7Vy 7 AEHED
R ol T B CRBEVESEP T LR TE T T, v A=V vy —ORERLTEIIEIIC X -
TRLZH->TWVD, L) LTT, ZLT, B TVRAFMIEELOTT,

22T, HROI ATV AV MIOWTBHHELTAFZLL ). bBEAA, TNEIIEANOH D
LRZBHETYT, V=—0RIEZETH 2 EHIBRIKIE, ATV XY MIDWTWANS ER(ITH
WTWET, [AIRDRAERI LI, ozl v [RKik] ORI &AR, 20
RO SN —HELTHR) 2L THDH] LlBRTVWET, F—2%MWkTsL %, AN
ZMLCEBIHERIS520NFE T, SOLIICLTRERDRIAZRI LBMEETVLD
TYo SOVEKRFIIBTB)—F =Yo7 - 7ar75020TH, AOBNEHL, HIRL
CHHE L2, 2BORRLZHAT, &) FUEHFEINIKRE CKRLTWET,

WIS, B3y 7IicBFAT—2 - EFR—3 3 VIZOWTRTADLE, REPKRELEL o
TWET, DTV TORZICINL, [0V 7 TRELZDIE, HOSERLTHZHLT L%
Fr oy 2 TlEARL, REBOYUICEENTHT+—2 ] 2% T, 2hid, —MAD R
HET, CORMEIZELZLLDIEL DD ERVETH, BHROZEREEIMZ%)E2 T
T3, —~HTE RiELELTZFARLY GEERKR) v, 9L, [HEER0EIC
Tr—7] BEELTEDTY,

ST, HRERELEZRBLTAZ L LI AOKAIL, NFv=v 7 (L OR NERE
) KB LTCWEATYY - Ty EWIADBET, Hid, HRAET A1) 7 AOW ) % i
TlHFFo722 DBy, [T AV DAL HAAE G S S5 2 Lid, Ny N—F =k
EREDL L) LIORE] LARRTVWE L, BIRBEVWHIRTHZ LBVWET, NN =L
DEILLDTHEPRIZLEBDH->TEY, HFRVPLEDIH) 00 dHM->TwET, Th
L2200bDEREEDLELLHATIEBTEET T, WEABEIEZEZL2hb2) TEAD, A
BHARZVWEREDZVWTLE ) ZRTH, EREVWAIZTT, LWwIDd, #EWHFHE T
Slmz, WELT, FCIRERBEDVAEDLEVHNISH L (F7E AL 5E) L) FgEn
FIRENTVENSTT,

AN ETRIL 72T XRTOALIZBNT, HEDOADY, HO7 LA I—%T2)H A&
AEed, 2VATV=BTITVANERRA, &b, Z2VATV=BTIIVNARRA, RELFH
DERTEE L2, THIE, B LTa—E5 252 bdbNE, Gz r—X, 7213, 5k
LTwar—2bH 0T, TRCH22bET, COZLIEMETIEH ) TTA, MEE TR
ERDIE, ANADBEDLHITESTWDLDN, L W) HTIERL, REESTVWLON, T2,
MEEOTE 2 T2 RIIZED L S RERDBH L DH, L) T, TNITEZHITE, <%
VAV D - TOLRAOEBECHLBM T O L AW THFEED LLENH Y T3 (KK 3).

15



Richard M. Steers: Global Managers, Global Minds

16

A7-bEHIC, ENEFEOENERE VI DOBH Y T, TNENRKEPELR->TBY
MYESHRE->TEY, HUENTHHAOLIELTVWET, £LT, BEELLZ L,
FAMEDE I B AMTH LD, Eh, TNENDNE - 2RER, BOANRGEREICL ST
EH)DTT, ZTORR, A2boMmE ot A, BMWTE (L-3ME2 0L ) ICHET 50
), REOWHA - AHFANINZ, EBFEE LT, FTHOEEIE, $RTELZ-TL S WHgEM
WHDFEFT, A%l Ld, ZOBRERIESTLALEZONT T, 2070, BERTHICLE
BRRSRENERH S DT, TNFIELWVETIE, Hx RETHRDIOH LA -V v —L&
LT 20 ER L2501, T, TOEREFIELLY L LATNEARLRY, nw)Z
ET9,

H* 3 X1k, B#H, vER—T v —DITH

XALRIIREE

B N R E G LA
D

SR LITEDL
IWCEFELTVDED
75‘

- ALF L oHEE - i
Bl:EzELTw2
D, A EER O
» EDE)BERT
RITHBROLND
DOh, AV, &
DEHITHET I
WwOR, WO, FOX
LTI =
r—varyhiFn
N2

[ I SRR
T~ —Y v —
LhEEH

7Ot

- HEM AR W2 sk B
ABwnwZk

- SRR EEG ¢ B R 7N A R
ISR TR 2 (B @ D
KW, EELZOPEETREVON
DH )

- RHO WA - AR H TR
SPERIREE AR 2 ANS A, HICH
ATARPERZ MBI Lo CHL
3 20 ATE 2RI §

- ATE O B LT R ATHN
HaHrs %

B R e A DT
N ik 3 2 048 LIRS 2
(Bl = LR 8 KD FE MO 5T
H5H, ERNIEA LD b EE, EH
WNERC OB, A EAS I & D)
FE41)

7% =Y ¥ — O

- B AR E B, A
1) 2 e

SATE) ATE Y — v,
A - E L TR
etk WABIR, =
a2 —varviR¥
AW

B - BEFATEY, A —T
BIAIa=r—vav,
AYN—HEMTOR
JERAEHE, [vFlely
b o, EENCxd
BHCE, X B A
i (WYL ¥ TS
FTARTHEME RN
O BLHE R Al it 18 % s AL
TR D B

SALICARZE L7234, Mg, Bk 7 o b A, RBHE, A7 Bh & b £ 72134 5 5

TJO—NIVERZR AL MNENEBRT 3

KT, New) b, il tddbsiEER, WMOELTECDED L, L) I EPFHE
ThsreTE, 0L B BERZ-Z TS E LTV BT, BRovr—Yr—13,
EDLIRDTE) LEDNHLDOTLE )Mo T2, EDOXIITIUL, ThETLY BAEFEW
HRRE, ENABRZ THETLIEDTELDOTL &) H,

TADPRMITREZLE, HEVICDHWADOILHZDOTIITE) DDA FNTE T8, &
O— NV v AT Ay Mg, ZXLICHIETE DN ABRL T, REVERLI Y bE—)LD
IR AT ALY MRHERSETHEVI L TT, EDXHIZTHEVVDTL &9
Mo A=V X —OFREREMTLOTT, FO0— VAR HR YA Y MNEDEMILT S ETLE
&% 10 OikIEE, BARISRASE TV 72& F T,

1 FEHBMERELT, Zo— Vi i—Yr—L LTEUN - B2 7 oERofst

L35, REEIL RN AT A P EED T LTEREELRL3DTHY, T



6.

Rikkyo Business Review, No.3 (2010) 4-19

DEFERICHL TS A, SNLVDEELDOEDHY FEA. ZU—NV - T x =TV r—L
W) bDIE, HARICEINLZHDOTIERL, HRENLDOTHY, EREOBYTHRIT S
121, FERLERICH L CEEICOZ 28U LI R T3, (BIEFERMALZEROET,
FEWMED—FHRRLTHE T, THUSHNILZHORY) b ) £9).

WD ERED X ) ITHRET A2 DH, ED L) LENIULEZhZEh R ko7 L
T200h, TDXILBREEEZBI T A=Yy =) ILPHFL2ERCIED I I ITTHIE
TVod, ZOVWTORBNFEZRESED, Z70— "V RBFHTY AV X Y P2RI S
572012, LR LR AR P EE R EHZHE U5 L 3L, IHRh e o L IcR
LBO%, Fiz, ALHTEBERITEIC LD L) HBREBREOD, Loz miilow THRE
RFEODHZEIFHISE S TV E T,

R XEMBDOT R =V x —LHBETE LX) ICTIMBEEZRET S0 BELS,
o= A—Y ¥ —0WG, REZHETHRERMLZY, 2 —J v —ORFLHBED
BRI 5> T TERESDEHSTT. LI > TRRLZ A=V ¥ — D%
RITEINY — Y ZHRT LI ENRTENR, EDXHIZLT, wWoFEIthidi oy, &
Vo 72OV THRRERERONLZ IR 5,

HREOMA R AT — 7 BN T —DRIERFRDLED X 5 ITHA LTS5 D000 T HF
ERODHELBIZ, HELTHERZEKT S LTORELE ZIHEO T 21T THH
RERDD, KPOMMIE, BER, EER, BE, WEOIREEE BUF R oo A
T RN —THREINTEY, ZOMRIHEEGELTVEr—A»L4HYET, Ihb
DOMEFESBDONT ¥ A Z2HEHRL, ShoOA 2 HEZ ) T EHLTW LB THERD

REEE - BB AT 2 L1E, A=V Y —OHETT, HOMII, THIMHEARZ LTIk,

R ZERIMb B &, oz ) WEcR ) $9,

XALAGES &, LD XD ICREMENRLDL0H, Loz illOoWTHREZRDZ L &
BIC, COMMDERDPRT AL, WIBR, BFCRITTEREVISOWTHRZIRD
b LT, A=Yy =) boid, BHIET 5 LB TR LD X 5 12HkiET %

D, EVI)EIZOVTIE, ML TWDLDTY, M) - HROFFEZBBELTBY,

T/, KT 5 ECHE L 2R S 2 WHERNEEO 3 A H BRSO W T D #fF L Tw
9. 2L, REBEBEELR/0— NV R =Y —0E, MRTYA RS TY
DEHTESTVDDD, L) HR, TOMOERPEOEBRIZED &) wBid 13
FTOR, EWH)EDHEHLTDLDTT,

RN ELE LI I 2=y —3a VIRIEERT S, 232 =7 —T a3 iZonTiE, M
FEAFBLHLRE OBIRE RO 5 [HEH] Thor LI EbhET, /2, FH3hTw
LNFIZDVWTOHER Y —1d, WAL TERRLLEOFEbNTVE T,
ZXALDRETDY) —F—v v 7 - FTuk A, HESBICEZREZ2EBT L0, &
DEINTTNIFMAL BN TES D, L) RICODVWTHREZRD L, V) —F—Y v T
ATVAVPERBFALTVWEF—A0%4H)FTT, BEHL, V—F—LiIuhlldsrx
ED, EVIHIHER, V—F—DHENEWBTHENIIOWT, HGDPET B ALDOHE RIS
WTEZ TV RLELEVET, COMTHEMT 2 ETHEZ01E, HREETY —
=y TOEKRBE L > TS, L) #ERTT, EBEMEE LT, ME»PRLahE,
V= —IZROLNDIERELLRL->TEE T, BIZIE F4 DY =5 -, +—
ANTVTO)=F =0y 7D —F—bLIITHPE R eBE DV ET, &5
W2, V==, AEALTHERZEBRLLIY LT8G, Lok ricvhiE, 2hoo
[A] ZHFEL, 5 EHNSERIEDNTELTLL Y A LEBRZ TS Z T 256
DR E ZEEE, WROML LHIBOBEEDP S %25 F — 28D X ) IHEiET 2 00 R
L, ¥/, V=% —,LT, F=2DF5AFIZARFEHHICED I HITTEHIRE S 2
ZOMPVnH o) TELON, EVnaslHIlonTHTLZEizh) 9,

17



Richard M. Steers: Global Managers, Global Minds

8. ULMZLAERN, RHEBOEFR— 3 VOWERRHAICED XS L2 RITTOD,
Ly aERcmz, hHEA~0ZMPEREREL TV BT, -0 - 92—V ¥ —IC
BAATELDD, LV IOV TOHEREE D, v A=Y v —LIFEND A7zB g,
REMIZ, MAOHFELAEETLIEBEZH-TWALEELEZLNE T, ZOMICHLT, &5
BPBIF =T —THIL, ML Yo T4 TE2GRANEEBPRLRAIIR S, LD
ZZDEHIRN RS OTH ) BBOWIRICRE L V) T E2HELTVWET, Ihid, FE
DMRCTTH I AV PEATIBHEORDIKRELHED 1 O TT, FUEERR LBV
MEETHIL, TOZTLPYTEELLLTH, BERELSULEZRZ2SEICEDLS
GHRBIZR 0B L TATLZS v,

9. ZHEMAERHHE, ZOMORENZTHNLTZa— Vi iR EHE - MR L Twl
RENZERKRT %, FiLwra—VEEOR D HE RS 2 &7, IR 2 A
BHELY a4 Y - RUF =AW T0E, L) HTT, 70— VIIRET S 2 L 95
B ARH S, BHGH, FEEGEREL LAY L TUEELRLZ T —ADL 4 H )
T5. FTOMPE, F7u0— )L X =TV x—Z,oTHORELZIED 1D1F, 112, ED
LT & B EAT S EICHIZR Z AT IETH IR EZHETE 20h, v
IMTHY, B2, TOMOEHIBRE RN 2 BRICHESE - R L cn ik ) Th
BFowndh, LV HTY, LD oT, ST THRANCEE 25012, BOMERRE
Wy, Enw)Z T,

10. PR H O VBRI R VA U M RHOFEREIC LD L S KR LT 20,
VIR, EokHicThE, MW, S FErOHICRDONDLHIET, ¥4 —
Vr—=MEHERI R TRV M EfToTRF 200, LW ) RIZOWTHRZRD 5. MO
ARRDOADP S~ A=Y ¥ =123t LT, ZOMAN - HSWEBH IO W THR#EITbNb 2 &
b 4HYET. LaL, TOLIHELSH/ETEANZbORA, A=V ¥ -0
o/l bd3—EELTHY) THA, T THIEICR LD, MAMITHRESMELET
EHHFEA,o INOPHELRDIZ, HHOMZENSTY, €9 Tk, BMEE R0,
fif 25 THREE ] Th Y, WA [E&8:] 2orMH@EL T, FERSTLy Yy —%) FLRY
Yo, COHEAERLTVSEV) ZEIZHY T3, H5AOMEBIO MO N DML
ERLS>TVR TN, CoME—BRECRD 9, MHRICS->TLE 2, WHE,
NZE o TEDLLZOTY MAHEHYTH Y, MAEGHET, MIZIHEELRDOPIZTONT,
HWFF 201 HLDOTLEI D =20 — Va2 T 20EHAOTL £ 9 2o EBIZ,
HEHMIT Ly v —dMEALTB Y R FHANOT Ly ¥ v —EH LTV IRETIE,
COMOR VR L SHFAELTEY, FTIRALHBIVwEY A=Yy =13, LIFLIE,
HODWBEIZ o Twab 2 EIZE ¢ TL LI,

BB, A=V —OFRIIOWTHELIGE, M2, h—T v —id, REZELHH
OFFERMS 2 TIZ R ST, Tz, WM SWTER SOV THHMT 2 LEN D) T3,
ANFEOFIBIIOWTHAT 2LENH Y, T2, =774 Y 71OV THEAL TV L LEN
HVET, 7277L, SITINFTFTHLTELIAIY AV MENLFIIOTBLESH T T, &
DEELS>PY LHICOTT, YAV AV MEDESULMIBEE & V) 22008 E 120 b
DEFTLUENRDHY T BEI B, BIADQEEEFEOBMFGIZBNT, WoZ ) EEHRN
BON)F 2T L %AV AL POFEHIZNY) ANTHLBEREHLDTY, 72720, 4H, B
HYMPHEAZZEDPLE 21X, STVHKRFACBIL)—F =y T - kry—i3, EBIZZO
MIZEH LRSI 217> TV AERETH ), O HAIZOWTE FHivZ L3,

fiidd <Y ELT, ROBRBEDOEZIZOVTHRRZVWERWES, T v s - FyvTr—kw
IHHFEEN DO THRRIAME LT, [ELDOMIZIE, BT L0NBMELERL, FO—
BT, TTIHEEERATHEHIE, HHITIE, BOICHEMATE TWABEA, Tl 25tk
FTLMARDEREEL 2V L&D L) boxdh o T35, BALRMTHL LA

18



Rikkyo Business Review, No.3 (2010)

WET, Ry 77 =WFoT0D I EIIMOTHMTT, BAKFELEOKAOBEE TR T T
AT, EBIHRNTEIDZIOTH 5 ) DI AMEREZIToTWETH, Zogs, EEl
THREDOHEMNRBEDH Z KD TAMERET>TVWLDTT, b0 REE LTV
DF, [#FHZ] L LTEENEFILEEATYRVL OO, FITIFH OIS CHRLEHRZ /L
IIEHIIBENTHAMEERT 22 LT, TOMOAMIE, HIERFT > THET, A
DOWRETIE, T2 &k, 7u—"NVLOFKETHIHETIDH N E T, T2, HFSADIDX
I RBICEE T A IR BTLE ) ZOMYMAIIENT, L, BIAPFETLHIL
ZROTLE)RLIE, FREIEKICOELDLTLE) . SOMOHIIE, v A=Y r—L4H
DEIVAABBERORFIZE > TIROBKELZFED 12 TH LI LRSI TY, THD Y A
EHTEVE LT,

E

1 2, 2009 4 6 A 12 HICHAfiE X 7172 The 2nd Rikkyo University International Business Studies Symposium
TN EFRRONEEZ —MBFHEL LD TY, VHKY, FE¥E, BLP (EVAA - ) —F—-70rs37
2), F72, BBL (XA YV H N - EVRRY=F— - TurF0) BT H2HERPERMASOEN S
NHU LI THLEZZT I EIZOWT, L2LEHOEZHL EIFEd,

2 VFxy—F- M A747— AR, REA LTV REREFBTHMRGR - 4 V2 FioELER T, 7
A1) k%4 (Academy of Management) D& EZ 1D THDZI EAH Y, Journal of World Business wE D
HEFT2 B0, Cambridge Handbook of Culture, Organizations, and Work OFatE 2 b b > T E 5,

3 VHRFEREFELS) —F =y TOHSH TR ATV LI EZIFER LT, AL, SAEAN S L CHBRE &
LE L7 BAFTRTARFETH) —F =2y 7 - U7 I AWRFONTOETA, VEKFEOTOT 5 LD)
A DI EPOWEBINT, BZOLLBARRLDOTHL LBVET, 2Dz, ) —F—3 v THROWEHN
FICHLT, BRFEREFBEHGHILTWSDTY,

4 Richard M. Steers, Carlos Sanchez-Runde, and Luciara Nardon, Management Across Cultures: Challenges and

Strategies, Cambridge University Press, 2010.
5 C.Hampden-Turner and F. Trompenaars, The Seven Cultures of Capitalism, New York: Doubleday, 1993.

4-19

19



