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The writer of 1 Chronicles However, the process involves more than thinking about our world and how to
minister to it. It also includes acting strategically or in ways that make a profound spiritual difference in your
church or ministry community. I believe that such strategic thinking and acting best takes place in three phases
that consist of several vital steps. I summarize these under the three Ps: The Preparation for Strategic Planning
First is the preparation phase. Preparation for strategic planning must precede the process of strategic planning
or failure is likely. The preparation phase involves five steps. The key is that they must support the strategic
planning process. What people make up the empowered leaders in most churches? The preparation question
that you must ask is: Who among these people support the process? Recruit a strategic leadership team. The
strategic leadership team SLT functions to lead the church through the planning process. You also need to
select a team leader. This could be the pastor, a talented lay leader, a staff person, or a strategic planning
consultant. The advantage of the latter is that not only will he or she save you lots of time, but the chances of
success increases significantly. I advise that you communicate your expectations to this team, and that they
make decisions by consensus, not compromise. Communicate constantly with the congregation. The reason is
they must trust the strategic planning process. Keep your people abreast of the process through sermons,
bulletin announcements, newsletters, a website, email, town hall meetings, and so forth. Embrace a biblical
theology of change. Its purpose is to guide the process. A biblical theology of change includes the three Fs:
They must never change. An example would be a traditional or contemporary worship style. They must
change if a church is to relate to its culture. And the church must keep in mind that the Bible grants it much
freedom in how it does church there is no biblical model for how you do church. It serves to inform the
process. You will need to create a church ministry analysis that asks basically two questions. Lead your
strategic leadership team through a spiritual formation process. It addresses various spiritual issues in the
ministry and will undergird the process. The goal is to help your team establish a spiritual foundation upon
which the process will build. A major portion of this process will focus on prayer for the team as it goes
through the planning process. While this is the sixth step in preparation for the process, your ministry will not
leave it behind, as your team will draw heavily from it throughout the process. Remember that this general
process leads to a unique model. The process consists of the following four key steps. Your core values drive
your ministry. They explain why it does what it does. They are at the very core of your identity and make up
your ministry DNA. For example, in Acts 2: They are evangelism, worship, biblical instruction, fellowship or
community, and service or ministry. A vital question is: Where is your ministry going? You need to develop a
clear, biblical mission statement that your congregation will never forget. We believe that vision is vital to
your people seeing what could beâ€”what our great God can accomplish through them Eph. Your vision is a
snapshot of what your ministry will look like as you realize your mission. Your strategy helps you to
accomplish your mission and vision. It consists of several matters: Discover who lives in your ministry
communityâ€”those who live within a three to five mile radius of your church. This will involve you in
demographic and psychographic studies much of this information can be obtained online from the Census
Bureau. This work will serve to provide your people with a strong vision for outreach into the community.
Align and develop your staff to maximize disciple-making. Are your primary ministries, mentioned above,
staffed with your best people, whether full-time professionals or lay persons? Are those staff involved in
leadership development? Evaluate your location and facilities in terms of reaching out to the people in your
community. Are you located in the best place to reach the unchurched in your area? Are you about to
maximize your facilities? A good rule of thumb is you can minister to around people per usable acre of land.
For example, you can accommodate around 1, people on ten acres of usable land. Finally, raise the necessary
finances to support this strategy. The Practice of Strategic Planning Third is the practice phase. Using the
above process, you can develop a wonderful biblical model for your church. However, you must implement it
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or it will die a quick death for lack of action. The preparation phase involves two steps: It provides vital
feedback that helps your ministry to change and improve as it serves the Savior. Every church is evaluated
informally each Sunday. Why not make it formal and benefit from it? Design and set up a ministry evaluation
process that helps you find both your strong and soft spots as you think and act strategically. It serves to
translate your thoughts into action. Most important to the planning process, it links strategic thinking with
doing. It will aid you as you address where you begin to accomplish the strategy, when, and with whom. It
involves articulating your goals that came out of the strategic planning, prioritizing them, communicating
them to the congregation, deciding on deadlines for them, assigning responsible persons to carry them out, and
providing the resources necessary to accomplish them.
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To be a great and effective leader, you need to be very clear on your vision, and what actions you need to take to turn
your vision into a reality. And, like an organization or a team, to be an effective leader, you need to focus on the few key
areas that will have the [ ].

Have you been asked to create a leadership development strategy? Or is it about time you had one, even
without being asked? Identify the business challenges and goals. The difference between strategic leadership
development and managing a bunch of programs and processes is the extent to which everything is tightly
linked to the business strategy. Start with reading the annual report and any business strategy documentation
you can get your hands on. Then, once you have a solid foundation, conduct a round of executive interviews.
If possible, start with the CEO and talk to every member of the executive team. This could be done in groups
to save time and promote discussion, but I prefer individual discussions. Some of my favorite questions
include: How would you assess our incumbent managers against these competencies? This is not a simple
training needs assessment. For that, you might want to send out a survey to all company leaders. The problem
with this approach is that individuals are often not aware of the high level strategic changes that are coming,
and would not be able to self-select the most important competencies. Both are important - but if you want to
be strategic, start at the top. Given busy executive calenders, this process could take weeks to complete.
Identify the implications for leadership development. What new skills are required? Create a leadership
development vision and mission. This step assumes you have a team that is responsible for leadership
development. If not, you could skip to the next step. A vision statement is an aspirational description of what
the team would like to achieve or accomplish in the future. It is intended to serve as a clear guide for choosing
current and future courses of action. Having a clear vision can give a team direction and inspiration, and be the
foundation for goal setting and action planning. A mission statement describes what you do, for who, and
how. Our mission is to develop great leaders. Create a list of year leadership development goals. Develop
measures and action plans for each goal. The creation and tracking of a handful of critical metrics is one of the
most important and often neglected components of a leadership development strategy. Create a leadership
competency model. The same process used to identity implications and goals can be used to create a strategic
leadership competency model. This model can be used as a way to align all of your leadership development
processes and programs. Review with key stakeholders to verify and modify. This time, you are showing up
about 3 months later with a draft document describing what you heard and how you propose responding. This
is where you check for understanding, make modifications, and ask for commitment, involvement, and
resources. Posted by Dan McCarthy at 5:
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For example, when there is a leadership strategy in place, 70 percent of organizations report having effective
development programs in place versus 27 percent in those organizations with no strategy. The same magnitude of
difference applies to succession management (51 percent versus 15 percent).

For Microsoft co-founder Bill Gates, it means people who empower others. For Industrialist Andrew
Carnegie, it meant being humble. For former first lady Eleanor Roosevelt, it was about compassion. In
nursing, leadership is a combination of all those things, plus caring, innovation, listening, foresight and a
commitment to helping other succeed. It is the driving force behind the future of nursing healthcare. Nurse
leaders are essential to healthcare, from providing bedside support to guiding administrative decision-making.
Novice nurses, patients, and staff look to experienced nurses for assistance and guidance. The National
Academy of Sciences NAS , an independent, objective science think tank, said nurse leaders are needed to
provide transformational leadership in healthcare. In general, healthcare organizations define nursing
excellence as ensuring nurses make optimal contributions to patients and their work and provide professional
and competent care. Nurse leaders demonstrate excellence by focusing on patient advocacy and making a
difference in even the tiniest ways. The ANA suggests nurse leaders establish three priorities every 90 days
and commit to seeing them through. Target Important Tasks Nurse leaders should focus on several important
components of leadership to encourage quality patient care and staff satisfaction: Service â€” Patient and staff
satisfaction are equally important because of their cooperative relationship. Quality â€” Concentrate on patient
safety and other core quality measures to make them a way of life. People â€” Attend to the needs of all staff
and patients. Growth â€” Look for ways to encourage growth within the department to free up beds for
additional patients. Cultivate New Leaders Look to the staff to find the newest leaders and encourage growth.
Find ways to include them in development activities, including management meetings. Train them to take
leadership roles. To engage with Millennials those born between and , nurse leaders should focus on acting as
mentors rather than managers. Millennials want nurse leaders who will openly communicate. Millennials need
strong leaders who will guide them through new terrain. In it simplest form, the SWOT approach is writing
goals and following through. The following are the main points of SWOT: Strength â€” Take account of areas
of strength and effectiveness. Weakness â€” Determine areas of weakness and places where growth is needed.
Opportunities â€” Establish areas where strengths could be turned into opportunities and new areas of growth.
Threats â€” Uncover areas that hinder growth. SWOT is best used for individual growth when accompanied
by personalized and accountable goals. Acknowledge and Reward Success Accolades and recognition should
not be saved for Nurses Week; they should be ongoing. Rewards and incentive programs encourage
innovation and creativity. Set goals and objectives for staff nurses and offer rewards. Leave small notes of
appreciation. Take the time to have a one-on-one conversation to say thank you. Nursing graduate studies
prepare nurse leaders by focusing on concepts and theories of nursing and applying them to everyday uses. In
classroom settings, graduate students are able to collaborate with nurse educators and other students to learn
about leadership. A graduate education gives nurse leaders the tools they need to act as role models for junior
staff and develop leadership behaviors. Students learn from professionals who have practical experience and
broad knowledge of healthcare. Students can choose from three areas of specialization in nursing:
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Leadership strategy begins with business strategy, and encompasses talent needs, organizational design and culture to
be effective. Only this type of holistic approach bridges the gap between strategy and performance and enables optimal
outcomes on an organization's most pressing business challenges.

Processes[ edit ] Strategic leadership provides techniques that focus organizations when they are deciding on
their purpose and best business practices that are critical for remaining competitive and relevant. Being able to
learn and adapt has become vital for sustainability. Failure to be able to adapt to changing technology, climate
change, and economic factors risks the organization becoming obsolete. Remaining successful requires a
different way of thinking about how to marshal the resources and deliver services. Strategic leadership
balances a focused analytical perspective with the human dimension of strategy making as documented by the
Park Li Group. It is important to engage the entire business in a strategy dialogue in order to lay the
foundation for building winning organizations that can define, commit, adjust and adapt their strategy quickly
as needed. Addressing these expectations usually takes the form of strategic decisions and actions. For a
strategy to succeed, the leader must be able to adjust it as conditions require. But leaders cannot learn enough,
fast enough, and do enough on their own to effectively adapt the strategy and then define, shape and execute
the organizational response. If leaders are to win they must rely on the prepared minds of employees
throughout the organization to understand the strategic intent and then both carry out the current strategy and
adapt it in real time. This requires the leader to focus as much on the process used to develop the strategy â€”
the human dimension, as the content of the strategy â€” the analytical dimension. These differences are largely
driven by the bias leaders have for how they divide their time between the two dimensions. This bias is
reflected in how leaders answer questions such as the following: What is their primary role as chief strategist?
What is their job as a leader during ongoing strategy making? What type of team should their strategy making
create? When is strategy making finished? How leaders answer these questions will ultimately impact their
ability to deliver a winning strategy because their responses indicate whether and how they build and lead an
organization that is aligned and committed to a particular agenda. Should the focus be on being the architect of
the strategy product or being the architect of the strategy process? Is their primary job to come up with the
right strategy or is it to manage a process to achieve this outcome? There is a recognition that the product will
necessarily evolve so the more important endpoint is to build the capacity for strategic thinking across the
group so that change, when it occurs, can be absorbed more quickly and more completely. Linked to the first
question, this second question focuses on how leaders conceptualize their role as they participate in the
ongoing strategy process. Analytical leaders feel the need to personally come up with the right answer. If they
are to be the leader, they must be the one with the solutions. They feel obligated to lead from the front on
strategic issues, demonstrating expertise through business insights and customer knowledge, skillfully
outsmarting the competition and outguessing the marketplace. These leaders are seen as visionary, smart
leaders comfortably assuming star status as they fill the role of a Homeric hero. Responsibility for developing
the strategy is widely dispersed but carefully coordinated. These leaders focus on guiding and responding
while building commitment and empowerment among those building the strategy. This third question
recognizes that every strategy process defines a community and creates a team. This is true whether the leader
is aware of it or not and whether the leader manages it or not. Being part of this group feels good because it is
similar to being part of a private society. The common element that binds society members together is their
close knit exclusiveness and the extraordinary access and understanding of the data and thinking that leads to
the strategy. This smaller group is well versed in the views of the leader and the data, and knows how the
different pieces of the strategy fit together. A leader focusing on the human dimension is concerned about
building a sense of citizenship among a much larger group of people. It is built around a process that invites
much broader participation and relies on input from many others outside of the top team. The aim is to create a
sense of belonging and ownership across the organization. In this situation many more people feel they can
have an informed opinion about the overall strategy. They believe they have been part of its development, and

Page 5

DOWNLOAD PDF STRATEGY FOR LEADERSHIP
that they can influence the outcome. In that sense, it is their strategy. Most leaders have an idea of how
strategy making and time are related. Or, is strategy something that is continually reforming itself, never quite
complete or perfected but always in a state of evolution? As set out in many strategy texts, it is a set of
reasonably well defined steps leading to a fully formed plan of execution. Effectively, the strategy is set for a
defined time period and executed. Leaders who lean to the human dimension see strategy as a continuing work
in process, something that is more free-flowing, never truly complete but continuously being shaped as
interactions occur with customers and competitors and as new issues and knowledge emerge from the people
throughout the organization. They are comfortable circling back on key ideas and frequently will drive the
strategy process to re-visit critical assumptions and, based on the insights gained, alter course. For these
individuals, changes in strategy are markers of leadership success, not leadership failure. Incorporating both
analytical and human dimensions[ edit ] To integrate both dimensions into strategy making in a way that
creates a winning outcome and gets the whole organization understanding and committed to this common
agenda requires leaders who are clear about the strategic capacity of each of their internal stakeholder groups
and who have the perspective and insights to lead in a way that incorporates both dimensions as the strategy is
developed. The steps described below are intended to provide the leader with techniques to do that. Taken
collectively, they define a process that incorporates both the analytical and human dimensions, while
challenging individuals throughout the organization to raise the quality and quantity of their strategic thinking
and their strategic leadership. Standardize vocabulary and agree on a toolset[ edit ] Strategy making that
enlists large groups of employees needs a common vocabulary and a common set of tools in order to be
effective. Deciding on a vocabulary is not difficult but it does need to be done with intent and with a sense of
discipline. Why and when is it used? In many cases, toolsets come with their own embedded vocabulary.
Some leaders use relatively more elaborate tools such as shareholder value add SVA , computer modeling ,
and scenario planning. Other leaders tend toward simplicity. What does the playing field look like now? What
has the competition been up to? What have we been up to? What is our winning move? There is a great deal of
useful vocabulary and many fine toolsets in the strategy marketplace and no shortage of advocates for one or
another of these. The important outcome is that the leader, as the executive leading the strategy process, needs
to select a vocabulary and a toolset, use it consistently over time and require others in the senior and middle
ranks of the organization to do the same. Finally, when deciding what vocabulary and toolset is best to use
while working across large populations, simpler is usually better. The simpler the language and the fewer the
tools, the more accessible the strategy becomes to larger groups of people and the more people can understand
it, know how they should think and talk about it, and identify how they can contribute. Some situations require
more sophisticated i. The right balance point between comprehensiveness and simplicity will provide enough
analytical complexity to adequately describe the marketplace, the customers, what you do and how you will
compete, but nothing more than that. Simplicity, where it can be found, makes a significant difference when
working across a large population. Broaden and strengthen senior managers as a strategic leadership team[ edit
] Broadening and strengthening the team at the senior levels of the organization begins with an honest
assessment of whether there actually is a working strategy currently in place and if there is, the state of
understanding and ownership for it in the organization. The lack of clarity and ownership deeper in the
organization leads to 1 misallocated resources because people are working at cross purposes, 2 excessive
leadership time spent correcting and clarifying the direction because others are not convinced or they fail to
understand it, and 3 poor execution of the strategy due to diffuse and differing priorities. Perhaps most
importantly it directly impacts organizational agility because there is no broad understanding and agreement
on the current strategy, so subsequent changes to the strategy make no more sense than the original agenda.
Leaders can address these dynamics by broadening out the understanding and ownership of the strategy to a
much larger group without sacrificing the sense of commitment at the top of the organization. Having this
larger group of managers accountable for successfully defining and executing a strategy is not only critical to
building winning strategies but if done in a way that includes both the analytical and the human dimensions, it
is incredibly energizing for the organization. This is especially true in those cultures and organizations where
the decision making is traditionally held more closely by a relatively small group of senior people. The
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mechanics of how to broaden the senior team will vary depending on cultural and organizational
considerations. In most cases, the process creates a group of 50â€” or more people who recognize that they are
collectively accountable for the success of the entire strategy and not just their piece of it. These steps lay the
foundation for partnering with the middle of the organization by setting the stage for the senior team to speak
with one voice to the middle managers. Build a strategy support team to serve as champions for the strategy
process[ edit ] With varying degrees of success, many leaders get their strategy making to this point and either
stop or their process stalls. A major reason is the lack of understanding and commitment to the steps required
to build more effective strategic leadership practices and a strategy dialogue in the operating groups below the
senior managers. These groups and especially their leadership teams frequently do not know how to proceed
and there is no consistent in-house resource to assist them. The net effect is the sense of excitement and
momentum that was generated at the top of the house in the earlier stages of the strategy process is lost and the
strategy team of employees is derailed before it is even gets started. One of the best ways to address this is to
identify and train a cadre of high potential line managers in the middle of the organization that can serve as
champions of the strategy process to those both above and below them. They do not replace the leadership role
of the senior teams in each of these operating group but they do serve as a critical additional resource that is
dedicated to creating momentum and fostering consistency. This can be especially important if the strategy
defined requires changes in the organizational culture as well as the business model. This resource also helps
to ensure that the day-to-day running the business is not neglected as the demands of building a large scale
strategy dialogue come into play. The make-up of this strategy support team SST generally includes 1 or more
people from each of the operating groups, usually 2â€”3 downs from the senior person. The skills and
behaviors required of these individuals are a blend of both the analytical and the human dimensions. Too
much emphasis on one dimension over the other undermines the effectiveness of the role. In partnership with
the senior team from their operating group, the members of the SST serve as a coach and guide for the strategy
process as it unfolds. In this capacity, they reinforce expectations and teach methods for building and
sustaining a strategy dialogue in their respective groups, ensure that the local strategy product being produced
is of a uniform quality including vocabulary and tools , and foster behavioral and organizational alignment
over time. Additional roles for these individuals might also include facilitator, tracker and chaser, success and
failure transfer agent across the businesses and writer when required. In addition to serving as a resource to
those around them, it is unique opportunity of the SST members to participate in the strategy discussion 2â€”3
levels above their normal level of discourse. It is also an excellent training ground for those involved and it
gives the senior executive direct access to the middle of the organization while observing the performance of
these high potential line managers. Building understanding and skills on topics such as the vocabulary and
toolset, marketplace dynamics and the associated ambiguity, strategy story telling and their own individual
strategic leadership strengths and weaknesses are all aspects of a process that can ignite a sense of
understanding and commitment across the middle of the organization in a way that leverages the human fabric.
A key insight that drives this outcome is the recognition that most middle managers regardless of cultural
background want to commit to something and belong to something that is more than who they are as
individuals. In all instances, providing the settings for these individuals includes asking them to be story tellers
of the organizational strategy to those around them. Doing this requires these middle managers to understand
and embrace both the analytical and human dimensions of the strategy making. It also creates a much smarter
and more prepared middle manager that has publicly committed to the strategy and is in a much stronger
position to make local decisions as the strategy evolves. Their needs center largely on context, community and
clarity. Engaging this group in a discussion of the basic business model and the organizational strategy
provides critical context and gives meaning to their work. Their participation in shaping the local strategy
builds understanding and ownership and a sense of partnership with the larger organization.
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Transforming Your Leadership Strategy Dates: Jun , | Oct , As organizations move away from a "command and control"
model to a more "cultivate and coordinate" model, executives can no longer rely on old ways of thinking about
leadership strategies.

Print This Post To be a great and effective leader, you need to be very clear on your vision, and what actions
you need to take to turn your vision into a reality. And, like an organization or a team, to be an effective
leader, you need to focus on the few key areas that will have the highest impact on turning your vision and
goals into a reality. Although this word is offensive to some, ultimately, we are talking about winning. And, as
any good coach will tell you, to win, you need to be willing to learn and then practice what you learn. The
more you are willing to learn and the harder you are willing to practice, the more successful you will become
at achieving your vision and goals. Although some people believe leaders are born, after dedicating 25 years to
understanding leadership, I am more convinced than ever that strong leadership requires continuously
learning, regularly accepting feedback, and consistently practicing what you learn. If someone feels they know
all there is to know about leading people, arrogance creeps in. This is bad news because arrogance is usually
received as condescending and people are less inclined to follow those whose communication style is
perceived as condescending. Like an athlete in preparation to win the game, leaders need to constantly hone
their craft to become more effective. Here are six ways to become even more effective in your leadership
approach: Who are the people you know or work with that are followed? The difference between leaders and
managers is that leaders may or may not have a title but they always have people who are motivated to
willingly follow them. Who are the great leaders who truly care about your success and have the guts to tell
you the truth? Clarify your leadership vision: If you were to die, what would you hope people would say about
you as a leader? Clarifying your vision will help you determine what areas you need to improve and what
areas will require more practice. Every day, you will be faced with operational tasks that take your time and
effort. Operational tasks are easy give you instant gratification as you cross them off your list. Great leaders
are committed to staying focused on doing the right thing and accomplishing their leadership vision. Build
your Emotional Intelligence: Your IQ is all about how intelligent you are. Your Emotional Intelligence is all
about opening your mouth, building strong relationships and achieving your goals. In the leadership business,
it boils down to this: A great example of this is when a leader leaves one organization and moves to another;
pay attention to how many of his or her direct reports choose to follow. Another great test for emotional
intelligence is whether or not your family, friends, boss, peers and direct reports feel comfortable telling you
the truth about your leadership and communication style. Collecting informal feedback on a regular basis,
participating in a Leadership Development Assessment every 12 to 18 months, and, most importantly of all,
taking action on what you learn from the feedback will all be good practice, helping you to improve your
leadership. Everyone would agree that treating people right is important. What is discussed a lot less is that
different people want to be treated differently. Some people need more praise and recognition; others want to
produce results by working as a high performing team; still others tackle their daily job by getting stuff done
and crossing stuff off their list. If that does not complicate things enough for leaders, some people want you to
tell them exactly what you want them to do, and then just leave them alone. Learn from your mistakes: I
recently went to a retirement party for a client. But how much practice does it take to become a great leader?
Malcolm Gladwell, in his book Outliers, gives us the 10, hour rule. That would be more than five years worth
of full time work, with each hour dedicated to practicing leadership skills. Even the masters never stop
practicing.
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Chapter 6 : Transforming Your Leadership Strategy | MIT Sloan Executive Education
Every leadership development strategy should be supported by the organization's entire talent development strategy.
Integrated talent development software facilitates leadership development from the time a new hire is onboarded,
continuing through the development process, and ultimately filling crucial leadership roles.

Share While some character traits indicate an inclination toward leadership capability, it is still a skill, and
skills must be developed in order to unleash their true power. However, I did have the passion, drive, and
vision to start my own businesses and identify people who looked to me for direction, inspiration, and
opportunity. Along the way, there were those that saw leadership potential in me and took the time to develop
that capability. Challenge Based on a sink or swim philosophy, throwing a challenging project or impossible
problem at someone with leadership potential is an ideal way to start the ball rolling toward leadership
development. This type of environment gives a potential leader the space to decide how to approach the
challenge, who can help, how to get that assistance, and if there needs to be alternative strategies. While some
may argue that it is better to reward than challenge, when it comes to leadership development, rewards only
reinforce existing behavior while challenges help a person to grow personally and professionally. By actually
working in every department or area of an organization, a potential leader can use this hands-on experience to
understand how every aspect of the company works as well as what is involved in fulfilling that role. Even
though they are rotating jobs or roles outside of their knowledge or skill set, they can still ask themselves how
it can be done better and incorporate this into how they would lead this particular group or function later on as
a leader. Mentor A mentor is someone who has already served in the role they are now helping another learn.
They have the experience, skills, and knowledge to share in a consultative role that offers direction, a listening
ear, suggestions, and resources. A mentor is often there to provide a soft landing should mistakes be made and
talk it through. Select someone within the organization that can help the prospective leader to see the company
and its members from a different vantage point. Expose While the word expose often brings to mind
something that involves risky contact like being exposed to a virus, the other context for this word involves
experiencing new things that alters perceptions. Coach Different than mentoring, a coach observes and
determines what a person does well and what they could do better before creating a game plan to enhance
performance. They may yell, but they will also be the first to congratulate a potential leader when they do
something well. A coach will wear a person out with constant exercises and training to make incremental
improvements. This coaching tactic is important because it focuses on the fundamentals of leadership, which
are so important to developing the skills to not only direct and delegate, but that are also critical to inspiring
and motivating people to listen, believe, and do. While on-the-job development provides the most effective
way to develop leadership skills, it does not hurt to incorporate a scholarly framework to the leadership
development process. Use webinars, sabbaticals, industry events, professional associations, and other learning
platforms to further their knowledge, experience, and skill set. An evaluation process points to areas for
improvement that can become the focus of ongoing development efforts. Knowing strengths and weaknesses
is a way to map out a strategy for improvements that further develop the strengths and overcome the
weaknesses of a leader. Dealing with failure will determine success. Support Often, a leader is viewed as the
pillar of an organization and one who has the strength of many. However, a leader is human and may make
many mistakes and misfires so they need encouragement from their colleagues to soldier on. The idea is that
the leader was willing to take chances and put themselves out there. Therefore, accepting this support is not a
sign of weakness; if anything, it shows that a leader is brave, humble, and understanding with his team when
they try something new or make mistakes. Listen Pay close attention to what the leadership candidate has to
say before providing them with information so you can shape what you tell them. Their questions may be
guide how you develop that leader. Likewise, show the prospect the fine art of active listening and teach them
why listening is often more important than talking when it comes to motivating others to achieve specific
results. Ask Pose questions to the potential leader that can help them to think more strategically or outside
their comfort level. While they may not be able to immediately answer, this gives them food for thought and
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ways to link what they are learning to what it means to be a leader. This also allows them to leverage their
own personal leadership style to a particular issue or dilemma. Once you identify those prime candidates, then
you can leverage these tactics as part of a thoughtfully implemented leadership development program within
your organization. He is currently the founder of Due.
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