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ABSTRACT

Effective leadership development and succession planning are
essential for an organization’s long-term success and sustainability.
These processes ensure that organizations have a pipeline of capable
leaders who can drive the business forward, maintain continuity
during leadership transitions, and foster growth. This article explores
the importance of leadership growth and succession planning, the
challenges organizations face in implementing these strategies, and
the best practices that can enhance their effectiveness. Key elements
of leadership development include personal growth, skill development,
mentoring, and practical experience, while succession planning focuses
on talent identification, leadership nurturing, and diversity inclusion. The
article also highlights strategies for overcoming common challenges such
as resistance to change, lack of clear vision, and retention of talent. By
developing a clear leadership strategy, investing in continuous learning,
leveraging technology, fostering a culture of mentorship, and regularly
reviewing plans, organizations can ensure they are well-positioned for
future leadership needs.

Keywords: Leadership development, succession planning, talent
management, leadership growth

Introduction

with the knowledge, experience, and mindset to take on
leadership roles and responsibilities. This includes enhancing

Effective leadership is the cornerstone of organizational
success, growth, and sustainability. In today’s dynamic
and competitive business environment, organizations
must be able to navigate change, innovate, and adapt to
evolving market demands. The ability to cultivate strong
leaders and plan for seamless leadership transitions is
essential for long-term success. Leadership development
and succession planning are two interconnected processes
that help ensure an organization’s leadership pipeline
remains robust, capable, and adaptable.

Leadership Development refers to the ongoing process of
identifying, nurturing, and enhancing the skills, qualities,
and competencies of potential and current leaders within
the organization. It is aimed at equipping individuals

their abilities to make strategic decisions, manage teams
effectively, communicate vision and goals, and navigate
complex challenges.

Succession Planning, on the other hand, is a strategic,
proactive process aimed at identifying and preparing future
leaders to step into key roles within the organization when
vacancies arise, whether due to retirement, promotion,
or unforeseen departures. Succession planning is not just
about finding replacements for leadership positions but
ensuring that the next generation of leaders is ready to
take the organization to the next level.

Together, leadership development and succession planning
provide a framework to cultivate leadership talent, mitigate
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risks associated with leadership gaps, and ensure business
continuity.! These two practices are closely aligned because
leadership development helps identify high-potential
candidates for succession, while succession planning
ensures that individuals have the right tools and experiences
to lead the organization when needed.

In this article, we will delve deeper into the significance
of leadership growth and succession planning, explore
the challenges organizations face in executing these
strategies, and provide best practices to develop a holistic
approach to leadership cultivation. The article aims to help
organizations understand how to systematically create
leadership pipelines that not only meet the demands of
the present but also secure their future success.

The Importance of Leadership Development

Leadership development is the continuous and intentional
process of enhancing an individual’s capacity to lead,
influencing their effectiveness within the organization.
As organizations evolve, they face new challenges and
complexities that require capable, visionary leaders.
Leadership development helps employees grow into high-
potential leaders by sharpening their skills, decision-making
abilities, and leadership qualities. It not only prepares
individuals to take on greater responsibilities but also
ensures that the organization has a strong and competent
leadership pipeline to navigate future challenges.?

Key Elements of Leadership Development Programs

Leadership development programs should be multifaceted
and holistic, focusing on both personal and professional
growth to cultivate leaders who can lead with clarity,
confidence, and foresight. The key elements of such
programs are as follows:

Personal Growth:

Personal growth is a cornerstone of effective leadership.
It encompasses the development of an individual’s
emotional intelligence (EQ), self-awareness, and ability
to manage both themselves and their interactions with
others. Leadership starts with knowing one’s strengths,
weaknesses, values, and biases, and understanding how
these traits impact relationships, decision-making, and
organizational dynamics.?

e Emotional Intelligence (EQ): High EQ allows leaders
to be more empathetic, build trust with their teams,
and navigate difficult conversations. It involves self-
regulation, motivation, and empathy.

e Self-Awareness: Leaders need to recognize their
emotional triggers, understand how they impact
others, and adapt their behaviors in various situations.
This introspection helps them lead with authenticity
and integrity.

Training programs should therefore include tools for
reflection, feedback mechanisms, and activities designed
to enhance emotional intelligence and self-awareness.
These efforts empower leaders to manage stress, resolve
conflicts, and maintain high levels of motivation, all of
which are critical for effective leadership.*

Skill Development:

Leadership requires a broad range of practical and
interpersonal skills, many of which are essential for
navigating the complexities of modern organizations.
These include:

e Strategic Thinking: Leaders need to think critically
about the long-term direction of the organization,
assessing both opportunities and potential risks. They
must have the ability to develop strategic plans, align
team efforts with organizational goals, and pivot when
necessary.

e Communication: Effective communication is funda-
mental to leadership. Leaders must clearly articulate
goals, expectations, and vision, ensuring that their
teams are aligned and motivated. Communication is
not just about speaking but also about active listening
and providing constructive feedback.®

e Conflict Resolution: Leaders often face situations
involving conflicts, whether interpersonal or organiza-
tional. Having the skills to resolve disagreementsin a
fair and constructive way helps preserve relationships
and team cohesion.

e Adaptability and Change Management: The ability to
adapt to change and manage it effectively is crucial
for leaders in a fast-paced, ever-changing business
environment. Leaders should be skilled in guiding teams
through periods of transition, managing resistance to
change, and keeping the workforce motivated and
engaged.

Leadership development programs should address all of
these areas, ensuring that leaders are well-equipped to
handle the multifaceted challenges they encounter.

Mentoring and Coaching:

Mentoring and coaching are invaluable components of
leadership development. These personalized interactions
provide emerging leaders with the opportunity to gain
wisdom, feedback, and insights from experienced leaders
within the organization. Mentors and coaches help
individuals refine their leadership abilities, identify areas
for growth, and build confidence in their decision-making.®

e  Mentoring: This is often a long-term relationship where
seasoned leaders offer advice, share experiences, and
guide emerging leaders. It provides a safe space for
the mentee to learn from real-world scenarios, discuss
challenges, and gain confidence in their leadership
potential.
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e Coaching: Coaching is typically more focused on
specific goals or challenges, with the coach providing
structured guidance and feedback to help the leader
improve particular skills or overcome obstacles. Unlike
mentoring, coaching often involves more formal,
results-driven conversations.

Both mentoring and coaching contribute to leadership
development by accelerating learning and offering
continuous support, especially as individuals take on
increasingly complex roles.®

Practical Experience:

Theory alone is insufficient for leadership growth. Practical
experience plays a critical role in developing strong leaders.
Leadership development programs must provide emerging
leaders with real-world opportunities to apply what they
have learned and face challenges in a hands-on manner.

e Job Rotations: Exposing leaders to different depart-
ments, functions, or geographical locations allows them
to develop a broader understanding of the business,
and enhances their ability to manage cross-function-
al teams. Job rotations also expose them to various
leadership styles and challenges.

e Project Management Opportunities: Leading projects,
whether large or small, allows leaders to practice deci-
sion-making, team management, and problem-solving
in real time. It also helps them gain experience in
managing timelines, budgets, and diverse stakeholders.

e Special Assignments: These can be tailored to address
specific leadership challenges, such as overseeing a new
product launch or managing a crisis. Such assignments
give emerging leaders the chance to hone specific skills
and build a track record of successful leadership.

By placing emerging leaders in real-world situations, they
gain invaluable insights into the complexities of leadership
and business operations, fostering their confidence and
readiness to step into higher leadership roles.?

In summary, leadership development programs are
comprehensive initiatives that encompass personal growth,
skill development, mentorship, coaching, and practical
experience. By focusing on these core areas, organizations
can cultivate well-rounded leaders who are equipped
to handle the demands of today’s business world and
drive sustainable success. A well-structured leadership
development program ensures that the organization is
not only prepared for the present but also positioned for
future growth and challenges.

Succession Planning: The Strategic Process

Succession planning is a crucial, long-term strategy
designed to ensure the continuous and smooth transition
of leadership within an organization. It involves identifying

high-potential employees who can step into key leadership
roles in the future. This process not only mitigates risks
associated with leadership gaps—such as those caused
by retirements, unexpected departures, or organizational
changes—but also ensures that the organization has a
sustainable leadership pipeline capable of driving success.

Effective succession planning is proactive and thoughtful,
anticipating the needs of the organization and preparing
individuals to lead at every level. It's about cultivating
internal talent and ensuring that the organization remains
resilient and adaptable as leadership transitions occur.
Without a structured succession plan, organizations may
face disruptions, loss of institutional knowledge, and
struggles to maintain momentum during times of leadership
change.®

Key Elements of Succession Planning

A successful succession planning strategy is comprehensive
and continuous. It’s not a one-time event but an ongoing
process that aligns with both the needs of the organization
and the individual growth of potential leaders. The following
key elements are central to creating an effective succession
planning framework:

Talent Identification

Identifying future leaders early is the first critical step in
the succession planning process. Organizations need a
clear, structured process for recognizing high-potential
employees who can grow into leadership roles. The criteria
for identifying these individuals often go beyond immediate
performance metrics and should encompass potential,
alignment with company values, and the capacity for
growth.

e Performance: High-performing individuals who
consistently meet or exceed expectations are strong
candidates for leadership roles.

e Potential: Potential leaders show the ability to handle
greater responsibilities and challenges. This includes
their ability to make decisions, inspire others, and
think strategically.

e Cultural Fit: Potential leaders should align with the
company’s values and mission, demonstrating strong
interpersonal and organizational skills that reflect the
organization’s culture.

By identifying talent early, organizations create a pool of
candidates who can be further developed and nurtured
for future leadership positions.

Leadership Development:

Once potential leaders are identified, they must be
intentionally developed to ensure they are ready to step into
leadership roles when needed. A tailored and well-rounded
leadership development planis crucial to providing the skills
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and experiences necessary to prepare these individuals for
their future responsibilities.

Leadership development programs should address:

e  Skill-building: Providing training and experiences that
build key leadership competencies such as decision-
making, problem-solving, communication, and
emotional intelligence.

e Experience-based learning: Giving emerging leaders
hands-on experiences like job rotations, cross-functional
team projects, or short-term assignments that expose
them to different areas of the business and help them
develop critical thinking.

e Mentorship and Coaching: Pairing potential leaders
with experienced mentors or coaches can guide them
through specific challenges, offering advice, feedback,
and support to help them grow in their leadership roles.

A strong development plan ensures that future leaders
are well-prepared, capable of making sound decisions,
and equipped with the necessary skills and experience to
lead effectively.

Evaluation and Monitoring:

Succession planning is an ongoing process that requires
regular evaluation and monitoring. As emerging leaders
are developed, they need to be consistently assessed to
ensure they are on the right path and that their skills are
evolving to meet organizational needs. This evaluation
should be both formal and informal, including periodic
reviews, feedback sessions, and self-assessments.

e Performance Reviews: Regular performance evalua-
tions help track progress, identify strengths and areas
forimprovement, and ensure that individuals are gain-
ing the necessary skills and experience.

e Leadership Competency Assessments: These assess-
ments allow organizations to measure leadership
competencies across various dimensions—such as
decision-making, team management, and strategic
thinking.

e Continuous Feedback: Ongoing feedback from
managers, peers, and mentors ensures that emerging
leaders stay on track and have the support they need
to improve.

Monitoring and evaluation not only track individual progress
but also help organizations identify any gaps in their
succession plan, adjusting it as needed based on shifting
business needs or evolving leadership roles.

Diversity and Inclusion:

An effective succession plan must incorporate diversity
and inclusion at all levels of leadership. Organizations

that embrace diversity benefit from a wide range of
perspectives, experiences, and ideas, which can lead to
more innovative solutions and better decision-making.
Moreover, prioritizing inclusion in succession planning
ensures that leadership opportunities are available to
individuals from various backgrounds and identities, which
can enhance organizational culture and performance.

e Broadening the Leadership Pipeline: Succession plan-
ning should actively seek to create opportunities for
underrepresented groups to advance into leadership
positions. This might involve mentoring programs, lead-
ership training initiatives, and policies that ensure equal
access to leadership opportunities for all employees.

e Creating an Inclusive Culture: Beyond the individu-
al identification of diverse candidates, organizations
must foster an inclusive culture where leaders from
all backgrounds feel valued and supported. A focus
oninclusion in succession planning ensures that lead-
ership roles reflect the diversity of the workforce and
that diverse leaders have the tools, resources, and
support to succeed.

An inclusive succession planning process strengthens
organizational resilience, broadens leadership capabilities,
and helps the organization adapt to an increasingly
globalized and diverse business environment.

Succession planning is not just about filling vacancies; it
is a strategic, long-term effort to ensure the sustained
success of the organization by nurturing and preparing
future leaders. The key elements—talent identification,
leadership development, evaluation and monitoring, and
diversity and inclusion—work together to create a seamless
leadership pipeline. When done effectively, succession
planning provides a clear path for high-potential employees
to grow into leadership roles, reduces the risks associated
with leadership gaps, and helps the organization maintain
momentum, even during periods of transition. By investing
in succession planning, organizations are setting themselves
up for continued success in an ever-changing business
landscape.

The Challenges of Leadership Development and
Succession Planning

While leadership development and succession planning
are critical to an organization’s long-term success, they
often face significant challenges that can hinder their
effectiveness. These challenges can arise from internal
organizational dynamics, resistance to change, resource
limitations, and the unpredictable nature of talent retention.
Addressing these obstacles proactively is essential for
creating a sustainable and effective leadership strategy.
Here are some of the key challenges organizations face
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in implementing leadership development and succession
planning initiatives:

Lack of Clear Vision

One of the most common obstacles organizations face
when developing leadership and succession strategies
is the lack of a clear, long-term vision. Without a well-
defined roadmap, organizations may struggle to identify the
necessary skills, competencies, and attributes required for
future leaders. This lack of direction can result in scattered,
ineffective development programs that fail to align with
the organization’s evolving needs.

e Misalignment with Organizational Goals: If the
leadership development strategy isn’t aligned with
the organization’s vision and long-term goals, there
is a risk of nurturing leaders who are not equipped to
handle future challenges or the specific direction the
business is taking.

e  Ambiguous Criteria for Leadership Roles: Without clear
criteria for leadership positions, organizations may
have difficulty identifying who should be developed
into leadership roles. This ambiguity often leads to
inconsistency in leadership talent identification and
may result in overlooked or misaligned candidates.

To address this challenge, organizations need to develop
a clear leadership strategy that identifies the qualities and
competencies required for leadership roles, both now and
in the future. Regular reviews of this strategy ensure that
it evolves alongside the organization’s goals and market
conditions.

Resistance to Change

Another significant challenge is the resistance to change,
particularly among current leadership. Established leaders,
who may have spent years in their positions, may view
succession planning as a threat to their authority or as
a challenge to their leadership style. This resistance can
create barriers to developing and promoting new leaders
within the organization.

e Fear of Losing Control: Some senior leaders may feel
that succession planning undermines their role or
power, especially if it involves preparing younger, less
experienced leaders to take over key positions. This
fear can lead to reluctance in endorsing or participating
in leadership development initiatives.

e Complacency in Leadership: Long-standing leaders may
be comfortable with the status quo and see no need
for succession planning or leadership development. As
aresult, they may fail to invest in grooming successors
or providing the resources necessary for emerging
leaders to succeed.

To overcome this resistance, it is crucial to foster a culture
that values continuous leadership development. Senior

leaders must be included in the succession planning process
and educated on its importance for long-term organizational
success. Engaging leaders in mentoring, coaching, and
identifying future talent can help shift their mindset to one
of collaboration and long-term vision.

Inadequate Support

For leadership development and succession planning
to be effective, they must have the full support of the
organization’s top executives. Without buy-in from senior
leadership, these initiatives often lack the resources,
funding, and attention needed to be successful. When
leadership development is not prioritized, it can be seen
as an optional program rather than a strategic imperative.

¢ Insufficient Resources and Funding: Leadership devel-
opment programs often require significant investment
in terms of time, money, and talent. Without execu-
tive-level support, these programs may not receive
the necessary funding to be impactful or reach a wide
range of employees.

e Lack of Alignment with Business Priorities: Without
strong executive sponsorship, leadership development
and succession planning may not align with the compa-
ny’s strategic priorities. Senior leaders should ensure
that succession planning is treated as a priority that
ties directly to the organization’s growth, stability, and
competitive positioning.

To address this challenge, organizations must clearly
demonstrate the return on investment (ROI) of leadership
development and succession planning. Engaging top
leadership in the process, providing data-driven insights
into the benefits of a robust leadership pipeline, and aligning
these efforts with organizational goals can help secure
necessary support.

Retention of Talent

A key challenge that undermines leadership development
and succession planning is the retention of top talent. Even
with an effective leadership pipeline in place, organizations
may find it difficult to retain high-potential leaders, especially
in competitive industries where skilled individuals are in
high demand. Emerging leaders may be recruited by other
companies offering more attractive roles or opportunities
for advancement.

e Poaching by Competitors: When top talent is identified
and developed but not adequately retained, organi-
zations risk losing these individuals to competitors
who may offer better compensation packages, career
development opportunities, or a more attractive work
culture.

e Limited Career Progression: If emerging leaders feel
their career progression is stagnating within the orga-
nization—whether due to lack of growth opportunities,
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unclear promotion paths, or limited development
options—they may seek new opportunities elsewhere.

e Burnout and Job Dissatisfaction: Even top performers
can become disillusioned if they feel overwhelmed, un-
supported, or undervalued. Retention strategies must
address work-life balance, recognition, and organiza-
tional culture to prevent burnout and dissatisfaction
from driving talent away.

To mitigate these retention challenges, organizations
should focus on creating a supportive, rewarding work
environment that encourages professional growth and
progression. Offering competitive compensation packages,
clearly defined career development paths, and fostering a
culture of recognition and empowerment can help retain
emerging leaders. Additionally, providing internal growth
opportunities and maintaining a consistent dialogue with
high-potential employees about their career aspirations can
reduce the risk of losing top talent to external competitors.

Conclusion

Overcoming the challenges of leadership development
and succession planning requires commitment, foresight,
and the active engagement of all levels of leadership
within the organization. From addressing resistance to
change and ensuring executive support, to developing clear
vision and retention strategies, organizations must take a
holistic approach to leadership growth and succession. By
tackling these challenges head-on, organizations can build
resilient leadership pipelines that ensure long-term success,
continuity, and the ability to adapt to an ever-changing
business landscape.

Best Practices for Enhancing Leadership Growth and
Succession Planning

To address the challenges of leadership development
and succession planning effectively, organizations must
implement strategies that are strategic, thoughtful, and
aligned with their broader goals. By following best practices,
organizations can foster a strong leadership pipeline, ensure
long-term continuity, and position themselves for success in
an ever-changing business landscape. Below are some best
practices for enhancing leadership growth and succession
planning:

Develop a Clear Leadership Strategy

A well-defined leadership strategy is the foundation of
successful leadership development and succession planning.
Organizations must establish a clear leadership framework
that aligns with the company’s goals, values, and culture.
This strategy should clearly outline what type of leaders
the organization needs, both now and in the future, and
specify the competencies and qualities required at different
leadership levels.

Alignment with Organizational Goals: Leadership de-
velopment efforts should reflect the organization’s
vision, strategic objectives, and evolving needs. By
tying leadership development to the company’s goals,
organizations can ensure that emerging leaders are
prepared to drive success in line with business priorities.
e Role Clarity: A clear leadership strategy also defines
what leadership roles and responsibilities look like,
ensuring that emerging leaders understand their ex-
pected contributions and have a roadmap for growth.

Invest in Continuous Learning

Leadership development is not a one-time initiative but
an ongoing process. Organizations must foster a culture
of continuous learning where leaders, regardless of their
level, are always developing their skills, knowledge, and
leadership capabilities.

e  Continuous Skill Enhancement: Encourage leaders to
pursue ongoing education, whether through formal
training programs, workshops, webinars, or industry
conferences. This ensures that leaders stay updated
on industry trends, best practices, and innovative man-
agement techniques.

e Learning from Experience: In addition to formal train-
ing, provide leaders with opportunities to learn through
experience. This might include challenging assignments,
international exposure, or leading cross-functional
teams. Real-world learning is a key component of
leadership growth.

Leverage Technology

Modern technology offers valuable tools for tracking
leadership potential, progress, and performance. Data-
driven solutions can help organizations identify emerging
leaders, assess their development needs, and ensure that
leadership development efforts are both targeted and
effective.

e Leadership Analytics: Use data to assess the skills and
competencies of potential leaders. Tools like perfor-
mance management software, leadership assessments,
and 360-degree feedback mechanisms provide insights
into where a leader stands and where improvement
is needed.

e Talent Management Platforms: These platforms can
help track leadership readiness and create develop-
ment plans for high-potential individuals. By leveraging
technology, organizations can make more informed
decisions about who to groom for leadership roles and
where to focus resources.

Foster a Culture of Mentorship

Mentorship is a powerful tool for developing leadership
potential. Senior leaders should be encouraged to mentor
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emerging leaders, providing guidance, wisdom, and
feedback that accelerates leadership growth.

e Structured Mentorship Programs: Implement struc-
tured mentorship programs where senior leaders are
paired with high-potential employees. These relation-
ships help the mentee develop critical leadership skills
and offer opportunities for direct, hands-on learning.

e  Mutual Learning: Mentorship benefits both the mentor
and the mentee. Mentors often gain fresh perspectives,
strengthen their coaching abilities, and build a stron-
ger sense of organizational connection. For emerging
leaders, mentorship offers the chance to learn from
real-world examples and receive personalized advice.

Create a Succession Plan for All Levels

While succession planning is often associated with the
C-suite, it is just as important to extend these efforts to
middle management and junior leadership levels. A well-
rounded succession plan should ensure that leadership
transitions occur smoothly at all levels of the organization,
not just at the top.

e Holistic Leadership Pipeline: By addressing leader-
ship development at all levels, organizations create a
more resilient and flexible leadership structure. Junior
and mid-level leaders should be provided with op-
portunities to grow into senior roles, and succession
planning should identify and prepare individuals for
those positions.

e  Critical Role Identification: Middle management posi-
tions often serve as stepping stones for senior leader-
ship roles. Organizations should identify critical roles
at these levels and ensure that potential leaders are
prepared for seamless transitions as senior leaders
move on or retire.

Regularly Review and Update Plans

Leadership development and succession planning are
dynamic processes that require continuous refinement.
Organizational needs, goals, and market conditions
evolve, and succession plans should be flexible enough to
accommodate these changes.

e Feedback Loops: Regularly evaluate the effectiveness
of leadership development programs and succession
plans by gathering feedback from participants, mentors,
and senior leaders. This feedback helps identify areas
of improvement and allows the organization to adjust
its approach as needed.

e Adaptability: Succession planning should be adaptable
to the organization’s shifting needs, whether due to
a change in strategic direction, growth opportunities,
or unexpected leadership vacancies. Keeping the plan
flexible ensures that it remains relevant in the face of
change.

Conclusion

Effective leadership development and succession planning
are essential for an organization’s long-term sustainability
and competitive advantage. By following best practices
such as developing a clear leadership strategy, investing
in continuous learning, leveraging technology, fostering
mentorship, planning for leadership at all levels, and regularly
reviewing and updating strategies, organizations can build a
robust leadership pipeline that drives growth and success.

By identifying potential leaders early, investing in their
development, and planning for leadership transitions,
organizations not only ensure that they have the right leaders
in place when needed, but they also foster a culture of
continuous improvement and empowerment. This proactive
approach creates a capable and resilient leadership team that
is prepared to tackle the challenges of today and the future.

References

1. Charan R, Drotter S, Noel J. The leadership pipeline:
How to build the leadership-powered company. San
Francisco: Jossey-Bass; 2001.

2. Rothwell W). Effective succession planning: Ensuring
leadership continuity and building talent from within.
4th ed. New York: AMACOM; 2010.

3. Bennis W. On becoming a leader. New York: Basic Books;
1989.

4. DayDV.The efforts of leadership development: A review
and a framework. In: Riggio RE, editor. Introduction to
leadership: Concepts and practice. 2nd ed. Thousand
Oaks, CA: Sage Publications; 2013. p. 315-332.

5. Garman AN, Johnson WB, Santiago J. Developing leader-
ship talent: A guide to succession planning and leadership
development. San Francisco: Jossey-Bass; 2011.

6. McCall M, Hollenbeck G. Developing global executives:
The lessons of international experience. Harvard Busi-
ness Press; 2002.

7. Groves KS. Actionable knowledge, leadership devel-
opment, and succession planning in nonprofit orga-
nizations. Nonprofit Management and Leadership.
2007;18(1):1-22.

8. Conger JA, Fulmer RM. Developing your leadership
pipeline. Harvard Business Review. 2003;81(12):76-84.

9. Derven M. Developing global leaders: A challenge for
organizations and talent management professionals. Ad-
vances in Developing Human Resources. 2015;17(2):206-
220.

10. Hollenbeck G, McCall M, Silzer R. Leadership develop-
ment: A review of research and emerging best practices.
In: Zaccaro SJ, Klimoski RJ, editors. The nature of orga-
nizational leadership: Understanding the performance
imperatives confronting today’s leaders. San Francisco:
Jossey-Bass; 2001. p. 387-423.




