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AGENDA May 20

CTDO Next

• Monday, May 20

1:30 pm Opening remarks and review agenda, John Coné
1:45 pm Opening remarks from Tony Bingham, CEO and President, ATD
2:00 pm Thought leader keynote and Q&A, José Andrés
3:45 pm Break
4:00 pm: Member discussion and action planning
• The Future of Leadership Development – Tim Tobin
• TD’s role in the Digital Transformation – Tamar Elkeles
• 5:30 pm: Program concludes
• 6:00 pm Dinner at Oyamel Cochina Mexicana
•
•
•
•
•

CTDO Next

Tony Bingham, CEO and President, ATD

CTDO Next
José Andrés, author, educator,
television personality, humanitarian,
and chef/owner of ThinkFoodGroup.
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• Monday, May 20

•
•
•
•

1:30 pm Opening remarks and review agenda, John Coné
1:45 pm Opening remarks from Tony Bingham, CEO and President, ATD
2:00 pm Thought leader keynote and Q&A, José Andrés
3:45 pm Break

• 4:00 pm: Member discussion and action planning
• The Future of Leadership Development – Tim Tobin
• TD’s role in the Digital Transformation – Tamar Elkeles

• 5:30 pm: Program concludes
• 6:00 pm Dinner at Oyamel Cochina Mexicana

Are you satisfied with leadership
development in your organization?
YES

What are the best/most
effective elements?

NO

What needs to change?
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WHY LEADERSHIP?
Since 1986, in one form or another, i4cp has conducted a “Critical Issues Survey” to
determine what human capital topics were the most critical in major organizations,
based on an index that takes into account both the importance and effectiveness of
nearly 90 human capital issues. Every year, with unbelievable consistency, approximately
85% or more of the participants ranked leadership development as “high or very high” in
importance for their companies.
And every year, 25% or less reported that their organizations managed leadership
development effectively.

Phrased another way: for 30 years, leadership development has been ranked either #1 or
#2 on i4cp’s “critical issue index”—there has been absolutely no movement despite
massive investments in leadership development—it’s a multibillion dollar industry that
apparently has little effect.
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WHY LEADERSHIP?
When more than 500 executives were asked to rank their top three human-capital priorities, leadership
development was included as both a current and a future priority. Nearly two-thirds of the respondents
identified leadership development as their number-one concern. (The Conference Board)
US companies alone spend almost $15 billion annually on leadership development. Colleges and
universities offer hundreds of degree courses on leadership, and the cost of customized leadershipdevelopment offerings from a top business school can reach $150,000 a person.
(Bersin by Deloitte)
Only 7 percent of senior managers polled by a UK business school think that their companies develop
global leaders effectively. (Ashridge Business School.) One US poll by i4cp put the number at 11%.
(Institute for Corporate Productivity)

About 30 percent of US companies admit that they have failed to exploit their international business
opportunities fully because they lack enough leaders with the right capabilities. (McKinsey Quarterly)
Slide 8

WHY LEADERSHIP?
Blanchard Company Research:

•
•
•
•

Less-than-optimal leadership practices cost the typical organization as much as 7% of total annual sales.
Between 9% and 32% of voluntary turnover can be avoided through better leadership skills.
Better leadership can generate a 3-4% improvement in customer satisfaction scores and a
corresponding 1.5% increase in revenue growth.
Most organizations are operating with a 5-10% productivity drag that better leadership practices could
eliminate.

Gallup:
• 30% of employees are actively committed to doing a good job. 50% of employees merely put their time in,
while the remaining 20% act out their discontent in counterproductive ways, negatively influencing their
coworkers, missing days on the job, and driving customers away through poor service. The 20% group alone
costs the U.S. economy around half a trillion dollars each year. The single greatest cause for employee
disengagement? Poor leadership.
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WHY LEADERSHIP?
From Leading People, Rosen and Brown:
Findings from more than a dozen studies that focused on leading companies from the Forbes 500, Fortune 500, seven
hundred privately-held firms, and interviews at the three thousand largest companies in America, found that current
leadership is costing American companies more than half their human potential.

From Harvard:
A study on the effectiveness of
2,865 leaders in a large
financial services company.
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Transformation:
DRIVERS:

The Democratization of
Leadership

Flatter organizational structures
More authority being spread across teams
Temporary leadership based on special expertise
and experience.
Increasing transparency (democratization of information)
More outsourcing
Proliferation of networks
Multiple temporary & permanent partnerships
Demands for speed and nimbleness
French philosopher & historian

Organizations are responding by pushing authority to the lowest
possible level, by breaking up traditional power centers into smaller
and smaller components, and by vesting authority in teams.
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Human Implications:
Working Assumptions:
As talent development professionals, we must drive the
democratization of leadership development.

The Who, What & How of
Leadership Development
Must Change

Leadership development is also about reinforcing culture.

Our perspective must change from focusing just on
individuals to enabling collective leadership.
Don’t just organize around hierarchical positions. Create
tools and support around critical leadership moments that
face people everywhere in the organization.
Though there are legitimate reasons to identify high
potential employees, operate on the assumption that
everyone has leadership potential that, if realized, could
be critical to our success.

Note: The where and when have already
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Changed – to always and everywhere.

Necessary Changes - WHO
LEADERSHIP DEVELOPMENT WILL NOT BE LIMITED TO
A PROGRAM OR PROGRAMS AIMED AT THE TOP OF
THE HOUSE AND SOME HIPOS.
LEADERSHIP DEVELOPMENT WILL ALSO BE
RESOURCES MADE AVAILABLE TO EVERYONE SO
THAT LEADERSHIP CAN DEVELOP WHEREVER IT
RESIDES IN THE ORGANIZATION.

Necessary Changes – WHO (gets developed)
•

Drive the democratization of
leadership development.

•

Shift focus from developing only selected
individuals to enabling broader leadership.

•

Don’t just organize development options
around hierarchical positions/transitions.

•

Create tools and support around critical
leadership moments that face people
everywhere in the organization.

•

Operate on the assumption that everyone has
leadership potential that, if realized, could be
critical to our success.

Necessary Changes – WHAT (is our focus?)
Working Assumptions:
•

Leadership Development is for everyone.
-If leadership is broadly based, alignment becomes more critical.

•

Leaders must be learners.

•

Leadership development, like all development, requires assessment , especially self-assessment.

•

The two broad purposes for LD are skill building/performance enhancing and reinforcing culture and values

•

Leadership is a complex collection of many skills and attributes.

• It is influenced by the culture systems and processes of the organization being served and by the people being led.
•

Traditional leadership development programs can still:
• Create alignment throughout the leadership group
• Share critical knowledge simultaneously
• Insure shared vision and purpose

New Capabilities
OR NEWLY IMPORTANT ATTRIBUTES/CAPABILITIES?

New Capabilities
OR NEWLY IMPORTANT ATTRIBUTES/CAPABILITIES?
Authenticity

Purposefulness

Coachability

Coaching

Collaboration

Experimentation

Human-Machine Collaboration

Self-Awareness

What do YOU see as
needed capabilities?

New Capabilities
A different kind of
leadership model……

…in
Constant
Flux

A Player Coach…
…of a Virtual Team…

QUESTIONS TO ASK:
-What else has to change about leadership development as it is done today?
-Are there systems, tools, and even capabilities that we need but lack?
-What and where are our areas of deep technical expertise, are they the right ones, and how are
we maintaining them?
-Have we got the systems and processes in place that we need to influence far-flung and diversely
motivated teams?
-Do we have a plan to maintain and grow the critical capabilities in the face of constant turnover?
-Do we know how to apply the same tools and techniques that everyone else does in ways that
uniquely supports the culture of our company and the “company-peculiar” roles of the leaders?
-Do we know how to create the precurser to leadership development - leadership alignment?

Necessary Changes - HOW
• Always and everywhere
• Flexible

Decisions / Actions

with Consequences

• Contextualized and experiential

• Much less programmatic and much more imbedded
• Much less expert based and much more self-guided

Acquisition of

Reflection

Knowledge

• Less roadmaps and career paths and more personalized
development .
• More user generated and co-developed
• More in team settings.

• Leadership development will be applied.

We’ll have to
provide new
tools &
support!
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Necessary Changes - HOW
We can create processes systems and tools to help individuals….
Knowledge Acquisition:
Assess current capabilities
Define success
Self-Direct development activates
Reflect

ID leadership development goals
Find the best resources
Own the development process
Measure outcomes

Decisions / Actions

with Consequences

Applying the Knowledge:
Select the best situation to apply new knowledge
Thoughtful and complete application
Own the decision/action and the results
Understand their contribution from start to finish
See the consequences of their actions/decisions
Plan practically for future application

Acquisition of

Reflection

Knowledge

Reflection :
Fully and accurately replay the situation on their own
Get feedback from everyone affected
Evaluate for strengths and opportunities?
Plan for re-use and/or develop alternatives for the future
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Necessary Changes –

Processes systems and tools
Applying the Knowledge:
•
•
•
•
•
•

How real is the application and how complete?
To what degree have do they own the decision?
Were they involved in the application from start to finish?
How direct is the link between their actions/decisions and consequences?
How real is the consequence?
Are they motivated to try something different or new?

Necessary Changes –

Processes systems and tools
Knowledge Acquisition:
•
•
•
•

What does success look like?
What needs to be developed or changed?
Do they recognize their development need?
Do they accept ownership for changing their learning?

Necessary Changes –

Processes systems and tools
Reflection :
•
•
•
•

Does each leader have the ability to replay the situation on their own?
Does each leader have the ability to develop alternatives on their own?
Have they received feedback on what worked and what didn’t?
Have they evaluated their own performance for strengths and opportunities?

How does this fit (or not) with your current perspective and understanding
A challenge for leaders to take that first step is accepting they have something to learn.

Necessary Changes - Accelerators
We believe the learning cycle can be accelerated in a number of ways. These “accelerators” can
be used independently or jointly. We’ve focused our energies on three accelerators:
Actively enrich the quality and focus of each step.
Enable direct accurate feedback and coaching.
Actively identifying leaders wherever they emerge.
Need for purpose/intent. Go into an activity with the intent to learn and a plan for how to do so.
Consider involving others for feedback and to check yourself.

