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Overview of Major Findings

Impact of the economy and
Bench Strength are major issues.

Companies are looking for ways
to accelerate High Potentials.

Companies need leaders that
think strategically & inspire.

Leader -as-Teacher model is key.

& EDA



Why all the focus on Next Generation Leaders?

Baby Boomers are retiring

The vast majority of organizational leaders are Baby
Boomers, with the most typical age being 58 years old.

There are 11 % fewer Gen Xers than Baby Boomers.

Generation Y ( 25 and under) will not be
management/leadership material for years to come.

& EDA



Strengths of the Next Generation Leaders

A Ability to prioritize a multitude of important
demands on their time

A Ability to delivery results/results oriented

A A high integrity mind -set
A Understanding of the technical side of the
business and the products and services

& EDA



Sustainable Leadership

u Called oleadership capacity 6 by Weiss & Molinaro.

u  Defined as othe extent to which organizations can
optimize their current and future leadership to drive
business results and successfully meet the challenges
and opportunities of an ever -changing business
environment. 6




Leadership Gap Defined by
Four Aspects

u  Talent
u  Availability
u  Capability
v Insufficient
u  Development
u  Fragmented
u  Values
u  Generation differences




Competency Deficits of Next Generation
Leaders

’ Table 6. Top 5 Competencies Most Lacking in the

Next Generation of Leaders

Strategic thinking

Leading change

Ability to create a vision and engage others around it

Ability to inspire

Understand the total enterprise and how parts work together

pilogm RIS ==
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Sustainable Leadership: Leader and
Organizational Accountability

u Leadersdaccountability for development of their
competencies

u  Organizational accountability (through HR as agent) for
integrating systems, processes, programs, etc.

u  Embed leadership through organization
u Focus on critical positions & key talent

u Integrate leadership development
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Structure

Strategy

f Shared )
. Values J

The McKinseyS Framework

Ensuring that all parts of your organization work in harmony
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(Visionary) Sb,]
nCome with me.o Most Strongly positive

(Coaching) s ,5 oy
ATry this.o Highly Positive

(Affiliating) 4 g> g
fPeople come first.0  Positive

(Democratic) 51,5 405
nWhat do you think?0 Positive

(Pacesetting) . ;tvics
nDo as | do, now.0  Often Highly Negative

(Commanding) 4l w1
nDo what | tell you.0 Highly Negative
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Blanchard Leadership Development
Framework

The Transition to Open Markets and Agile, People-
Centered Companies

Mind-Sets:

Leaders as Catalystso
Collaboration, and Evolution




Blanchard Leadership Development
Framework

The Transition to Open Markets and Agile, People-
Centered Companies

Business Skill Sets:

Leaders as Architectsod
Agile Company Leadership




The Leadership Deficit




Blanchard Leadership Development
Framework

The Transition to Open Markets and Agile, People-
Centered Companies

People Skill Sets:

Leaders as Coacheso
People-Centered Leadership
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Knowledge-driven Organization

Four Levels of Knowledge and Achievement Management

KNOWLEDGE

COACHING
MAMNAGEMENT
(tboth Explicit & Tacit) ORGANIZATION

Everyvhody is
TEACHING = learning
DORGANIZATIONEES CER RS-

Everybody is taught

LEARNING = learning = coaching &
ORGANIZAT IO N EEr being coached
Everybody is heing tau ght
> learning

INDUSTRIAL

RESULTS
ORGANILZATION psusiained Growth & YValue Creation)

>

1000ventures . com

= vadim Kotelniloons




Blanchard Leadership Development
Framework

The Transition to Open Markets and Agile, People-
Centered Companies

Domain Application:

Tailoring Mind-Sets and Skill Sets
to Your Company
Evolution




The State of Leadership




Blanchard Leadership Development
Framework

Building Twenty-First-Century Leadership
Capabilities

Leadership Development Strategy

and Architecture




Blanchard Leadership Development
Framework

Building Twenty-First-Century Leadership
Capabilities

Integrated Learning Journeys




Learning Assessment

" Training Is not the
filling of a pall,
but
the lighting of a fire.”



Blanchard Leadership Development
Framework

Building Twenty-First-Century Leadership
Capabilities

Continual Evolution
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Competency
development

Effective communication Role Modeling
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Best Practices for Leadership Development

Linked to strategy and aligned

2. Top management driven

EERRR. .

3. Includes coaching, leadership profile,
feedback and development plans
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4. Includes action learning

5. Leaders as Teachers

6. Mentoring Programs

7. Combinations - instructor -led, online,
stretch, coaching, mentoring and action
learning
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Skill Building Goals at Each Level

Successfully Create
New & Different

LEVEL 3

|

Exercise Good Judgment;
Understand the Business

LEVEL 2

i

Self Awareness

LEVEL |

STRATEGIC THINKING

Deal with
Ambiguity

Innovation Perspective

Management

Problem Decision Business Customer
Solving Making Acumen Focus

Critical Thinking

Intellectual Curiosity/Openness

& EDA



Leadership Attributes

Exhibit 2: Leadership Attributes Menu

Accountability
Achievement Drive
Action-oriented
Analytic Thinking
Attention to Detail

Business Acumen

Communication Skill

Composure/Self-control

Conceptual Grasp

Cooperativeness

Creativity
Decisiveness
Dependability

Directive/Controlling
Energy/Enthusiasm
Flexibility/Adaptability

Global Perspective

Influence Skill

Integrity/Honesty/
Ethics

Interpersonal
Astuteness

Judgment

Learning Crientation
Political Astuteness

FPresence/Charisma

Responsiveness
Risk-taking

Self-Confidence/
Courage

Strategic Thinking

Technical/
Functional Knowledge

Tenacity/Persistence




Leadership Practices

Exhibit 3: Leadership Practices Menu

Act as a Role Model Develop Strategy Manage Complexity

Align the Organization Drive Change Manage Conflict

Manage Diversity/Value

Build Business -
Drive for Improvement Others

Relationships

Build Teams Empower Others Manage Performance
Communicate Focus on the Customer Motivate Others

Cooperate/Team-player Get Results Plan & Organize

Create a Hi-Performance Hire & Staff

Climate Promote Learning

Influence the

Organization Set Vision & Direction

Delegate

Develop Creative

Solutions Make Decisions Take Charge

Manage Across Total Quality

Develop People Boundaries Management




Top Practices

Exhibit 4: Top Leadership Practices

Key Practices

Develop
FPeaople
(64%)

Focus on the
Customer
(52%)

Set Vision &
Diraction
(46%)

Make
Decisions
(41%)

Influence the
Crganization
(38%)

et
Results
(55%)

Communicate
(52%)

Build Business
Relationships
(43%)

Manage
Performance

(39%)

Other Practices

Build
Teams
(36%)

Develop Creative
Solutions

(34%)

Drive
Change

(32%)
Manage

Diversity
(29%)

Take
Charge
(23%)

Cooperate/
Team Player
(369%)
Create a High
Performance
Climate
(32%)
Actas a
Role Model
(29%)

Develop
Strategy
(20%)




Top Attributes

Exhibit 5: Top Leadership Attributes

Key Attributes Other Attributes

Integrity/Honesty/E Achievement Initiative/ Communication

thics
(TT%)

Interpersonal
Astuteness
(73%)

Directive/
Controlling
(B6%)

Strategic
Thinking
(64%)

Flexibility/
Adaptability

(61%)

Drive
(T6%)

Learning
Crigntation
(T3%)

Influence
Skl
(64%)

CDHEEPTUE|
Grasp
(6:3%)

Self-confidence/
Courage

(60%)

Action Oriented
(58%)

Energy/
Enthusiasm
(50%)

Analytic
Thinking
(48%)

Co ope rativenass
(48%)

Judgment
(44%)

Skill
(52%)

Palitical
Astuteness
(50%)

Accountability/
Commitment
(48%)

Decisivenass
(44%)

Business
Acumen

(40%)




Leadership Models
CCLLeadership Competencies

u  Three competency clusters
u Leading the organization
u Leading others

u Leading oneself




Leadership Competencies
the CCL Waya o 3)

u Leading the Organization

u

u

u

Managing change

Solving problems and making decisions
Managing politics and influencing others
Taking risks and innovating

Setting vision and strategy

Enhancing business skills and knowledge

Understanding and navigating the organization

ource: CCL website, www.ccl.org



http://www.ccl.org/

Leadership Competencies
the CCL Way o 3)

u Leading Others
u  Managing effective teams and workgroups
u  Building and maintaining relationships
u Developing others

v Communicating effectively

Source: CCL website, www.ccl.org



http://www.ccl.org/

Leadership Competencies
the CCL Wayof 3)

u  Leading Oneself
u Developing adaptability
u Increasing self-awareness
u  Managing yourself
u Increasing capacity to learn
u  Exhibiting leadership stature
u Displaying drive and purpose

u Developing ethics and integrity

Source: CCL website, www.ccl.org



http://www.ccl.org/
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Hot Topics in Executive Development

’l Table 5. Top 5 Hot Topics in Executive Development in the Next 2-3 Years

1. Leadership (creating vision, empowering others) 1 1
2. Business acumen 5
3. Strategy execution 4 2
4. Leading/managing organizational change 2 3
5. Talent management (attracting, assessing, retaining, etc.)
Managing human performance 3 5
Strategy formulation 4

& EDA



Processes Most Effective in Accelerating High
Potential Development

, Table 8. Top 10 Processes Most Effective in Accelerating

High Potential Development

1. Stretch assignments 74%
2. Executive coaching 61%
3. Action learning 57%
4, 360-degree survey feedback 57%
5. Job rotation 48%
6. Mentoring 44%
7. Internal education 30%
8. International assignment 29%
0. Internal networks 27%
10. External education 25%

S EDA



Leadership Pipeline

N GIGITEL
Contributor

LEADERSHIP LADDER

Manager of

Manager of Functions

Managers

Manager of
Others

Manager of
Business

>

LEVEL 1
Critical thinking
Openness

LEVEL 2 LEVEL 3
Good judgment Create new
Understand business & different

STRATEGIC
THINKING

& EDA



Training Plan Sample

Individual
Contributor

Manager

Manager of
Managers

Manager of
Function

Manager of
Business

Content

QOutcomes

Delivery

Investment

Adaptive,
collaborative,
influence without
authority

Goal - setting,
business acumen,
initiative, discern
learning styles &
motivations

. Results, skip level
. for others, number
. of people

. promoted,

. retention

Can develop skills
& people, look at
bottom line,

Initiative of
continuing ed + all
for manager of
managers

..................................................................................................................................

Knowledgeable of
all functions,
motivates others,
generates energy

. observable, 360 -
. degree feedback

. tests, projects,

- working with

. others

.................................................................................................................................

. Turn over in dept,
. results

E-learning

: E-learning &
. instructor led

D11

. training/coaching,

: stretch

. assignments,
: Cross -training

: 360 -degree
. feedback

. $0-$500

© $500 -$2500
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/ the effectiveness of leadership is determined by the
extent to which people take responsibility for
participating in leadership Knot because some leader
has figured out howto  ~share- leadership but because
leadership is a property of the relationships people
form when they are doing something together /and is
therefore affected by the quality and nature of those
relationships /In such a world, leadership is developed
by developing the whole community of people so that
they can participate more effectively in the
relationships of leadership. (Wilfred Drath)




/ Leadership has to do with how people are. You don M
teach people a different way of being, you create
conditions so they can discover where their natural
leadership comes from.

/ When you ask people about what it is like being part of a
great team, what is most striking is the meaningfulness
of the experience. People talk about being part of
something larger than themselves, of being connected, of
being generative /their experiences as part of truly great

teams stand out as singular periods of life lived to the
fullest. Some spend the rest of their lives looking for
ways to recapture that spirit.

(Peter Senge)
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