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Your Organization’s Potential Leadership

Who

What

How

Competency Model or Leadership Expectations for your various leadership levels

o Assessment of  current leadership, their effectiveness, and development needs

o Assessment process to identify potential leaders and successors

o Selecting the right leaders for the right type of  leadership development

Development for today’s leaders aligned with business needs of today

o Skill building – both ‘soft’ and ‘hard’

o Individualized development to hone and build on existing skills and knowledge

o Development designed for their type of  leadership

Development strategy for tomorrow’s leaders and the changing landscape 

o Design and delivery of  development tactics that accelerate growth and readiness

o Hiring profiles that identify skills needed for future business drivers

o Retention and engagement practices so they are still there when it’s time to advance them
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Do You Assess For Future Leaders?

Apparently, size does matter!

Companies with less than 5,000 employees tend to have less sophisticated (or none) assessment processes.

Reasons: time consuming, lack of  capacity, not a business imperative, too politicized, inconsistently done before

2025 Resource:

The larger the company, the more formally they assess leadership potential and go deep in the organization.



MPrince Consulting LLC, October 2025

Why Are You Assessing For Future Leaders?

Succession Planning

Differentiated 

Development 

Investments

Business Continuity
BCP prepares an organization to withstand 
disruptions and get back to business as quickly 
and smoothly as possible.



Hard Skills – to run the business

 Strategic Planning / Roadmaps/ KPI’s

 Project Management

 Resource Planning

 Financial Acumen / Budgets / ROI analysis

 Data Analysis & Insights/Decision Support

 Technology Proficiency

 Operational Management 

 Negotiation / Contract Management

 Performance Management

 Crisis & Risk Management

Soft Skills – to lead the people 

 Communication

 Emotional Intelligence

 Decision-making

 Delegation

 Team building/collaboration

 Accountability

 Adaptability

 Vision/goal setting

 Conflict Management

 Coaching & Developing Others
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What To Develop?



Changing Leadership Competency Landscape

Leadership Skills of  the Future (2025)

◊ Resilience & adaptability

◊ Technological skills/digital literacy

◊ Communication across remote/distributed teams

◊ Emotional Intelligence

◊ Cross-functional collaboration

◊ Leading through change

◊ Change management

◊ Dealing with stress

◊ Time Management

◊ Creativity

World Economic Forum, 2021

Leadership Skills of  the Future (2030)

→ Analytical thinking

→ Resilience, flexibility & agility

→ Leadership & social influence

→ Motivation & self-awareness

→ Creative thinking

→ Technological Literacy/AI/Data

→ Curiosity & lifelong learning

→ Talent Management

→ Systems thinking

→ Motivation & self-awareness

World Economic Forum, 2024
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For Interim Leaders
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Top Ten “Future Fit “ Leadership Skills
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Top Ten “Future Fit “ Leadership Skills



Visionary

Grounded and confident,
comfortable with uncertainty, 
and sees new opportunities 
where others see challenges -
measuring success by the
positive changes and
progress they help spark.

Leads with steady
optimism, adapts easily,
and encourages others to
try new things and think
bigger about what’s
possible.

Inspires and influences
people well beyond
their immediate team -
helping organizations
and communities
move forward and
grow in ways that last.

Catalyst

Focused on others,
valuing collaboration,
shared goals, and diverse
perspectives, and measuring 
success by the progress and
achievements of  the group.

Proactively seeks input,
shares knowledge, builds
trust, and encourages
innovation and open
communication to help
teams and networks
thrive.

Extends influence
across teams and
networks, enabling
others to adapt, grow,
and accomplish more
together than they
could alone.

Driver

Focused on self and immediate 
performance, measuring 
success by personal 
achievement and recognition, 
and questioning the status quo 
when feeling frustrated or 
limited.

Focused on completing
tasks, meeting standards,
and seeking validation,
occasionally challenging
routines if  things feel
stuck or could be
improved.

Primarily influences
their own work and
reputation, with
decisions affecting only
immediate tasks and
those directly involved.

Mindset Behavior Sphere of Impact

Leadership Styles to Nurture and Develop
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How Do Companies Differentiate Development of HiPo Leaders?

2025 Resource:



What Do We Know So Far?

Leadership potential, competencies, and skills may be defined differently 
across organizations

Leadership assessment differs depending on the size and needs of  the 
organization

Leadership levels may need different development approaches 

Leadership skills and competencies change and multigenerational 
workforce expectations are shifting

Individuals may have different leadership development needs

There is no “one-size-fits-all” answer!
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Your 

Leadership Development Practices



How Do You Development Your Future Leaders?
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Program Design
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Delivery
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Measurement & Evaluation
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Alignment with Business Strategy
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Culture & Buy-In

MPrince Consulting LLC, October 2025



HR unlocks leadership 

potential by…

 providing a view of who 

can lead

 creating ways to develop 

great leaders

 ensuring the 

environment is 

motivating and engaging

 

so that they 

stay, grow, and succeed
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Thank you!
Dr. Michelle Prince
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Appendix
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Baby Boomers 

Consider including more of  the following in your 

training program: Verbal and face-to-face instruction 

and communication, Interactive social learning 

opportunities, Formal, structured learning 

environments with clear, well-defined learning 

objectives.

Generation X 

Consider including these in your training program:

Online training options, Hands-on learning and self-

paced exploration, Specific learning objectives and 

progress tracking.

Generation Y or Millennials

Consider adding these to your program:

More group activities and social learning 

opportunities, Regular feedback and recognition for 

efforts, Technology and digital platforms.

Generation Z or Zoomers 

Consider these for your program: Individualized and 

personal learning experiences, Hands-on learning 

opportunities, Peer-to-peer learning through internet 

forums, social media, and online communities,

Adaptive learning platforms and customizable 

training options, Interactive or gamified training 

elements.

Consider Your Development Program Audience
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You Can’t Google It! : The Compelling Case for Cross-

Generational Conversation at Work, Phyllis Weiss Haserot
2025 Resource:
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You Can’t Google It! : The Compelling Case for Cross-
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