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1st Perspective

The Facts:
national & local



Over the next 12 years an estimated 

10,000 baby boomers 

will retire each day

and 56% hold leadership positions. 

Sources: Pew Research Center & University of Minnesota Research and Training Center

Retiring baby boomers are 
creating a leadership brain drain



85% of companies don’t have 

the leadership bench strength needed 

to meet tomorrow’s business challenges.

Source: DDI Global Leadership Forecast 2018 

Leadership bench strength is weak



Only 41% of CEOs believe their 

organization’s leadership development 

program to be of high or very high quality.

And… CEOs are lacking confidence 
in their organization’s 

leadership development programs

Source: DDI Global Leadership Forecast 2018 



57% of companies don’t have 

a leadership succession plan.

Source: 2017 SHRM Human Capital Report

Most companies aren’t planning ahead



64% of CEOs identified developing next 

generation leaders as a biggest concern over 

headline-worthy global issues like 

cyber-security, global political uncertainty 

or a global recession.

Yet… for CEOs, the #1 challenge is 
developing leaders that can 

execute strategy

Source: DDI Global Leadership Forecast 2018 



“The primary job of a board of directors is 

to see that the right people are running the 

business and to be sure that the next 

generation of leaders is identified and ready 

to take over tomorrow.”

~ Warren Buffet
2011 Berkshire Hathaway Annual Report



“One of the things we often miss in 

succession planning is that it should be 

gradual and thoughtful, 

with lots of sharing of information and 

knowledge and perspective, 

so that it’s almost a non-event 

when it happens.”

~ Anne M. Mulcahy, Former 
Chairman & CEO, Xerox



2017 LEDC CEO Survey 
Objectives

1. Gain a better understanding of talent acquisition 

and retention challenges 

2. Use key findings to conduct informed 

conversations with LEDC members and 

community stakeholders and to collaboratively 

develop solutions 

3. Share talent acquisition and retention best 

practices



5 Key Findings & 
Insights



1. Growth Expected 
& Executive Teams Feel Prepared to 

Capitalize
75% report moderate to significant growth 
potential from 5 key areas:

80% feel their current executive team is 
prepared for the growth

80%

− Entry into new markets
− Gain in operating efficiencies
− Collaborative partnerships
− New products
− Mergers or acquisitions

75% 



2. 76% will be Actively Recruiting

With 72% filling up to 10 positions in these 6 key areas
over the next 18 months:

1. Sales – 40%

2. Engineering – 26%

3. IT Infrastructure – 26%

4. Customer Service – 25%

5. General Management  - 20%

6. Marketing – 20%



3. Executive Level 
Succession Planning Needed

56% of CEOs report that 1 to 5 members of their executive 

leadership team will retire over the next 3 years, 

yet… only 44% have a formal succession plan



70% of CEOs report challenges 
developing leadership readiness 

to support a succession plan, yet…

• 53% of companies don’t provide formal mentoring at 

any level

• 41% of companies don’t provide executive coaching 

at any level

• 40% of companies don’t provide 360-degree 

feedback at any level



4. Mid-level Succession Planning & 
Professional Development Gaps Exist

64% of companies report they will need to fill

up to 5 mid-level manager positions over the next 3 years, 

yet… only 47% are developing a mid-level leadership bench



5. 38% Percent of Companies 
do not Have HR Representation 

on Executive Team



Summary of LEDC CEO Survey
5 Key Findings

1. Growth is expected & executive teams are prepared to 

capitalize

2. 76% of companies will be actively recruiting

3. Executive-level succession planning and leadership 

readiness is needed

4. Mid-level management succession planning & 

professional development gaps exist

5. 38% do not have HR representation on executive 

team



2nd Perspective

Perception Gaps



Leadership Quality Perception gaps 
exist between 

Organizational Leaders and HR

Source: 2018 DDI Global Leadership Forecast



HR Professional Roles

1. Reactor: Sets and ensures compliance with policies; 
responds to business needs, installs basic initiatives to 
manage talent

2. Partner: Works toward mutual goals with line 
managers; shares information with the business about 
talent issue gaps; provides HR solutions

3. Anticipator: Uses analytics to forecast talent needs; 
provides insights and solutions to ensure high-quality 
supply of talent; links talent planning  to business 
planning

Source: 2018 DDI Global Leadership Forecast



Gaps exist between HR’s 
Self-Perception of Roles 

and How Leaders See HR Roles

Source: 2018 DDI Global Leadership Forecast



Gaps exist between how HR 
departments are spending their time 
and Should be spending their Time

The highest-performing 
HR departments spend

less than 40% of their time on 
transactional activities.

Yet… typical HR departments 
still spend close to 60% 

of their time and resources on 
transactional and 

administrative tasks, despite 
decades of pushing work out 

to 
shared services

Source: McKInsey & Company

60% 



3rd Perspective

The New Role of HR:
Are you up to the 

challenge?



The Reality:
HR Paints a Bleak Picture

• 31% have a weak or nonexistent relationship between 

annual strategic plans and their own plans to grow 

leadership talent

• 50% do not have well-integrated and strategically aligned 

leadership development programs or processes

• 78% see their leadership career planning/pathing systems 

as only moderately effective or worse

• 65% do not believe their leaders have high quality, 

effective development plans

Source: 2018 DDI Global Leadership Forecast



• 48% do not use information from assessments & 

simulations to make leadership hiring & promotion 

decisions

• 35% do not have a program to develop high potentials, 

and 45% of those that do don’t measure the effectiveness 

of the programs

• 73% do not exercise negative consequences when 

leaders fail to develop leaders on their team

• 52% do not know the up-to-date status of leadership 

talent capability across the organization

The Reality:
HR Paints a Bleak Picture

2018 DDI Global Leadership Forecast



Where to Start
1. Address any perception gaps that exist and clearly define the 

role and priorities of HR

2. Thoughtfully assess all leaders and leadership development 

programs at all levels

3. Create a plan to integrate leadership development efforts with 

the twin goals of supporting leaders’ success today and 

building a solid pipeline of successful future leaders based on 

your organization’s future needs

4. Create or update a leadership capability model that is 

embraced by the C-Suite and aligned with the organization’s 

strategic goals.

5. Ensure key  leaders have the skills to identify & develop talent.



How to Excel & Differentiate

1. Systematically monitor progress and gather data to 

determine the business impact leadership 

development programs have on advancing the 

organization’s strategic goals.

2. Articulate the impact to the C-Suite and create a 

plan to address deficiencies

3. Ensure leadership development practices hold 

leaders accountable for successfully developing their 

teams, particularly emerging leaders



Best Practice Process for 
Selecting Leadership Successors 

⬇Identify the key leadership gaps (current & emerging)

⬇Create job descriptions & identify required experience for 

each position 

⬇Create a talent pool for each position

⬇Hold “stay interviews” with high potentials

⬇Strategically develop high potentials 

⬇Evaluate candidate readiness

⬇Continually monitor, assess and realign



“Leadership strategy should never stand 

alone from an organization’s strategic plans, 

yet only 1 in 4 HR professionals are involved 

in strategic planning from its inception. This 

diminishes the role they can and should, play 

in connecting the business to required 

leadership capability.”

Source: DDI Global Leadership Forecast 2018 



We strategically advise and support organizations and individuals in 
growing and realizing their full potential in purposeful and balanced 
ways. We offer:

• Executive coaching
• Team coaching & development
• Leadership development training
• Strategic planning facilitation
• Keynote speaking 
• Assessments for individuals & teams
• Life, career & business coaching


