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Introduction

In  the  new  world  of  business,  the  identity  of  leadership  is  rapidly  changing.  Although  traditional  
competencies  such  as  integrity,  vision,  judgment  and  people  development  are  still  relevant,  
organizations  needing  to  develop  leaders  must  look  beyond  the  conventional.  They  must  create  an  
environment  that  allows  high  performers  to  grow  professionally  and,  ultimately,  develop  new  skills  
that  will  lead  businesses  into  the  future.  

Developing  and  building  leaders  at  all  levels  of  an  organization  is  hard  work.  However,  the  
rewards  are  worth  it:  lower  employee  turnover,  higher  workforce  empowerment,  increased  work  
productivity  and  successful  execution  of  business  goals.1  Senior  executives  are  acutely  aware  that  
achieving  these  business  goals  and  gaining  organizational  stability  depends  on  stocked  talent  

Unfortunately,  newly  minted  college  graduates  haven’t  earned  the  degrees  and  skills  employers  

2  It’s  a  rough  new  world  out  there.

Faced  with  this  new  reality,  organizations  must  take  a  step  back  and  reevaluate  how  they  assess,  
develop,  engage,  attract  and  mobilize  current  and  future  leaders  while  widening  their  leadership  
audiences.  Organizations  must  extend  development  initiatives  outside  of  the  C-­suite  into  every  
level  within  a  company’s  structure.  To  truly  have  an  impact  on  business  goals,  talent  management  
and  development  must  be  a  high  priority  and  a  continual  process  that  happens  throughout  the  
employee  lifecycle,  not  just  during  periodic  training  events.

The  demand  for  quality  leaders  has  become  a  critical  
talent  issue  facing  global  companies  in  this  new  era  
of  business.3  And  as  organizations  try  to  grow  amid  
the  uncertainties  of  the  global  recession,  they  must  
explore  and  implement  new  talent  management  
processes  to  ensure  that  leaders  develop  the  skills  
and  competencies  they  will  need  to  tackle  the  
business  challenges  of  today  and  tomorrow.

The  Cost  of  Ineffective  Leadership
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How  Has  Leadership  Changed  in  the  New  World    
of  Business?

candidly  talked  about  the  impact  of  stagnant  hiring  numbers  and  of  baby  boomers  leaving  the  

it  isn’t  that  new  employees  aren’t  trying  to  enter  the  workforce  every  day;;  it’s  that  none  of  them  
have  the  skills  and  competencies  that  employers  want.5  It’s  as  if  an  entire  contingent  of  leaders  
vanished  during  the  recession.  

organization,  they  face  increased  employee  losses,  the  inability  to  attract  and  retain  key  talent  
and,  ultimately,  widened  gaps  in  their  leadership  pipeline.6  How  do  organizations  close  these  

7  

still  relevant  for  tomorrow’s  leaders;;  however,  the  competency  gap  for  today’s  leaders  lies  in  a  

  empower  workforces  and  are  more  likely  to  boost  
performance  and  productivity,  ensure  cascading  goal  alignment,  increase  employee  retention  and,  
ultimately,  sustain  engagement.   

If  organizations  are  going  to  survive  and  thrive  in  this  new  business  environment,  they  have  to  
start  building  such  leaders  rather  than  trying  to  acquire  them.  Today’s  successful  leaders  must  be:  

   Authentic:
No.  1  priority,”  deeds  speak  louder  than  platitudes.  
Today’s  leaders  need  to  be  able  to  authentically  
connect,  communicate  with  and  empower  
employees.   

   Great  Communicators:  Organizations  need  to  
build  leaders  that  articulate  a  company’s  short-­  and  
long-­term  business  goals,  strategies  and  vision  to  
multiple  employee  levels.  They  also  need  leaders  to  
actively  listen.  

6  Ibid.

exercise  of  power  but  by  the  capacity  
to  increase  the  sense  of  power  among  
those  who  are  led.  The  most  essential  
work  of  the  leader  is  to  create  more  
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   Inspiring:  The  knowledge-­based  workers  of  
tomorrow  require  new  and  innovative  methods  of  
coaching  and  motivating  employees.  Organizations  
will  need  to  build  leaders  that  understand,  harness  
and  manage  the  intrinsic  motivations  of  employees.  
In  his  book  

century  workplace  actually  won’t  in  the  contemporary  

are  the  intrinsic  motivations  of  autonomy,  skill  mastery  
and  sense  of  purpose.11  If  organizations  are  going  
to  build  leaders  that  inspire  motivation,  business  
leaders  need  to  know  how  motivation  really  works  
in  creating  a  high-­performance  work  environment  in  
which  employees  are  empowered  to  achieve  business  
objectives.12  

   Collaborative:  The  nature  of  how  people  work  

than  individual  performance)  will  be  valued,  rewarded  
and  practiced  more  frequently.13  Organizations  must  
develop  leaders  that  are  able  to  foster  and  manage  

setting  but  in  the  virtual  world  as  well.

   Globally  Focused:
that  have  the  ability  to  lead  and  manage  a  global  

must  be  sensitive  to  cultural,  religious  and  political  
diversity.  Organizations  must  build  leaders  that  can  
manage  all  of  the  moving  parts  and  then  lead  those  
parts  to  execute  business  goals  and  strategies.   

   Technology  Savvy:  Organizations  work  in  a  world  where  technology  is  king.  Companies  
must  develop  leaders  that  understand  how  technology  impacts  every  part  of  the  business,  
from  managing  employees  and  fostering  collaboration  via  social  media  to  knowing  how  new  
technologies  affect  production  time  and  diversify  point  of  sale  methods.

16  Ibid.

Keeping  Talent  Mobile

One  of  the  most  important  leadership  
and  talent  management  challenges  in  
organizations  is  talent  mobility  –  the  
ability  to  proactively  and  strategically  
move  people  from  role  to  role  
throughout  an  organization.15  Talent  
mobility  is  strategic  because  it:

deep  skills

building  a  career  in  the  business

managerial  and  professional  roles

new  people

types  of  talent  mobility  that  create  value  
for  employees  and  employers:16  

assignment
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To  build  leaders  that  possess  the  skills  and  capabilities  to  successfully  navigate  the  global  
business  challenges  of  today  and  tomorrow,  organizations  must  have  the  talent  management  
tools,  processes  and  culture  to  support  ongoing  learning  and  development  initiatives  across  all  
job  roles  within  the  organization.  

Building  Tomorrow’s  Leaders  

developing  leaders  –  empowering  employees  to  build  a  career  within  a  business,  stocking  talent  
pools  with  deep  skills  for  managerial  and  professional  roles  and  reducing  the  time  and  cost  of  
training  new  people.17  

Organizations  that  fail  to  use  talent  management  to  develop  leaders  will  be  unable  to  build  the  
leaders  they  need  to  achieve  future  business  goals  and  gain  organizational  stability.  

Identifying,  assessing,  developing,  engaging  and  mobilizing  future  leaders  is  a  continual  process  
known  as  career  pathing.  Creating  employee  career  paths  helps  organizations  drive  engagement  
and  retention  by  developing  leadership  potential  through  access  to  internal  job  openings,  learning  

with  the  organization.

   Onboarding:  
The  use  of  assessments  enables  employers  to  identity  high  potentials,  group  new  hires  into  

in  the  assessment  results.  It  also  allows  the  employer  and  employee  to  align  development  
goals  with  business  strategies,  ensuring  a  relationship  of  reciprocal  interests  while  maximizing  
development  opportunities.  

   Performance  management:  Having  a  performance  management  system  is  critical  to  

against  personalized  learning  and  development  plans,  onboarding  assessments  and  talent  pool  
peer  groups,  employers  have  the  opportunity  to  evaluate  development  progress  and  realign  
individual  performance  with  the  business  goals  and  strategies  of  the  organization.  It  also  gives  
them  the  chance  to  readjust  learning  and  development  plans  based  on  individual  needs.  

   Learning  management:

management  is  a  fruitless  endeavor  when  development  plans  are  randomly  assigned  or  poorly  

leaders  that  are  capable  of  tackling  global  business  challenges,  then  they  must  actively  identify,  
address  and  minimize  skills  gaps  across  an  organization.  
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   Succession  management:  Identifying,  assessing  and  developing  future  leaders  and  other  
strategic  talent  are  imperative  to  competing  in  the  global  marketplace.  To  do  this  effectively,  

recruiting  and  employee  succession  planning.  Succession  management  ensures  that  the  right  
people  are  promoted  to  the  right  positions,  and  it  channels  the  right  candidates  into  the  right  
talent  pools.  

premier  consumer  packaged  goods  sales  and  marketing  agency  that  represents  more  than  

groom  the  future  leaders  of  its  organization.

performance  management,  which  is  used  to  assess  an  
employee’s  ability  to  accomplish  key  business  goals.  Once  

management  program.  

to  track  development  progress  and  identify  retention  issues  

performance  management  and  succession  planning.  

development  managers,  which  is  a  critical  role  within  the  

minted  college  graduates  for  business  development  roles.  

management  technology  to  help  employees  across  the  
company  build  the  competencies  they  need  to  be  masters  
of  their  craft.

it  was  hard-­pressed  to  identify  key  talent  within  the  organization  for  leadership  or  business  

the  talent  health  across  the  organization  on  a  monthly,  quarterly  and  annual  basis.  

Using  talent  management  tools  and  processes  like  performance  management,  succession  

The  Power  of  Talent  Pooling

Talent  pooling  focuses  succession  
planning  on  leadership  and  other  
critical  positions  rather  than  
management  hierarchy.

Talent  pools  can  be  created  for  
certain  attributes  –  commonly  
high  potentials  or  high  performers.  

into  talent  pools,  management  
can  closely  monitor  their  career  
paths,  track  their  learning  and  
development,  and  keep  an  eye  on  
their  retention  risk.

Talent  pools  can  then  be  a  preferred  
candidate  source  for  any  open  
leadership  or  critical  positions.
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No  Employee  Left  Behind
In  the  past,  programs  for  developing  and  molding  leaders  were  often  focused  narrowly  on  upper-­

Forward-­thinking  organizations  are  beginning  to  allocate  talent  management  funds  and  resources  
for  leadership  development,  process  training  and  other  programs,  across  organizations.   

As  companies  look  down  the  chain  to  develop  and  build  future  leaders  from  within  the  

development  professionals  are  designing  and  implementing,  they  need  to  consider  the  appropriate  
topics,  skill  levels  and  learning  objectives  for  each  tier.

Executives:  At  the  executive  level,  learning  and  development  programs  need  to  have  a    
higher  emphasis  on  organizational  vision,  culture-­building,  leadership,  business  strategy    
and  strategic  thinking.   

Senior  managers:  The  focus  is  primarily  on  senior-­level  managers  running  the  business.  
  
  

how  a  company  runs.   

Midlevel  managers:  Development  for  midlevel  managers  should  continue  to  build  on    
core  management  capabilities  while  encouraging  coaching  and  mentoring  opportunities.    

  
  

level  need  to  be  encouraged  to  stay  current  with  best  practices  and  innovative  business    
models  as  well  as  to  develop  critical  thinking  skills  needed  to  compete  and  thrive  in  today’s    
global  business  environment.21  

Frontline  managers:  Training  and  development  for  frontline  managers  should    
address  foundational  management  skills  to  help  new  managers  transition  from  an  individual  
contributor  role.  Frontline  managers  should  focus  most  of  their  development  time  on  tactical    

  
deadlines  are  being  met.22  

Employees:
employees,  organizations  must  help  their  people  establish  clear  goals,  develop  relevant  career  
paths,  build  competencies  and  realize  mobility.23  Company  leaders  need  to  be  able  to  provide  

workforce  growth  and  development  aligned  with  business  growth  goals  leads  to  retention,  
empowerment  and  a  sense  of  purpose.  
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Conclusion
Developing  and  building  leaders  that  will  be  able  to  tackle  
current  and  future  business  challenges  is  a  tall  task  to  
conquer,  especially  when  done  at  every  level  within  an  
organization.  However,  many  forward-­looking  companies  have  
taken  this  route  and  are  already  reaping  rewards,  including:  

   Use  of  talent  management  technology  to  its  fullest  potential

   Stocked  talent  pools  and  brimming  leadership  pipelines

   Creative,  innovative  solutions

   Higher  product  quality  

leaders,  none  of  these  things  are  possible.  Shaping  and  building  leaders  is  more  than  identifying  
successors;;  it’s  about  building  a  culture  that  attracts,  hires  and  retains  great  employees.

Developing  and  building  leaders  across  your  organization  is  really  about  fostering  a  high-­
performance  company  with  an  environment  that  allows  high  performers  to  achieve  mobility,  grow  
professionally  and,  ultimately,  lead  your  business  into  the  future.  In  order  to  manage  and  execute  
all  of  these  things,  you  need  integrated  talent  management  solutions.

Cornerstone  OnDemand  is  ready  to  help  you  put  the  leadership  tools,  processes  and  culture  

building  when  you  are.

About  Cornerstone  OnDemand  
Cornerstone  OnDemand  is  a  leading  global  provider  of  a  comprehensive  learning  and  talent  management  solution  

platforms  for  learning  management,  enterprise  social  networking,  performance  management,  succession  planning  
and  extended  enterprise.  Our  clients  use  our  solution  to  develop  employees  throughout  their  careers,  engage  all  
employees  effectively,  improve  business  execution,  cultivate  future  leaders  and  integrate  with  their  external  networks  
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courses  across  multiple  levels  within  

should  keep  in  mind:

with  every  level  of  employee.

knowledge  and  experience  should  
be  assessed  and  addressed.

opportunities  are  geared  toward  
different  levels  of  employees.

change  and  increase  with  
sophistication  as  leaders  move  up  
in  development.  


