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of companies offer no leadership
training

per year in untapped potential is forfeited
by the average company
is the amount of productivity lost
as a result of less-than-optimal
Leadership practices

What do you do to remain competitive?

The Case for Leadership
Development Programs
Studies have found that the most ﬁnancially successful organizations don’t recruit their leaders—
they develop them in-house. According to research highlighted in a LinkedIn® Learning guide,
61% of companies offer no leadership training even though the average company forfeits over $1
million per year in untapped potential and loses as much as 50% of productivity because of lessthan-optimal leadership practices. What to do to remain competitive?
If you want to remain a competitive force in your industry, statistics and research indicate that
you should seriously invest in your leadership development and training programs.
PROGRAM GOALS
TIED DIRECTLY TO
ORGANIZATIONAL GOALS
When you develop a comprehensive
leadership program, you’re able to
teach your employees the speciﬁc
skills that are relevant and necessary
for the ﬁnancial success of your
individual organization. For instance,
you can develop your future operations
managers to follow and develop
in-house procedures that are built
around the speciﬁc and customized

equipment, software, platforms,
infrastructure, procedures, and staff
you already have instead of hiring
an outsider who may not easily
understand what’s already in place and
will have a steep learning curve.
And you’ll be able to design leadership
programs that are strategically linked
to goals that promote productivity,
sales, lead generation, and more,
depending on each department and
function your organization has. The
ﬁnancial and operational goals your

organization wants to achieve with its
leadership programs is entirely at its
own discretion.

A HEALTHY POOL OF
ENGAGED EMPLOYEES
WHO STICK AROUND
If you develop leaders in-house, you’ll
always have a healthy pool of viable
candidates when a leadership position
becomes available. You won’t have
to take a risk on hiring an external
candidate who may not stay with your
3
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organization long or who may not be
a good ﬁt with your organization or
already established teams. And you
won’t have to waste time or money on
the entire recruitment and interview
process.
Did you know that employees who
don’t believe they can achieve their
career goals with a current employer
are 12 times more likely to leave?
And with brand-new employees, that
number rises steeply to about 30
times more likely. If employees know
their efforts will eventually lead to
a promotion if they stick with your
organization, they’ll remain more
engaged at work on a day-to-day basis
and will remain with your organization
much longer. More engaged employees
lead to higher productivity rates and
higher retention rates, which leads
to less money you’re spending on
replacing and training new hires.

DEVELOPS HIGHPERFORMING LEADERS
When you invest in your employees’
development and professional
advancement, they’ll become more
committed to your organization and
ensuring its ﬁnancial success because
its ﬁnancial success becomes a factor
of their own professional and ﬁnancial
success.
And when leaders become invested
in the success of your organization,
they’re more engaged and perform at
higher levels. They’ll take the time and
care to learn and develop the skills that
will continue to make them better and
more productive in their current and
future roles inside your organization.
They’ll also be better at leading their
teams and will remain continually

interested in learning more about how
they can continue to increase the
overall effectiveness and bottom line of
your organization.

DECREASES THE NEED TO
OUTSOURCE TALENT
Along with having a reliable and
consistent pipeline of engaged talent
if you develop your own leaders, you’ll
also decrease your need to outsource
talent for tasks and projects. For
instance, you’ll be able to develop your
own internal consultants, analysts, and
change managers with the appropriate
leadership programs in place. You
won’t have to hire or rely on outside
resources to determine the ﬁnancial
and operational success of your
organization.
You can simply empower your leaders
to learn and develop their own team
according to what’s needed for your
individual organization. You’ll have
already invested leaders and internal
teams dedicated to perfecting their
own practices and operations.

PROMOTES A CULTURE
OF LEARNING AND
COLLABORATION
If you encourage every employee
to participate in his or her own
development and to develop his
or her own leadership skills, you’re
encouraging an overall company
culture of learning, innovation,
collaboration, and growth. Instead of
waiting for someone to tell them what
to do, employees will feel empowered
to exhibit leadership whenever it’s
appropriate and beneﬁcial for your
organization—to seek their own
answers and solve their own problems.
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And if everyone is learning, innovating,
and growing and has the potential
to become a leader inside your
organization, employees will become
more supportive of one another’s
professional goals and will become
more collaborative on projects, as
opposed to feeling overly competitive
and combative when a position or
project becomes available. When more
employees feel empowered to hone
and exhibit leadership skills, innovation,
productivity, and your bottom line will
continue to grow.

PREPARES THE NEXT
WORKFORCE GENERATION
According to research highlighted in a
LinkedIn® Learning guide, Millennials
will account for 75% of the workforce
by 2025. And while Millennials value
leadership development more than
any other previous generation, 65%
of Millennial leaders feel unprepared
for their leadership roles, and 87%
of companies claim they don’t do a
great job at developing leaders at all
levels. So, if you want your organization
to attract and retain the best talent
for the current and next workforce
generation, you’ll want to invest in
creating the best leadership programs
possible. Doing so will ensure that your
organization remains competitive and
innovative and that it’s recognized as a
thought leader.
Ultimately, if you want your
organization to remain ﬁnancially
successful and competitive for years
to come, with a healthy bottom line,
there’s no question that you should
invest in developing the best leadership
development programs possible.
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Preparing Millennials for
Leadership Positions
We’re in the middle of a
substantial workforce gap.
As Baby Boomers and Gen
Xers proceed into retirement,
Millennials are taking over as
the largest portion of the U.S.
workforce, according to Pew
Research—leaving a huge gap
to ﬁll in terms of leadership.
In fact, a study by Deloitte
found that less than 27% of
Millennials believe they have
strong leadership skills. It’s
time for employers to start
thinking about succession
planning and how they

can prepare this younger
generation to take on
leadership roles. Here are
three speciﬁc ways to do just
that:
ADAPT TO THEIR
LEARNING STYLE
Training is a great way to develop
future leaders. Chances are you
already offer some sort of corporate
training, but you aren’t quite seeing
enough utilization among the younger
generation. One reason? They haven’t
been designed with Millennial behavior
and expectations in mind. Millennials
value learning and development, but
as a digital-ﬁrst generation in the
smartphone era, they’re accustomed
to instant access to information—the
ability to learn anytime, anywhere.

The corporate training programs
that tend to be the norm today often
involve outdated, instructor-led
sessions that can take up an entire
day or longer. Some companies have
implemented digital solutions, but even
those usually involve long, monotonous
digital lessons that don’t keep learners
engaged.
Instead, consider digital training options
that include mobile solutions and
microlearning that can be accessed
on-demand. Bite-sized content that is
available anytime, anywhere not only
helps learners retain concepts, but
ﬁts nicely into Millennials’ on-the-go
lifestyle.
Offer courses that can help them
develop soft skills needed in leadership
roles; like communication, strategic
thinking, team management, and more.
Combine this on-demand learning
with hands-on training and practical
5

insider report: High Potential Leaders

TOC

application for a blended solution that
incorporates the best of both worlds.

One signiﬁcant driver of retention

Make sure your company mission

with this group is company purpose.

emphasizes how you’re making a

EMPOWER THEM TO
TRY … AND FAIL

Millennials want to feel good about

difference in the world and show them

In addition to training, give Millennials
the opportunity to have real on-the-job
leadership experience. Millennials were
brought up in a culture where it’s ok
to try and fail, so they have a natural
inclination toward testing new ideas
and learning from any failures. Embrace
that mantra of trial and error and
empower your Millennial employees
to take the lead on a new project. If a
project fails, guide your employees to
use that as a learning opportunity to
quickly adjust their strategy based on
immediate results.
You can take this a step further by
having Millennial employees partner
with current leaders on a new idea.
With Baby Boomers and Gen Xers
exiting the workforce, there’s a
signiﬁcant knowledge transfer that
needs to happen. Partnering with
or consulting current leaders on a
new project allows Millennials to gain
that multigenerational perspective—
especially as they navigate through
failures. Plus, generational diversity
in leadership can often drive
disproportionately better business
results.

how their work directly ties back to
that mission. And if you don’t have

Partnering with
or consulting
current leaders on a
new project allows
Millennials to gain
that multigenerational
perspective—
especially as
they navigate
through failures.

any community impact initiatives, start
something. Even a small initiative like
offering employees the opportunity to
volunteer locally will have a big impact
on today’s talent.
Finally, it’s important to note that while
Millennials may not feel particularly
prepared for leadership positions, they
do possess a variety of qualities that
will indeed make them strong leaders.
Millennials are excellent team players,
they care about employees, and

their work and make an impact on
society at large. They’re more likely

they’re interested in making an impact,
to name just a few strengths. If you
take the time to invest in and develop

to stay at a company if they feel

these and other important leadership

personally connected to the work and

qualities, the future of your workforce

the mission.

will be in good hands.

IMPROVE RETENTION BY
FOCUSING ON PURPOSE
Because Millennials are the most likely
generation to switch jobs (according
to Gallup), one of the main facets of
developing your Millennial workforce is
ensuring they stick around long enough
to grow into management positions.
6
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Creating a Leadership
Program for Millennials
Millennials will make up 75% of the global workforce by 2025, yet very few organizations create
leadership programs for them. And as a result, around 40% of Millennials leave their jobs within
the ﬁrst 2 years to search for advancement opportunities elsewhere, costing businesses billions of
dollars every year.
Here’s how to create leadership programs that will retain Millennials now, while preparing them
for the future global workforce they’ll oversee.
EMPHASIZE ‘CAREER
DEVELOPMENT
OPPORTUNITIES,’ NOT
JUST ‘TRAINING’
A surprising 87% of Millennials claim
that professional or career growth
and development opportunities are
important to them when selecting and
keeping a job. However, slightly fewer
than one in two Millennials strongly
agree that they have been provided

with opportunities to learn and grow
in the past year. Additionally, most
Millennials don’t think development
opportunities should only come

include in your leadership programs for
Millennials:
• Cross-training involving different
departments

with tenure, and they prefer real-life,
hands-on training methods. They want
managers and trainers to ﬁnd ways to
invest in their futures, ﬁne-tune their
skills, and coach them to become the
best workers they can be today and
every day. Here are some things to

• Specialty projects for stakeholders
(e.g., annual reports, planning special
events)
• Opportunities to lead important
meetings and manage complex
projects
7
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OFFER OPPORTUNITIES TO
MAKE SOCIAL IMPACT
About three-quarters of Millennials
view business as a force for positive
social impact in the world. And they are
more likely to be engaged by businessled initiatives that positively impact the
globe in some capacity. By offering
opportunities to be involved with “good
causes” at the local level, employers
help their Millennials to start feeling a
greater sense of inﬂuence and to gain
the leadership experience they want.
Have them organize an event for an
organization your company sponsors,
ask them to manage marketing
materials for a social-impact event
on social media, or encourage them
to take on special business projects
where they can see the impact it
makes in the world. This is one of the
best ways to develop and retain your
future Millennial leaders.

Work with Millennials to design their
development opportunities, and always
provide them with clear performance
metrics and expectations. Millennials
are also keen on straight-forward
communication and they relish
feedback—and expect to receive it
often.
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Ultimately, if you want to create a
successful leadership program for
Millennial employees, make sure it’s
tailored to individuals, and empowers
them to be the leaders they want to be
for social impact.

40% of Millennials leave their
jobs within the ﬁrst 2 years

KEEP IT CUSTOMIZED AND
FLEXIBLE. THERE IS NO
‘ONE SIZE FITS ALL’
While Millennials want to be invested
in social-impact opportunities, they
still want leadership opportunities
that are catered to their speciﬁc
career trajectories and aspirations. So,
you’ll need to tailor your leadership
programs around each person in your
program, and make them ﬂexible
for when things change. This may
seem like a lot of work at ﬁrst, but
empowered Millennials will be happy
to tell you what they want to learn
and what role they want to own within
the next 5 years. On a rolling basis,
have them design a leadership path
for themselves, which you and their
supervisors ﬁne-tune and approve,
as they receive feedback and learn.
8
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Questions You Should Ask Candidates
for Your Leadership Program
The truth is, not everyone will be well-suited for your leadership
programs. And the more challenging your leadership program is,
the better each candidate on your roster needs to be. So, how
do you know if a candidate is ideal for one of your leadership
programs? Start by asking them the questions below.

HOW WOULD YOU
PERSUADE OTHERS TO
DO WHAT YOU NEED
OR WANT THEM TO DO?
When asking this question, be on
the lookout for candidates who seek
to intimidate or threaten others to

HOW WOULD YOU
DEAL WITH WORKING
WITH SOMEONE WHO
DOESN’T AGREE WITH YOU?
This question will let you weed out
candidates who don’t deal well with
conﬂict. Candidates who belittle
others, don’t care about getting along
with others, or who lack the conﬁdence
to handle conﬂict when it arises, will
not make effective leaders. Leaders
must constantly work with bosses,
teams, and employees whom they
don’t necessarily always agree with on
every little detail. But they still must get
the job done and lead a team to help
them get the job done, too. All effective
leaders can resolve conﬂicts and
differences with others (whether it’s
their superior, equal, or subordinate)
quickly, fairly, and efﬁciently, so that
everyone can get the job done.

HAVE YOU EVER HAD TO
COMPLETE A TASK YOU
DIDN’T KNOW HOW TO DO
BEFORE, AND HOW DID YOU
DEAL WITH THE SITUATION?
Great leaders know how to be
adaptable when faced with
assignments or tasks that they aren’t

necessarily familiar with or know how
to do. They’ll be ready to seek out
answers, try out new things, learn
along the way, and recruit others with
the right skills to help them. Candidates
for leadership programs should be
eager and willing to take on new
responsibilities at regular intervals and
should not shy away from challenges
or unfamiliar territory.

WHAT IS THE MOST
CHALLENGING DECISION
YOU’VE HAD TO MAKE
RECENTLY, AND HOW DID
YOU MAKE THAT DECISION?

make them comply with rules or
to take a desired course of action.
Effective leaders are also very effective
persuaders. They get others to agree
with them and their desired course of
action because they’re able to focus
on the beneﬁts for everyone involved,
and can exemplify their reasoning to
others and why they want them to do
something.
Overall, leadership candidates should
be ready to learn, make decisions, and
get along well with others.

Leaders can easily make rational
decisions and then stick by them.
This question lets you get inside each
candidate’s decision-making process,
to see if they have the necessary
skills. When they provide you with
an example, look for a structured
decision-making process that has solid
reasoning behind it. Candidates who
take too many risks and ﬂy by the seat
of their pants when making decisions
that inﬂuence other employees or your
organization could be catastrophic.
And someone who has never had to
make a challenging decision may not
be ready yet.
9
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3 Telling Assessments You Should
Give Your Leadership Candidates
About 75% of employees report that their boss is the most
stressful part of their job. And, to make matters worse, 85% of
executives aren’t conﬁdent in their leadership pipelines!
As you work to build a strong leadership pipeline for your
organization and select candidates for leadership training, have
them do these three tasks to see if they’re truly qualiﬁed for real
leadership roles.
1. LEAD A TEAM

tasks to the appropriate members
on their teams. They don’t

If you really want to get a feel for

micromanage employees or try to

how your candidates will lead,

do everything themselves. Instead,

give them an opportunity to lead

they provide clear expectations

a team for a small project. Great

and assign speciﬁc tasks to the

leaders are easily able to delegate

team members best suited to

complete them, focusing on each
team member’s strengths and
talents.
They also inspire their team
members to do great work, be
innovative, stay engaged, and
motivate one another. And they
relish opportunities to coach their
team members when necessary
but are never condescending or
dictatorial. Monitor your candidates
as they lead their teams to see
what they do and if they do some
or most of the things mentioned
here.

10
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2. ROLE-PLAY
To really gain insight into how
candidates will behave in stressful
situations they’ll encounter once
they’re in leadership roles, have
them participate in multiple mock
role-playing sessions that mimic
real-life scenarios they’ll encounter.
In one role-playing session, you
can conduct a scenario where you
act as a difﬁcult employee whom
the candidate must manage or

According to a
research study
conducted by Gallup,
a leaders’ emotional
intelligence affects
organizational
proﬁtability and
performance; they
must be able to relate
to and understand
customers and
competitors in order
to gain a competitive
advantage.

convince to do something they
really don’t want to do.
Pay attention to how they handle
the overall situation. Are they
empathetic and persuasive while
remaining professional? And in
another role-playing session, you
can act as an irate customer or
difﬁcult business partner who isn’t
cooperative. How do they engage

the challenging individual? Are
they able to sustain a professional
relationship while completing the
business task at hand?

3. COMPLETE A PROJECT
OR TASK THEY DON’T
KNOW HOW TO DO
When asking candidates to
complete tasks they don’t know
how to do, observe their overall
approaches and attitudes. Leaders
will seek out answers and help
from other resources when
necessary. They won’t clam up
or get frustrated. Instead, they
will remain focused and try their
hardest to ﬁgure out how to
complete their assigned tasks.

Be sure to make tasks within their
capability, however, to remain
fair and reasonable. For instance,
you wouldn’t want to ask an
accounting manager to code a
portion of a technology platform.
But it would be reasonable to ask
such candidates to conduct some
form of advanced ﬁnancial analysis
or projections that they don’t do
every day.
Assess your leadership candidates
by asking them to do the three
things mentioned above, and you’ll
be one step closer to building a
strong pipeline of leaders for your
organization.
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How to Weed Out Candidates Who Are
a Bad Fit for Your Leadership Program
Research suggests that it’s good for all employees to view
themselves as leaders. Even if they aren’t born with certain
leadership characteristics or qualities, people can learn. While
that may be true, it doesn’t mean everyone will be a good ﬁt for
your leadership program.

GIVE THEM A SAMPLE PROJECT
OR TASK TO COMPLETE
If you really want to see if candidates
are a good ﬁt for your leadership
program, give them a challenging
sample project to complete and see
what they do. Do they actively seek

Here are some things you can do to weed out candidates who
will be a bad ﬁt for your leadership program.

out information they don’t have readily

REVIEW ATTENDANCE RECORDS

CONSULT REFERENCES

successfully complete the project or

As a learning and development
professional, it is not your job to babysit
trainees. You can’t develop someone
who won’t show up. Therefore,
reviewing attendance records of
employees interested in your program
ahead of time is important. Barring a
family emergency or maternity leave,
leadership candidates should have an
impeccable attendance record.

One of the best ways to recruit topnotch leaders is to make sure other
people like working for and with them.
Have candidates provide references,
and then contact those references.
Ask managers what they like about
working with the candidate, as well
as their overall job performance and
disposition. Ask previous coworkers
what the candidate was like to work
with and if they would be comfortable
working for them in the future.

ANALYZE JOB PERFORMANCE
When reviewing leadership candidates’
job performance, be sure to look at
tangible metrics you can evaluate. For
instance, if a candidate is expressing
interest in becoming a sales manager
but consistently has low sales
numbers or doesn’t meet minimum
sales requirements, he or she may
need additional sales training before
enrolling in a leadership program to
be a sales manager. The leaders who
gain the most respect are those who
have already demonstrated themselves
capable, are able to coach their
employees, and who lead by example.

available? Are they able to work with
others and inspire action? Do they
task on time?
Selecting the right candidates for your
leadership program is essential. Use
the tips above to weed out candidates
who may end up being a bad ﬁt for it.

PAY ATTENTION TO WHAT
THEY SAY AND DON’T SAY
Ideal candidates for a leadership
program will use “we” and “us” more
than “I” when providing examples of
projects or tasks they’ve done that
they’re proud of in the past. They’ll
recognize others who have helped
contribute to their successes and will
have a more team-oriented approach.
They will also exhibit body language
that suggests they are conﬁdent and
not timid or shy, but that also shows
they aren’t too arrogant, either.
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