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CTPartners is a leading performance- 
driven executive search firm serving  
clients across the globe.  Committed to  
a philosophy of true partnership with  
clients, the firm offers a proven record 
in C-Suite, top executive, and board 
searches, as well as expertise serving 
private equity and venture capital firms.

With origins dating back to 1980,  
CTPartners serves clients with a global 
organization of more than 400 profession-
als and employees, offering expertise in 
board advisory services and executive  
recruiting services in the financial  
services, life sciences, manufacturing, 
professional services, retail and consum-
er, and technology, media and telecom  
industries.

With world-class organizations leading the 
way, HR is playing an ever more critical 
role in enabling corporations to achieve 
their strategic objectives by developing and 
implementing those human capital strate-
gies that will best enable them to respond to 
the significant economic forces, competitive 
realities, and demographic trends that are 
shaping today’s and tomorrow’s possibilities. 

In industries and regions around the globe, 
developed and developing economies alike, 
human resources executives increasingly 
are serving as thought leaders and essential 
business partners to chief executives, boards 
of directors, C-Suite executives, regional and 
country managers, and other members of 
worldwide leadership teams. As the value of 
this management trend becomes more appar-
ent, companies are expanding their vision of, 
and commitment to, strategically oriented 
human resources.

For a profession that was once most closely 
associated with administrative functions such 
as benefits and compensation, this is nothing 
short of a transformation. As one of the most 
impactful management developments in to-
day’s global marketplace, the trend first took 
root in North America and Europe, soon 
spreading to other developed economies such 
as Australia. It is, however, rapidly gaining 
momentum in emerging markets throughout 
Asia, Russia and Central Europe, the Middle 
East, and Latin America. 

Indeed, the HR landscape is rapidly 
evolving. In developing regions across the 

globe, exceptional growth opportunities are 

combining with razor-sharp competition and 

highly complex talent challenges in ways that 

demand--and deeply benefit from--the insights 

and involvement of strategically minded, 

broadly experienced, and culturally sensitive 

human resources executives.

Within emerging markets, this expanding 
role of HR is scarcely surprising, whether 
this change is taking place within global or 
regionally based corporations. That’s because 
talent truly does deliver the competitive edge 
in these economies, where speed is of the 
essence in capitalizing upon new and unfold-
ing business opportunities, and the demand 
for qualified professionals far exceeds supply. 

Strategizing Locally and  

Globally About HR 
Within a talent-driven global marketplace, 
CHROs and regionally based HR leader-
ship teams must be capable of developing 
comprehensive and forward-looking strate-
gies to recruit, develop, and retain the best 
professionals. Above all, these strategies must 
be culturally appropriate and fine-tuned to 
be effective within each emerging market in 



which a corporation plans to operate and compete. 
Without a strong human resources foundation, 
it’s difficult for any management team and global 
workforce to deliver upon their corporation’s goals 
for profitable and sustainable growth over time. 

Every business situation is different, of course, 
which is why there is no one-size-fits-all formula 
for maximum HR effectiveness across all regions. 
A global or regional company may be entering or 
expanding within an emerging market in order 
to meet local demand for products or services. 
Or it may decide to locate certain operations in a 
developing nation in order to achieve a competitive 
advantage elsewhere.  

“Another powerful trend that is impacting corporate 
HR strategies and requirements these days is the 
move toward growth through mergers and acquisi-
tions or consolidations,” reports Fermin Diez, a 
Senior Partner at consulting firm Mercer, who serves 
as the Singapore-based Regional Business Leader for 
Mercer’s Human Capital business in Asia Pacific. 
As he notes, a corporation’s global HR team, as well 
as its human resources systems and functions, must 
both keep up with corporate developments like these 
and do so at the highest levels of excellence. 

Mr. Diez recently worked with one client, for 
example, that made an acquisition in India, which 
basically doubled the worldwide size of its business. 
“This expansion required the company to now strate-
gically approach talent issues--and human resources 
in general--in a totally different way than it had 
done in the past, because half of its business was now 
going to be based in India. That posed its own set of 
challenges as well as opportunities, since India is a 
nation with a well-educated and experienced work-
force that also has severe talent shortages. And there 

are workplace related regulations and traditions to 
consider. The HR implications were quite complex.”

Regardless of the specifics of any corporate situation, 
it is essential to get the “people side” of the business 

equation correct, in order to achieve the overarch-

ing strategic objectives. That requires high levels of 
sophistication and careful attention when a company 
is seeking to enter or expand within an emerg-
ing market. Within this highly competitive global 
marketplace, “me-too” human resources executives 
need not apply. 

Instead, the most successful HR executives will be 
those who are profoundly capable of “thinking” and 
acting both locally and globally. That is, they will be 
able to strategize about talent on the global, regional, 
and local levels, and then implement corporate 
talent strategies across localities and regions. Given 

the very different situations that exist within emerging 

economies and regions, it is clear that only the most 

sophisticated, skilled, intuitive, and visionary of human 

resources leaders can meet today’s, and tomorrow’s, 

talent challenges. 

“The way to understand HR roles within develop-
ing markets is to acknowledge that they are at the 
frontiers of change. HR is critical, absolutely critical 
at this seminal time in their growth. In addition 
to the excitement of working in these dynamic 
environments, there is the complexity of issues they 
face. For instance, as in mature markets, the local 
workforce often includes very significant generation-
al differences in expectations and attitudes about 
work.   Fifty percent of India’s population is under 
25, for example, and that has to affect the way HR 
thinks about talent planning,” emphasizes Reg Bull, 
Executive Managing Director, Global HR, at Doo-
san Holdings, a Korean corporation that is growing 
significantly through international acquisitions.

“And it’s not just about managing the Millennium 
generation” he adds.  “It’s about the 50-year-olds 
who’ll be in the workforce for another 10 years.” 

One fact is certain: Within emerging markets across 

Latin America, Russia and Central Europe, the Middle 

East, and Asia, the “war for talent” is fierce to a 

degree that may well be unprecedented. Although 
global “hot spots” vary, demand for experienced 
professionals in certain industries, such as consumer 
goods, financial services and the life sciences, is 
especially pronounced. Right now, there’s growing 
momentum behind a trend at global and regional 
corporations alike to seek local talent, but this often 
remains difficult to achieve at the management and 
professional level. So companies are increasingly 
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roles within developing mar-
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they are at the frontiers of 

change. HR is critical, abso-

lutely critical at this seminal 
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developing two-tiered talent management strategies, 
which may still rely heavily upon global executives 
but aim, over the longer term, to create and expand 
a resident talent bench.

That might be tough enough to achieve within a 
single emerging economy. But consider the chal-

lenges facing a regional HR executive within Asia, 

Latin America, Russia and Central Europe or the 

Middle East, where workplace dynamics, stages of 

corporate development, and HR traditions often differ 

dramatically from one nation to the next. 

Expert HR professionals understand the differ-
ence between this complicated dynamic and that 
of, for example, Western Europe, where many 
nations typically share somewhat similar workplace 
traditions and attitudes. Asia, on the other hand, 
offers a plethora of contrasts: Singapore has adopted 
sophisticated human resources strategies; Japan 
and Korea have historically relied upon an older-
style, personnel-management approach to HR, one 
that has only gradually been impacted by Western 
practices. Meanwhile in China, where the HR func-
tion was scarcely relevant until about fifteen years 
ago, the lack of a historical tradition has combined 
with the enormous pace of growth to produce an 
environment that is much more open to global best 
practices and the contemporary strategic HR model.

Finding (and Empowering) the Right 

Emerging Market HR Team 
The executive team back in corporate headquarters 
may be deeply committed to its emerging market 
growth strategy, but C-Suite leaders seldom under-
stand the intricacies relating to talent dynamics in 
each locality within a developing region. So it usu-
ally falls to the regional HR leader to direct efforts 
to find the right management and professional talent 
(ideally, people with local or at least regional busi-
ness experience), while also handling various other 
issues relating to a company’s overall workforce re-
quirements in the region. Successful HR teams seek 
to accomplish this through culturally appropriate 
recruitment, retention, and development initiatives. 

Mr. Bull, who also served as an HR executive for a 
different corporation in China, notes, “There’s an in-
creasing demand from regional and national corpora-
tions in D&E for Human Resources executives who 
can bring ‘Western’ expertise and experience to their 
formative decision making on ‘people’ issues. Of 
course, successful HR players understand that one 
can’t simply impose these norms within emerging 
markets, unamended.  It takes great patience, cultural 

sensitivity, and intellectual flexibility to figure out the 

most meaningful way to learn from the Western model 

while adapting to local realities” (see sidebar, “The 
Emerging Market HR Leadership Profile”).

Just as every emerging market is different, it is also 
the case that HR roles and responsibilities may be 
defined differently, depending upon the nature of 
the challenges and opportunities that define a com-
pany’s competitive environment.  

To understand the critical role and complex respon-
sibilities of HR within emerging markets, consider 
the perspective of Monique Ritacca-Herena, who 
is based in Dubai in the United Arab Emirates, 
where she serves as Senior Vice President and Chief 
Human Resources Officer for Pepsico’s Asia, Middle 
East, and Africa division. She leads a team of more 
than 700 HR professionals, who are responsible for 
a division with 50,000 employees within a mixture 
of developed, developing, and emerging markets. 
This is one of Pepsico’s two international divisions; 
the other is based in Europe.

“In order to fully perform the HR business partner 
role that we are expected to play, it’s essential for 
our team to fully understand the corporation’s goals 
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As Mercer’s Fermin Diez emphasizes, “HR professionals in emerging markets 
truly need to be leading-edge professionals, because the challenges that 
they face are enormous and they are often stepping into roles and situa-
tions where there is little precedent for what they need to accomplish.”

Although every job description is different, these are some of the skills most 
in demand for HR professionals in emerging markets:

— Sophisticated understanding of HR best practices, as well as experience 
serving in a strategic business partnership role;

— Intellectual flexibility, which one HR expert describes as “the ability to 
approach each situation differently, without preconceptions about how an 
emerging market should work”; 

— Cultural sensitivity, which is built upon a professional’s commitment to 
learn about, and respect, each nation’s workplace norms, government regu-
lations, educational system, and other unique attributes; 

— Exceptional communication skills, which are necessary in order for these 
executives to fulfill their regional mandate while also conveying regional 
talent needs, challenges, and opportunities to corporate leaders back at 
headquarters.

The Emerging Market HR 
Leadership Profile






