What Got You Here, Won’t Get You There
The importance of developing aspiring leaders
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One of the most significant challenges faced by organisations is how to support and enable a smooth and seamless transition
to team leadership roles.

The technical skills and abilities that were critical to individuals in the past, contribute only 15% on their ability to make an
impact today. So what about the balance of 85%? Just what are those skills, knowledge and behaviours critical to successful
first time / line leadership? And how can organisations support and enable leaders on their leadership “journey”.

Producing a list of critical behaviour, skills and knowledge consistent with effective first time/line leadership is easy. However
the reality of acquiring, developing and applying them as and when situations arise is another story. So just what can
organisations and existing leaders do to ensure first time / line leaders are provided with the best possible chances of
success?

Organisations surely need a representative, meaningful and user friendly definition of what effective first time / line leadership
looks and feels like. If we embark upon the leadership journey with no destination we will for sure arrive there.

This framework should consist of no more than six categories that accurately describe what outstanding leadership consists
of. These leadership competencies then need to be used for key HR practices — recruitment, selection and development of
leaders in the organisation.

Having identified the key leadership competencies we then need to ensure the most cost effective ways of measuring and
developing aspiring new leaders. However just how many organisations actually have an aspiring leader development
programme? The dangers of not having programmes to prepare and develop leaders are numerous and have significant
implications.

Organisations must take full advantage of existing skills and knowledge which are evident in their leadership team. Training
leaders as coaches and mentors and supporting them through coaching supervision is critical to developing “home grown”
talent.

It is also important for aspiring leaders to appreciate the importance of committing to self-development: Taking personal
responsibility for continuing professional development rather than constantly looking upwards for things to be “done to and for
them”.

There are numerous examples of organisations that wish to short circuit the process and adopt an Elastoplast quick fix
solution — to development. Bringing about sustainable change requires a longer term and more focused approach. Personal
development is a journey not an event.

If we are serious about enabling individuals to successfully navigate their way on the leadership career we must surely
prepare them for the journey. Having an aspiring leader’s development programme which incorporates a variety of learning
processes is just sound economic business sense. Engagement and sustainable commitment of all interested parties to the
development of new leaders is of upmost importance.

You can only really influence an outcome — make a difference - by being on the “field of play”.
Enable people to move from spectatorship to positive ownership.

GTC has significant experience in the design, implementation and evaluation of leadership development programmes. We
would be delighted to speak to any organisations that have an interest in developing this most valuable and precious
resource.

For more information about GTC, visit www.thegtcgroup.com.
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