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Introduction.

A leadership development program is the list of activities which are undertaken to ensure the capability of the individuals to assume the leadership roles as well as responsibilities. Example of leadership development programs may include executive training programs, seminars on effective leadership as well as various workshops and internship programs which are organized or sponsored by the organization. Such learning opportunities are always focusing on the development of knowledge skills, self-awareness, as well as the abilities, need to spar organization growth (Abrell et al. 2011).  As it is not all people are born with the ability to play soccer, not all people are born with the ability to lead. Research has shown that personal traits, as well as behavioral dispositions, may help and or hinder individual leadership effectiveness. Even as the personal traits are difficult to be changed, the leadership as a set of behavior as well as practices, it can be learned through effort, learning, and experience. This essay explores a case of Accenture and programs management which is a global management consulting firm entering to a partnership with the Engineers India program to develop an “Abraham” which involved nurturing of high potential leaders of the Engineers India limited. In this program, about 26 managers were selected for pilot all drawn from technical experts and who have been in the organization for more than 25 years (Abrell et al. 2011). The essay, therefore, addresses a variety of leadership development concepts as laid out in the case study.

Qualities Of Leadership And How Learners Acquire The Skills Of High Potential Leaders.
There are many leadership qualities which have been observed throughout history. Therefore, the characteristics of those in charge of leadership are directly related to their ability to accomplish specific goals. Some of the qualities of good leadership include integrity, integrity, humility, cooperation, focus, strategic planning as well as courage.

When a person has integrity, they have nothing to fear just because they have nothing to hide. It is important to note that, with integrity, a leader will do the right thing; hence there is no sense of feeling guilty (Fennimore & Wolf, 2011). Individuals with a high degree of integrity lead to a high level of performance in the organization because they win high trust among the subordinates. The core of integrity is the truthfulness; the reason is that integrity requires people always to tell the truth to everyone in every situation. Consequently, the truthfulness forms the foundation of the quality of the trust which is essential for the success of the business.

Humility is also an essential element or quality of good leadership; when an individual lead with humility, they become a very effective leader. The more a leader contain their ego and lead with humility, the more realistic they become in address the challenges they are facing in the organization set up. A leader with humility learns to listen to others and admit they do not have all answers to all the problems. Such leaders will accommodate the opinion of others which will lead to increased performance since challenges are solved before escalating to unmanageable level (Fennimore & Wolf, 2011). 

Leadership development may take multiple dimension as well as through various mechanism as observed in the case study. Example of approach to leadership development includes 360-degree feedback, executive coaching, self-directed learning, formal instruction, and developmental job assignments. The approaches mentioned can take place independently but becomes more effective when combined.

 From the case study, 360-degree feedback was an effective way for learners to acquire skills of high potential leadership. The approach is a necessary aspect for a leader in developing leadership skills through maximizing the learning opportunities in the current assignments. The selected group of 26 managers will systematically get the perception of their performance from the full circle of viewpoints. These feedbacks come from superiors, peers as well as subordinates and the leader’s own-self assessment. The only shortcoming is that, with much information coming from different sources, the interpreter may be confused with the message and interpreted it wrongly (Komives et L., 2011). But when there are several sources which agree on the same perspective and give the same feedback, regardless of whether the feedback is strength or weakness, then the clarity of the message will continue to increase. As we have seen in the case study, for the program to be effective and give the necessary or expected feedback, then they must be able to accept the changes as well as be open and willing to make the changes.  However, the 360-degree feedback can only be effective through coaching since it will help effect changes through open discussion. The team assigned task must accept their performance feedback and work together with the two teams to increase performance. From one of the participant is that one person stated that practicing while performing, being conscious of one’s behavior was effective in improving the performance.

Another aspect of acquiring skills for high potential leaders is through coaching which mainly focuses on enhancing the leadership effectiveness which goes along with the team and organization effectiveness.  Couching as observed in the case study is one on one relationship which will be valuable in imparting essential lessons through the individual assessment, challenge discovery as well as supporting one another to improve on the areas of weakness (Komives et L., 2011).  The critical goal of coaching is to correct the fault; it is mostly used in already successful leaders to see them move to the next levels of higher responsibilities, new and more complex challenges. It therefore means, the fundamental aim of coaching will help the elected leaders to move to more measurable goals which eventually will increase growth for the Engineers India Limited.

Challenges EIL Might Face While Implementing The Program.
While implementing the program at the Engineers India Limited, the company may be faced with some challenges. The challenge arises from the mindset in that it is sometimes difficult to change the leadership mindset. The primary challenge is that existing leadership development strategies will primarily focus on horizontal organization development. It may be a bit difficult to learn and develop different skills as well as traits of good leadership (Komives et L., 2011). In the company, the development or the practicing and improving things such as emotional intelligence as well as excellent communications are imperative. What might be lacking in the 26 teams selected from the company is lacking in focus on the vertical development of the organization. It might be difficult when the Accenture and program management group. This is because it is challenging to change the evolving way a leader think and view as well as perceive the environment around them. The challenges are that focusing on horizontal development is just adding new software to the outdated computer.

It is fundamental that the organization environment has changed over time. It will be a bit complex unpredictable and volatile since the results or outcomes may not be unpredictable. Skills needed for leadership have changed over time. There is a need for adaptive thinking as well as abilities which are needed to ensure that organizational skills are needed to ensure the skills are needed (Ladyshewsky & Flavell, 2012). However, the methods of developing leadership in the organization have not changed, but leaders are no longer developing fast enough. The personal learning strategy adopted by the organization is that the company may incur more expenses that adopting a single personal learning strategy.

Factors Used To Identify the High-Potential Performance
In organizations, there are various ways in which performance can be done. It would be wrong to think or to say that the high performer is always are the high potential. Sometimes it may make sense to say that high performing employee is the one who has high potential which might not be the case. An employee may be good at their job and are boastful when doing their job and when accomplishing their work, but they may not have the desire or the potential to take any role as leaders (Ladyshewsky & Flavell, 2012). On the other hand, high potential employees have the ability, and they aspire to be successful leaders in the organization, and they may be up to any role they are given in the organization.

If an organization is not able to distinguish between the performance and potential, it will be very difficult for the employer to identify, develop as well to retain talent. It can be said that “all high potentials are high performer, but not all high performers are high potentials.” It can be costly to mistake a high potential employee with a high performing employee (Ladyshewsky & Flavell, 2012). It can be very difficult for an organization to identify a high performer especially when you put into account that potential and performance are not mutually exclusive. The following are some common traits that an organization should know and consider when differentiating a high performer and high potentials.

Proactive versus reactive. One of how an employee can know the trait of high potential is when the employer can take a reactive or proactive approach when solving a problem. High potential will plan for the future while a reactive employer will wait until the problem arises so they can come up with a solution. High potentials will give the organization and leaders enough time to implement strategies which are well prepared to address an issue.

Receptive versus unreceptive to feedback. Anyone can say yes when they are being criticized, but only a high potential employee will remember it, take the feedback and apply it. Receptive employees will always take immediate actions to become a better worker rather than save their skin (Romanowska et al., 2011).

I know the business versus knowing the job. The high potentials and the high performers will all strive to reach on the peak of the performance, but only the high performers will aim above the peak.  The higher potentials will aim to take the entire business into account instead of their roles. Their work contributes to the overall success of the business and set out to achieve the company’s vision by achieving their individual goals.

Critical Success Factors of Development Programs
The following are some of the important critical factors for development program.

“Planning and establishing priorities.” Of the most important critical success factor is planning. Planning can be described as the creation of episodes in the documents that facilitate the understanding between the shareholders. It will guide the execution as well as the control of the program. For a project to be successful, planning is required. Planning must be able to withstand all the buffering of increasing unsettled environment where the project execution will take place (Romanowska et al., 2011). Planning will act as the establishment function of the predetermined course of action.  They will include the procedures and the policies to reach the specific objectives. Establishing the priorities, on the other hand, will identify quick wins that can benefit the organization early. Established goals, priorities and objectives are before the implementation of a program are essential.

“Strategic review and approach.” A strategic review is an essential critical success factor. Without any strategic purpose, it is worthless pursuing a management program. The essence of understanding the organizational objectives and benefits as well the sound strategic review of the program management before the implementation and practice are of paramount importance (Sadri, 2012). The organization may protect itself from plugging into a practice that they don’t have an understanding of focus about it if they do a good strategic review. A proactive approach rather than a reactive approach to managing programs to facilitate the efficiency, effectiveness, effective risk identification as well as the management and time delivery will be easily facilitated. 

“Simplicity and easiness of the techniques.”  Many programs are considered complicated, dynamic, and complex and with intense pressure from the political atmosphere, market forces among other integrated activities. Programs are supposed to be run by people who will keep their simplest form as possible to be effective to be successful programs. An experienced taskforce is necessary for the implementation of these programs (Sadri, 2012). Program management may only be effective and successful if the targets are achieved. Program management relies on planning, execution as well as controlling to succeed while some aspect put in place such as supply chain, risk management, quality release among others. Whichever approach of management is used to sustain the program must be easy, simple and well understood. Simple tools and techniques should also be used to avoid any unnecessary waste of resources and time.

Methods Used For High Potential Development Programs
The following are some method which is used to implement high potential programs

Specialized leadership development tracks. In research conducted in more than 500 organization, many of the companies reported having a well-defined leadership curriculum in their place but was voluntary than mandatory (Fennimore & Wolf, 2011). Less organization referenced they are having a specialized, high mandatory, highly customized leadership development track on most of their high potential employees. For the organization which did so, there was a tendency to identify the program from being different and highly effective in elevating the potential of leaders of their organization.

Multi-disciplinary rotation program. One of the leadership development tools used by the organization is rotating the managers across various programs, divisions, disciplines, and geographies. It was found that less than 45% of the organization used a developmental assignment or rotational assignment as a component used regularly in their leadership development program (Fennimore & Wolf, 2011). It was found that in contrast that many organization more so the top performing development practitioner use this technique in providing a more diverse base of experience and perspective for the leaders to come.

Unlimited learning opportunities. The number of courses available to employers is found to be restricted by any organization.  It helps to control both the cost and the reserve coveted development opportunities for the peak performer in the later career (Fennimore & Wolf, 2011). It is essential in focusing on the high potential worker's attention on the priority topics. And not wasting time on the less relevant knowledge which they tend to absorb the behavioral skills building at most more excellent pace and the most well-performing organization provide them with unlimited access to self-paced programs of learning that will accelerate the growth of their organization.

Action learning. By putting the employee in real-world business issues and taking development initiatives outside the classroom, the action learning take over an interactive simulation. A group of high potentials together with mentors are put in place and will solve the problem and the challenges that come across. As a way of expanding high potentials perspectives on how to operate the business, this approach is now being used by any organization which is migrating to it.

Conclusion

Developing leadership programs will be effective in increasing the organization performance in the organization, it is, therefore, essential to ensure that companies are using the right techniques or approaches towards improving the skills of leaders so that at the end, an organization will achieve desired goals. However, the strategy used in spearheading the developmental programs should be analyzed. The essay has discussed various aspects of leaders and necessary development programs to improve the skills of high potential leaders.
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