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EVERYONE knows this famous “mis-

quotation” from Shakespeare’s
Hamlet. In the play, Hamlet is mus-
ing on the merits of living or dying
- but that is certainly not the pur-
pose of this article,

Here, my two Bs stand for “Buy or
Build..” now, that is the question.
When it comes to leadership in an
organisation, a question that is often
asked by CEOs and their boards is
“Are we better off trying to build our
own leaders or should we just buy
from the market?”

Not surprisingly, the best firms
adopt both strategies - but around
the region we are seeing greater

aghams being placed on “building

leadership” from within the compa-
ny. As a former CEO of mine was
fond of saying, “This is the rice we
have and we have to cook with it.”

Since building your leadership tal-
ent requires considerable invest-
ment from your company in terms
of resources - people, time, opportu-
nity costs and money - and it is not
an easy thing to do, you need to
make sure that you do the best pos-
sible job. How do you invest your
money wisely, and really work to
harness the rewards?

As research indicates (see my last
column), the return on investment
(ROI) for effective leadership is truly
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To B or not to B...

very high, so the question is "How
do you maximise the value of your
investment?”

Here are some global, best-prac-
tice leadership development recom-
mendations.

Leadership is not generic - there is
no ‘“one-size-fits-all" leadership
model. Every organisation and com-
pany is unique and approaches its
business in a different way. The best
leadership development pro-
grammes are contextualised to the
needs of the business or organisa-
tion. As such, leadership require-
ments - for each different organisa-
tion - need to be very clear at the
start of any development pro-
gramme,

What are you really looking for
from your leadership team given the
state and nature of your business
and the competitive environment
that it operates in? What skills, apti-
tudes and attitudes do they need?
What characteristics do you want
them to demonstrate?

Once the organisational require-
ments are clear, each member of the
leadership team needs to know how
they “stack up.” How are they doing
= at this moment - with respect to
the leadership requirements?

Ideally this should be assessed by
the most powerful of tools - the
Multi-level Review or 360! The 360
provides each participant with the
feedback or view of the people who
are in the very best place to observe

- geers. diTr%ct reparts. customers
and bosses, There is no running away
from this feedback.

Armed with knowledge nf lheir

current standing, partici
ready to start their leadership dwel-

opment journey.

Research shows
that leadership
development isa
‘process - not an__
event’.

Research shows that leadership
development is “a process - not an
event”, It takes time and practice to
develop and hone new skills and
g e o e

suggest ta about nine
months to a year and starts with an
individual understanding more
about the individual's natural lead-
ership style and what it means to be
an authentic leader.

During the programme, individu-
als can enhance their “gifts”, elimi-
nate their blind-spots and develop
the characteristics sought by their
organisation. ndemmnd

In essence, gain u
ing of their * leishlp
make choices about how they can
“grow their brand”.

In addition to learning more about

should spend time Ieammg about
Leading Others and Leading the
Organisation as they progress on
their journey.

Leadership Development journeys
should be focused on creating last-
ing behavioural change back in the
workplace - this is the fundamental
measure of success for all pro-
grammes.

To achieve this, the best leader-
shilr development programmes
build an element of coaching into
the programme from the start. We
have found that on-the-job practice
and coaching is the necessary ingre-
dient that facilitates the change in
behaviour.

Thema!quesuuuts“l-luwduﬂle
participants get the coaching that
they require?” Are the most senior
leaders of the organisation well-

equipped to provide the coaching?

-Not usually. Either they don't have

the time or they don't have the skills
- or both! Ideally cuachmg is pro-
vided by internal supervisors and
mentors and this can have a power-
ful impact.

For this reason, we always recom-
mend that the leadership develop-
ment journeys start “at the top” and
cascade through the organisation -
this the best situation for
emerging leaders to experience

developmental coaching from their
SUpervisors, J
Even if there is coaching from

internal resources, we also recom-
mend at least four one-hour coach-
ing sessions with an external coach
for the duration of the
This provides a objective,
extemal sounding boardsmgndbeﬁ
opportunity to practise

trying them out in the

One final element that should be
lnm ated into the Ieadersl:up

evelopment programme is an
ﬁctionLeammng

This provides the particpants with
an opportunity to work on projects
that are significant to the organisa-
tion. They offer participants the
opportunity to develop strategi
skills and can good ROl
tl'ienrgamsauun.'l'l'leyalsopmwdea
venue for peer coaching and feed-
back and the chance to hone team
leadership and team participation
skills.

In summary, a contextualised,
business-relevant journey contain-
ing coaching against clearly defined
leadership attributes will do much
to develop the leaders of tomorrow.
Whether they will “B or not B”
depends on the decisions you take
today!

® Graeme Field believes that key
skills such as strategic agility, manag-
ing vision and purpose, and motivat-
ing others can be leamnt. These skills
are important because as Warren G
Bennis says, Ieadershlplsmempm
ty to translate vision into reality.”



