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From Your Leaders.
Leadership requires an understanding 

of oneself before you can effectively 

comprehend, appreciate and leverage the 

unique skill-sets of others.

How to Assess, Develop & 
Train your next generation 
of Leaders
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Stepping Into Servant HR 
Leadership; A Call to Action!

“Before you are a leader,
  success is all about 
 growing yourself.

When you become a leader,
  success is all bout
 growing others”
   
   - Jack Welch
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Leadership
and the HR Professional

As an HR professional, I’m sure you’ve spent hours (months? years?) 

thinking about how to develop your managers in to future leaders for your 

company. For just a moment, let’s hold a mirror up and ask ourselves “How 

much time have we spent on our leadership development?” Sad to say but 

I’m guessing the number of hours drops precipitously. As one HR Director 

retorted “I’m too busy focusing on everyone else to worry about myself.” 

Whether you’re already a senior executive or still climbing the corporate ladder, you know that 

continuous learning is the key to being an effective leader, staying relevant, and inspiring employees 

to achieve great things. That mantra is no different for HR leaders – in fact, it’s probably more 

important for those of us charged with managing a company’s human capital. After all, if we’re not 

leading by example, how can we ask our managers to focus on employee development if we’re not 

doing the same for our direct reports and ourselves?

When is the last time you created your own Leadership Development Plan (LDP)? If it’s been a while, 

now’s the time to update yours and focus on your future. And as with any big goal, you’re far more 

likely to succeed if you create a formal written plan rather than just keep all the details in your head.

Determining What’s Important

Just as you counsel your managers, it’s important to understand that the path to greater 

responsibilities can be built only on a solid foundation. So before you begin planning your 

promotion, be sure you’re performing at the highest level in your present position. Once you’ve 

reached that apex, you can then focus on the position you desire and your plan for getting there. 

During my days with the Oxygen Channel, I was fortunate to work with an extraordinary executive 

coach, Gloria Henn. She urged me to think of leadership as a pie, with each slice representing a 

different skill set. The skill requirements change as one’s responsibilities shift, and mastery of them all 

makes one an effective leader.

With that image in mind, start the creation of your Leadership Development Plan by asking yourself 

what skills (or slices of pie) are needed to increase your acumen. Don’t focus on the skills you’re already 

good at; rather, pay careful attention to the skills that are needed to be an effective leader in HR within 

your organization. Once you’ve compiled a list of competencies, review it with your boss to ensure 

that you both agree on which ones are critical to the position both now and in the future. After all, 

at some point you may be asking him or her for training dollars (or a promotion as you master the 

skills!)—so it’s prudent to keep this person in the loop while creating your LDP.

Once you’ve identified the slices of the pie, now what?

Getting Honest Feedback

It is hard to be objective about oneself. To increase the accuracy of your self-assessment, solicit 

feedback from your employees and colleagues. However, as you probably know when dealing with 

the managers in your company, that’s easier said than done. If your company (or manager) offers 

360-degree performance evaluations, sign up for one immediately! If your company does not offer 

this tool, create your own versions of them through SurveyMonkey or 36Dollar360. For an approach 

that’s more low-tech (but just as effective), you can distribute a survey as a Word document and 

ask respondents to submit their completed forms electronically to a neutral party who can remove 

identifying information (e.g., e-mail headers) before passing them over to you, or ask them to leave 

printouts of their responses in your office mailbox.

Valerie Grubb

Valerie Grubb is the 
principal of Val Grubb 
& Associates, Ltd. (www.
valgrubbandassociates.com). 
Her firm specializes in HR 
consulting (e.g., organizational 
design and effectiveness, 
recruiting high potentials, 
business process reengineering) 
and supports talent and 
leadership development for 
corporations and non-
profits.  Val can be reached at 
323.229.2263 or vgrubb@
valgrubbandassociates.com.

(continued on next page)

[ 9 ]

When is the last time you created your own Leadership 
Development Plan (LDP)?
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Identifying Training Opportunities

Once you’ve identifi ed what you need to work on, speak with your 

boss about potential on-the-job training opportunities, such as a 

rotational HR Business Partner assignment in an area you’ve not 

worked with before (such as Sales or Production), spearheading 

a project in an area where you need improvement, or shadowing 

your boss or another executive. Establishing a formal coaching or 

mentoring relationship with an executive other than your boss (either 

inside or outside your organization) can be another great way to 

expand both your education and the career options available to you.

Numerous LDP-oriented classroom training options exist, but in 

the event your company is unable or unwilling to pay for one, you 

can put together your own course of study. For example, you can 

download case studies or books to read and discuss with your 

fellow executives. A great way to start compiling your reading list 

is to ask your boss and C-level executives what books have been 

particularly inspirational or useful in their development. Perhaps you 

can start your own book club at the offi  ce and ask the executive who 

recommended a particular book to lead the discussion on it.

Online training is another route to gaining additional leadership 

experience, as is volunteering for a non-profi t group, school 

organization, or community-based program. In addition to 

expanding your skill set, volunteering can also expand your network 

of contacts (which is never a bad thing!).

Keeping on Track

Obviously, it’s easier to stay on track if you’re involved in a company 

LDP plan that structures and monitors your progress. But if you’re on 

your own, you’ll have to work hard to avoid getting caught up in the 

day-to-day and to keep your focus on developing your leadership 

skills. Some tips on staying on track to reach a long-term goal: 

Establish specifi c objectives (and a timeline for achieving them) 

around each skill set you’ve identifi ed as needing improvement. 

Identify specifi c milestones along the way that mark progress so it’s 

not just an “all or nothing” mind-set. Progress can be motivating (and 

cause for a mini-celebration!).

Record your progress systematically, in a journal, in your online 

calendar, or any other format that works for you. Having an 

overview of your program enables you to see what you’ve 

accomplished—and what you need to improve—and stay 

engaged with the overall project.

Much of what we do (and how we do it) is habit. So establish a daily/

weekly routine intended to help you work toward your goals with 

both greater ease and greater success.

 Planning for Your Future

Ultimately, your professional development is your responsibility. If 

you aspire to be or are currently a leader in your organization, having 

your own Leadership Development Plan is smart business. Even if 

your company has a formal program, remember that its goal is to 

create the type of leader who fi ts the organization—not necessarily 

one who can accomplish your personal goals. So to ensure your 

future happiness and growth, take the time to focus on you and your 

needs—and how to achieve them.


