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An Interview with J. Randall MacDonald,
Senior Vice President-Human Resources, IBM
— - I How do you define IBM’s approach to lead- Do you handle a lot of training and
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J. Randall MacDonald

EDITORS’ NOTE Randy MacDonald assumed
bis current post with IBM in 2000. Prior to this,
he was the Executive Vice President of Human
Resources and Administration for GTE (now
Verizon Communications). He was with GTE
Jor 17 years, bolding positions of increasing re-
sponsibility. Before joining GTE, he held human
resources positions at Ingersoll-Rand Company
and Sterling Drug, Inc. In August 2009,
MacDonald received the Distinguished Human
Resources Executive Award from the Academy of
Management. He is a member of the HR Policy
Association, where he serves as Chairman of
its Board of Directors. In 1998, he was named
a Fellow of the National Academy of Human
Resources. He was elected to the Academy’s
Board of Directors in 2000 and serves as its Vice
Chair. MacDonald has a bachelor’s degree in
political science and a master’s degree in indus-
trial relations from Saint Francis University.

COMPANY BRIEF IBM Corporation
(www.ibm.com), which employs roughly
400,000 people worldwide, is a global technol-
ogy and innovation company with operations
in over 170 countries. The company creates
business value for clients and belps solve their
problems through integrated solutions that use
information technology and deep knowledge of
organizational processes. These solutions draw
JSfrom a porifolio of consulting, delivery, and im-
plementation services, as well as enterprise soft-
ware, systems, and financing.

ership and its focus on reinventing leader-
ship development?

Leadership development is deep within
IBM’s DNA. We are engineered to think about
leadership competencies within our workforce
today and for the future. We're constantly look-
ing at key leadership competencies that we ex-
pect from senior and emerging leaders, whether
we have achieved those levels and, if so, how
we can anticipate transformational changes in
the marketplace to create value for our clients.

The important thing that has been in-
grained for decades at IBM is that leaders teach
leaders. Leaders own the responsibility of build-
ing the leadership of the future. Previous lead-
ers took chances on each of us, so now we're
giving opportunities to future leaders, and that
has always been the fabric of IBM.

Does your global reach make it more
challenging, and how has globalization af-
fected your leadership development efforts?

For some companies, globalization can
be a barrier to effective leadership. At IBM,
we see it as an opportunity and a competitive
advantage. We have been a global company
for decades and do business in 170 countries.
That includes mature markets, where the pro-
cess of identifying and developing people has
been in place for a long time, and growth mar-
kets like China, Brazil, India, and South Africa,
where we are placing special focus on identify-
ing leaders early in their careers. I believe our
systemic ability to develop leaders across such
varying markets and for a wide range of busi-
ness challenges has been, and will continue
to be, a competitive differentiator for decades
to come.

In emerging markets, how critical is it
to develop local leaders who have grown
up in that culture, and how do you balance
that with bringing in workers from the out-
side who understand IBM’s platform and
training?

Increasingly, we see lines blurring between
global and local. We are focused on building
leaders who can lead in a variety of situations
and markets, and collaborate successfully across
the world to drive growth for the company. We
always prefer to use local leaders where we
can. And when we do bring in an IBMer from
elsewhere in the world, we make sure their top
priority is building the right local leadership
team as rapidly as possible.

mentoring through technology, and how
important is it for you to not lose the per-
sonal touch when it comes to these efforts?

For the first time in years, we have four
generations working: World War II-era; the Baby
Boomers; Generation X; and Generation Y.
Learning through technology for some of those
generations is business as usual, but some pre-
fer face-to-face. So it has to be a blend and it
has to be customized.

Learning does not necessarily have to take
place in traditional classroom settings, although
we still do that. We made a fundamental deci-
sion eight years ago that the vast majority of our
leadership development would be experiential, or
on-the-job. We give people opportunities to be on
task forces and project teams, or shadowing envi-
ronments, where people see the practical applica-
tion of leadership as opposed to the theoretical.

What is IBM’s role in providing train-
ing and understanding of social media to
employees, and has that been a key focus
for you?

It's very important, and our employees
have readily embraced a wealth of social media
tools that enable them to collaborate in global
teams in real time. Social media is an effective
way of networking and putting the concept of
diversity of thought into action. IBM created
social media guidelines for employees and we
have counseled our employees to see that it’s
important to recognize both their own personal
privacy and the privacy of others.

IBM has led in building a culture with a
focus on corporate responsibility. How do
you blend those efforts with your business
strategy?

One way of looking at it is to examine our
values — dedication to client success, innova-
tion that matters for the company and for the
world, and trust and personal responsibility in
all relationships.

So when we think about ourselves, we think
about our responsibility not only to our fellow
IBMers and our shareholders, but also to society.
To the extent that our work can link into society,
it makes us a better company. The classic example
of that is what IBM is now doing in the area of
Smarter Planet. We think about that in the context
of smarter transportation, smarter grids, smarter
health care — all of these things ultimately are ben-
eficial to employees and shareholders, but they're
beneficial to society as well. @
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