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Top 5 Executive Development Practices Frequency of 
endorsement

Executives are assigned roles (e.g., deputy or acting head) to expose 
them to a higher level job function.

83.2%

Executives are encouraged to amend established organizational 
practices in pursuit of greater efficiency and effectiveness.

74.0%

Executives in our organization are given timely and supportive 
performance-based feedback to enable them to learn quickly from 
specific experiences.

70.1%

Opportunities are provided for executives to participate in cross-
functional activities and stretch assignments such as organizational 
restructuring, strategic initiatives, merger integrations, acquisitions 
targeting, etc.

68.8%

Our organization is highly supportive of executive attendance at 
professional society seminars, conferences and programs.

66.3%

Bottom 5 Executive Development Practices Frequency of 
endorsement

Our organization prepares executives to represent the company in 
media coverage and public relations (including company-organized 
public forums) by training them in media communications, public 
speaking and image management skills image.

29.9%

Executives are given 360-degree feedback (bosses, peers, 
subordinates) to increase executives’ awareness of their impact on 
others.

36.4%

Executives in our organization engage in regular ‘away day’ programs 
which serve as a forum for creating strategic ideas, generating solutions 
for specific organizational problems and developing interpersonal 
capabilities.

39.0%

Our organization offers strong support (financial and non-financial) 
to executives when they pursue work-related studies e.g., MBA.

46.1%

Executives undergo job rotation and/or rotation across companies in 
the group.

46.1%
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6 Executive Development Practices with Widest Endorsement Gap 
between Family and Nonfamily Firms 

Endorsement 
gap4

Family firms endorse the following more…

Executives are encouraged to take risks, venture into unknown 
territories and experiment with new ideas.

19.5%

High performing executives are given priority for overseas postings. 16.8%

Executives are offered opportunities to develop new skills and 
competencies via customized flexible learning arrangement (including 
distance and mobile learning platforms) delivered in partnership with 
external providers.

14.9%

Nonfamily firms endorse the following more…

Executives in our organization are given timely and supportive 
performance-based feedback to enable them to learn quickly from 
specific experiences.

15.9%

Executives have opportunities to give presentations to the Board for 
exposure.

15.0%

Our organization prepares executives to represent the company in 
media coverage and public relations (including company-organized 
public forums) by training them in media communications, public 
speaking and image management skills.

10.1%
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What’s a Family Firm? 

No one definition exists for a family firm: there are many popular 
definitions which are similar but not equivalent. Dieleman, 
Wiwattanakantang and Shim (2011) defined a family firm as 
fulfilling at least one of the following conditions: (1) when the 
founder (from time of business inception) runs the firm as CEO 
or Chairman (2) when a member of the founding family is on 
the Board of Directors, or (3) when a member of the founding 
family or a family-controlled firm is among the top 20 largest 
shareholders. From these authors’ compiled classification of all 
SGX-listed companies, we identified the status (i.e., family firm 

or nonfamily firm) of our respondent companies.

Who’s an executive?

In this study, we defined executives as the following: senior 
executives in management and leadership positions e.g., CEO; 
heads of divisions, profit centres and business units; and their 

direct reports.     



11

Strategy 1: Engaging stakeholders

Involves building the executive’s social capital with both internal and external 
stakeholders/audiences, thus enabling him/her to shape and drive strategic 
objectives through people.

•	 Our	 organization	 organizes	 regular	 briefings	 and	 activities	 to	 help	 executives	
understand cross-organizational operational processes and governance structures.

•	 Our	organization	frequently	promotes	informal	social	activities	for	executives	to	
stimulate internal networking.

•	 Executives	are	placed	on	projects	(e.g.,	CSR	initiatives)	that	facilitate	executives’	
exposure to and networking with a wider stakeholder group outside the 
organization like competitors, customers, suppliers, the community or universities.

•	 Executives	 in	 our	 organization	 engage	 in	 regular	 ‘away	 day’	 programs	 which	
serve as a forum for creating strategic ideas, generating solutions for specific 
organizational problems and developing interpersonal capabilities.

•	 Our	organization	prepares	executives	to	represent	the	company	in	media	coverage	
and public relations (including company-organized public forums) by training 
them in media communications, public speaking and image management skills.
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Strategy 3: Stimulating risk taking and change 

Challenging the executive to innovate, to be generative and creative as opposed to 
being avoidance oriented, and to take calculated risks.

•	 Executives are encouraged to amend established organizational practices in 
pursuit of greater efficiency and effectiveness.

•	 Executives are encouraged to experiment with new and novel approaches to 
resolving organizational problems.

•	 Executives are encouraged to take risks, venture into unknown territories and 
experiment with new ideas.

Strategy 2: Providing education and learning

Refers to a pathway for continuous learning including executive education, post-
graduate education, mobile on-the-fly learning, and organizational coaching.

•	 Executives	are	offered	opportunities	to	develop	new	skills	and	competencies	via	
enrollment on executive development programs delivered by universities or other 
reputable centres of learning.

•	 Our	 organization	 is	 highly	 supportive	 of	 executive	 attendance	 at	 professional	
society seminars, conferences and programs.

 
•	 Executives	are	offered	opportunities	to	develop	new	skills	and	competencies	via	

customized flexible learning arrangement (including distance and mobile learning 
platforms) delivered in partnership with external providers.

•	 Our	organization	offers	strong	support	(financial	and	non-financial)	to	executives	
when they pursue work-related studies e.g., MBA.

•	 Executives	in	our	organization	are	offered	coaching/mentoring	support.
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Strategy 5: Assigning cross-boundary challenges

Expose the executive to managing across geographic boundaries (e.g., taking on an 
overseas posting or a regional role) or organizational boundaries (e.g., directing a 
merger integration).

•	 High	performing	executives	are	given	priority	for	overseas	postings.	

•	 Executives	are	placed	on	projects	with	an	international	component	(e.g.,	managing	
a major cross-country project, having regional responsibility for a product).

•	 Opportunities	 are	 provided	 for	 executives	 to	 participate	 in	 cross-functional	
activities and stretch assignments such as organizational restructuring, strategic 
initiatives, merger integrations, acquisitions targeting, etc.

Strategy 4: Creating a feedback-rich environment

Feedback may be obtained through dialogues with the Board, 360-degree appraisals, 
timely performance-based feedback, and so on. At the same time, the executive 
has access to outcome data and feedback from the ground to evaluate the effect 
and dependencies of his/her intervention on a real-time basis. In all, therefore, the 
executive receives feedback from supportive evaluators as well as from events 
themselves as they develop.

•	 Executives	have	opportunities	to	give	presentations	to	the	Board	for	exposure.

•	 Executives	 in	 our	 organization	 are	 given	 timely	 and	 supportive	 performance-
based feedback to enable them to learn quickly from specific experiences.

•	 Executives	 are	 given	 360-degree	 feedback	 (bosses,	 peers,	 subordinates)	 to	
increase executives’ awareness of their impact on others.

•	 Executives	 are	 assigned	 to	 complex	 strategic	 projects	 which	 involve	 change	
management and the consideration of inter-functional and cross-organizational 
impact, dependencies, and effects.
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Strategy 6: Designing job experiences

Entails broadening and deepening the executive’s competencies through structured 
job experiences. The broadening of competencies is accomplished through, for 
instance, job rotation, or through conferring a general management role which 
requires the executive to oversee and integrate a range of functions. The deepening 
of competencies is accomplished through, for instance, assigning the executive to a 
staff (specialist) role.

•	 Executives	are	switched	from	a	line	job	to	a	staff	job	or	vice	versa	so	as	to	orient	
them to both the tactical and strategic sides of the business.

•	 Executives	undergo	job	rotation	and/or	rotation	across	companies	in	the	group.

•	 Executives	are	assigned	roles	(e.g.,	deputy	or	acting	head)	to	expose	them	to	a	
higher level job function.

•	 Executives	are	slated	to	assume	operating	and/or	P	&	L	responsibility	for	a	subunit	
of the company.
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http://bschool.nus.edu.sg/CSL.aspx
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