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ABSTRACT 

 

Theme: “Designing the leadership development system as the talent management 

strategy in area of HRM in the international organization” 

Master thesis is performed on 124 pages (format А4, the font type Times 

New Roman, font size 14, interlining 1.5) excluding attachments. 

Number of tables – 30 (excluding attachments). 

Number of figures – 34 (excluding attachments). 

Key words: Strategic International Human Resources Management, Strategic 

Local Human Resources Management, Talent management, Strategic Leadership 

Development System. 

Master Thesis consists in Introduction, Three Chapters, Conclusion, 

Bibliography, Appendix.  

In the theoretical part are presented the basic concepts, objectives of the 

evaluations their types and forms, stages, criteria, and methods. 

In the practical part are analyzed the general characteristics of company 

research and personnel management, the analysis of human resources management, 

the integration of talent management strategies and the existence of a leadership 

development system. 

On the base of received results are proposed recommendation a model for the 

design of a strategic leadership development system for the company  

In conclusion to the extent that the human resources area becomes 

strategic aligning their talent management processes to business objectives 

and strategies will be able to design and develop a strategic leadership 

development system.  

 

  



4 

 

CONTENT 

ABSTRACT .................................................................................................................... 6 

INTRODUCTION ........................................................................................................... 7 

1. THEORETICAL ..................................................................................................... 11 

1.1 International Strategic Management of Human Resources ........................... 11 

1.2 Local Strategic Management of Human Resources (Branch) ....................... 14 

1.2.1 High-performance Human Resource Management in the Region .......... 15 

1.2.2 Competencies required to manage strategically the human resources area

 ........................................................................................................................... 19 

1.3 Talent Management .................................................................................... 21 

1.3.1 Talented People .................................................................................... 23 

1.3.2 Talent Management System ................................................................. 24 

1.3.3 Improving Talent Management ............................................................ 26 

1.3.4 Measurement of results and impacts in Talent Management .................. 27 

1.3.5 Trends in Talent Management ................................................................. 29 

1.4 Leadership ...................................................................................................... 31 

1.4.1 Leadership concept according to its approach ......................................... 32 

1.4.2 Strategic Leadership Development System ............................................. 33 

1.4.3 Developing Strategic Leadership ............................................................. 37 

1.4.4 Strategic Leaders ...................................................................................... 38 

1.4.5 Challenges and Trends in Strategic Leadership Development ................ 40 

2 Analysis of Company's Strategic Leadership Development system. ......................... 43 

2.1 Characteristic Organization as the Object of Management ........................... 43 

2.1.1 Concerns and Challenges of the Organization......................................... 44 

2.1.2 Strategies and Initiatives of the Organization .......................................... 45 



5 

 

2.2 Analysis of Staff ............................................................................................. 48 

2.3 Research Methods of the Strategic Leadership Development System .......... 49 

2.3.1 The research method of talent management strategy .............................. 49 

2.3.2 Research method of development and leadership management .............. 50 

2.3.3 Method of investigation of the impact of the management of leadership in 

the collaborators ................................................................................................ 51 

2.4 Results of the research ................................................................................... 52 

2.4.1 The research method of talent management strategy .............................. 52 

2.4.2 Research method of managers leadership development .......................... 63 

2.4.3 Impact of Leadership Management on Employees ................................. 78 

3 RECOMMENDATIONS COMPANY'S STRATEGIC LEADERSHIP 

DEVELOPMENT SYSTEM (SLDS). ........................................................................ 102 

3.1 Recommendation for the Design of the Strategic Leadership Development 

System ................................................................................................................ 102 

3.1.1Strategic Human Resources Management in LM ................................... 105 

3.1.2Strategic Talent Management ................................................................. 107 

3.1.3 Strategic Leadership Development System ........................................... 108 

CONCLUSION ........................................................................................................... 115 

BIBLIOGRAPHY ....................................................................................................... 116 

APPENDIX A ............................................................................................................. 118 

APPENDIX B ............................................................................................................. 119 

APPENDIX C ............................................................................................................. 120 

 



6 

 

ABSTRACT 
 

One of the major challenges facing companies today is to have teams of 

leaders capable of moving in turbulent, ambiguous and volatile environments and 

at the same time contribute effectively to the achievement of business objectives 

and strategies, thus ensuring continuity of self Themselves. When these companies 

are multinationals the task becomes doubly challenging, requiring in each region 

the strategic participation of human resources experts to align corporate needs with 

regional business strategies to form the teams of leaders that the firm requires. In 

this sense, the objective of this study was to know if a system of strategic 

leadership development exists in company of French origin installed in the region 

of Russia (Yekaterinburg) that allows it to form the team of leaders who needs to 

face the big challenges. For this, two qualitative instruments (semi-structured 

interview) and a quantitative instrument (survey) were designed. The sample 

selected for the interviews was: Responsible for the area of  human resources, head 

of line and managers; the survey was applied to a small group of sales-consultants 

from the area of direct sales to the public. The results of these instruments made it 

possible to observe the lack of strategic human resources, the lack of a strategic 

leadership development system and, consequently, an average satisfaction of 34% 

(frequency "always") of the employees in the management of the leaders in this 

company. These results confirm the need for human resources management to be 

functionally and strategically integrated into company's strategic decision-making 

table, aligning its strategies with those of local and global businesses and designing 

a strong strategic leadership system that the company requires. The final outcome 

of this study concluded with the integration of a proposal that includes a model for 

the design of the strategic leadership development system detailing the overall 

planning and programming of the leadership development program for its 

consideration and necessary adjustments.  
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INTRODUCTION 
 

Considering that the secret of a company's competitiveness lies in its people, 

its capacities, its anticipation of change, its innovation and its orientation towards 

the client, its management must be a priority and strategic. (Manpower Group, 

2014). Therefore, human resources appear as strategic partner and responsible for 

managing their processes in favor of people and business results. Numerous 

multinational companies have found in this area a key element to ensure the 

attraction, motivation, development and retention of people that allow them to 

remain competitive across the times and physical boundaries. Human resources for 

their part, has understood that the success of its management depends, to a large 

extent, on its expertise and its strategic role in the organization. For this reason 

strategically focuses resources on key processes such as leadership development 

that allows them to cascade the entire organization and enhance the results that the 

business expects in the present and the near future. The highly strategic and 

successful companies know that forming teams of strategic leaders not only get 

numbers but the continuity of their businesses in full. The look of these companies 

and their specialists in the management of human resources is not placed in an elite 

but in a group of people with the ability to influence the rest of company. For this 

reason, they invest in the creation of implementation of leadership development 

systems. Its strategy is not a first level (development of a leader) but a second level 

(development of a leadership system) whose impact is greater and that although 

people leave company this will keep the system in place and other leaders prepared 

to continue the mission. 

The object of research 

The object of this study was the French company installed in the City of 

Yekaterinburg Russia. This company is part of the ADEO Group which occupies 

the first place in Europe and the third in the world in terms of sales in the DIY 

segment. It is located in 25 regions of Russia with strategic facilities in each of the 
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regions where it is located: fast access, with sufficient transport routes, near fast 

roads without so many legal requirements and visibility from great distances. One 

of the main characteristics of company is that each branch operates as an 

independent business unit and not as a franchise which allows each one of them to 

manage the business according to the needs and possibilities of the locality. In this 

sense, it has some autonomy to design strategies that guarantee its optimal 

development with impact on the development of the group.  For that reason, it was 

proposed that human resources design their strategic leadership development 

system which, under these conditions of (relative) independence, can meet two 

important characteristics: Viability and adaptability. 

The matter of research 

Therefore, the fundamental re-relevance of this study lied in the direct 

interrelation between the strategic role of human resources for the design of a 

strategic leadership development system (aligned to the global and local business 

strategy) and the benefits that this are emerging once leaders have been aligned to 

the values, goals, strategies and challenges of global and local business. A 

successful leadership development program empowers leaders (managers, 

managers, line managers) to manage business, change, people, among others, and 

thereby create, develop and strengthen environments conducive to productivity, 

creativity, trust, innovation, sales, customer service, to mention just a few. 

The goal 

The goal of this study was to create a model that guides the human resources 

area in the design of its strategic leadership development system. 

Aims of the research 

The main purpose of this study was to know if there is a system of strategic 

leadership development in company that allows the formation of the leadership 

team to contribute to the objectives and strategies of the business locally and 

globally. The results allowed to confirm that the human resources area of company 
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requires improving processes management as the development of leadership as 

well as playing a strategic role that allows it, from its function, to integrate the 

important decisions that will mark the perspective of learning and development 

within company. The recommendation was to rely on the design model of the 

strategic leadership development system that resulted from the study. It should be 

mentioned that the model includes a phase of alignment and analysis prior to the 

design of the system to which the strategic leadership development plan and 

program was developed. 

Theoretical base of research 

The international administration of human resources in multicultural 

companies has been studied for at least 50 years, but over time has evolved to a 

concept of strategic management, that is, aligned with the strategies and objectives 

of the business. In the same way, the conception of local human resources has run 

with the same fate and history. At the same time, a number of authors have tried to 

break down the leadership and could affirm that there are as many concepts as 

authors on the subject. Despite presenting the conception of this from several 

approaches and with several edges, there are at least three constants in all authors: 

people, influence and results. Although it is true that companies want to develop 

better people, the practical and functional objective of leadership is to enhance the 

results of organizations, therefore, whatever the attribute package that is assigned, 

no human resource manager should forget that The final result should add to the 

organization's strategies and, consequently, to the results of the organization. For 

this reason, insofar as the development of company's forces (leaders) is 

systematically oriented (without losing flexibility) under a strategic partnership and 

high performance, management is sustainable, sustainable and high impact. 

Delimitation and limitations 

The instruments were two interviews oriented to the first two actors and an 

interview applied to the collaborators who in the store receive the name of seller-

consultant. They were written in English and later translated into Russian to make 
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it friendlier to each of the selected sample. This offered benefits because it was 

easier to accept the instrument in company, but also brought with it limitations due 

to the language, since it was not possible to do the interview directly with each 

interviewee and in its place it was only possible to create an instrument through the 

google platform form both cases. For the application of the questionnaire occurred 

something similar, there was support from third to support with the explanation of 

both the purpose of the survey and the details of it. Despite the aforementioned, the 

information allowed to obtain, although to a lesser extent, the three points of view 

that were wanted to have. The results did not allow a statistical support but an 

interpretation of what was studied. 

Methods of research 

The methods used were qualitative and quantitative. Three instruments were 

elaborated to gather the necessary information. The creation of the same was based 

on an integrative or 360 ° logic that allowed to obtain information from three of the 

most important actors involved in a system of leadership development: human 

resources, (Managers, managers and line managers) and the collaborators that are 

part of the teams managed by them. The instruments were two interviews oriented 

to the first two actors and an interview applied to the collaborators who in the store 

receive the name of seller-consultant.  
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1. THEORETICAL  
 

1.1 International Strategic Management of Human Resources 

 

The study of strategic human resource management (SHRM) began in the 

late 1970s and early 1980s when the Human Resources field was being influenced 

by the rapid emergence of strategic management (Swiercz1995). In principle the 

study was oriented to the revision of the sub functions of human resources: 

Selection, training, performance evaluation and compensation. As the influence of 

strategic management was incorporated more strongly, the theory enriched the 

functions of human resources (Hiltrop, 1996). The concept of human resources and 

their functions rapidly evolved, thus giving way to the incorporation of elements of 

globalization to the conception of international human resource management 

strategies (SIHRM), their components and their interrelationship with business 

strategies which, as a whole, influence the functions, practices, policies and 

strategies of human resources at the local or regional level. 

In order to show the order, strategically speaking, of both concepts we will 

begin addressing the international strategic management of human resources 

(SIHRM). 

The opportunities that the global market can offer to a company allow it to 

value the integration of its products in different regions of the world. This requires 

company, in the first instance, the exhaustive analysis of the market of the region 

to be covered as well as the specific characteristics that distinguish it to 

strategically decide the best way to invest its resources, and on the other hand, to 

define strategies that allows it to integrate the branch to the same management 

system. It becomes a high-value objective that the "branches" or regions in which 

the brand is installed operate with the same or better efficiency than the 

headquarters that these go together in the same commercial direction without 

ceasing to operate within their Local, legal, political, social, economic and cultural 
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boundaries. In conclusion, each branch must operate as efficiently as possible to 

ensure optimum development in the region in alignment with the organization's 

competitive strategy. 

In parallel, the human resources management of multinational companies 

must be able to operate under the same logic as company. It requires doing so 

strategically investing in the total understanding of the business to know the 

objectives pursued and define the strategic actions that will lead to the achievement 

of them. Therefore, the strategic manager of human resources must distinguish and 

differentiate the specific characteristics of each of the different regions covered in 

the business in order to create the necessary strategies that apply at individual and 

group level and in the end allow them to integrate them with their special 

characteristics to a general management system. Considering that all the branches 

constitute a single company, the strategy of human resources management must be 

able to balance all the needs. Therefore, it will be necessary, together with the top 

management of the multinational company, to define the limits of autonomy that 

can and should have each branch, on the one hand, and the limits that should frame 

the collaboration and integration of all in the same management system and under 

the same business strategy. (Lawrence and Lorsch, 1967, Galbraith, 1987). 

Multinationals can design products that represent the same competitive advantage 

across the world that can be successfully developed and marketed in each of their 

branches, however, treatment must be more careful when designing "Products" for 

the management of people. Countries and cultures. In this sense, companies must 

consider the differences between each region without losing sight of what the 

organization wants to promote for the whole group so that human resources must 

adopt a sense of strategic management to create synergies throughout the group. 

According with Abbas and Camp (1996) cited (Tutara, Altinozb, & 

Cakirogluc, 2014), the strategic management of the human resources of a 

multinational company requires that its director maintains a global, private and 

differentiated vision to learn and adapt to different cultures, have a global 
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perspective of professional and organizational development and the ability to 

maintain self-preservation in the global environment. 

Based on the above, the following figure can greatly outline the 

comprehensive framework of strategic human resources management in 

multinational companies. This framework presents the elements that have to be 

taken into account in order to design the strategies in favor of the distinction of 

each region and the integration of the same to achieve the organizational objectives 

outlined. 

 

Figure 1. Integrative Framework of International Human Resource Management in 

MNEs (Tutara, Altinozb, & Cakirogluc, 2014) 

As can be observed in the figure 1, the strategy design of multinational 

companies has two main components to consider: interunit links and internal 

operations. 

For the first component, the exogenous factors are identified, that is, those 

characteristics of the industry and each country and region, exogenous and 

endogenous factors. On the other hand, the endogenous factors, which account for 

the structure of the international operations, the orientation of the shareholders, the 

strategies of competitiveness and the experience in the management of 

international operations. Therefore, the sums to be impacted through the strategic 
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management of international human resources are the levels of control and variety 

for inter-unit links and internal operations with their local sensitivity and strategic 

adjustment. 

From these, the strategies for the international management of human 

resources by functions: Orientation, Resources and Location are designed, as well 

as for the strategic management of policies and practices for personnel 

management, evaluation, compensation and development. The above in order to 

address the concerns and contribute to the achievement of the goals of the firm, 

including: Competitiveness, efficiency, local sensitivity, flexibility, learning and 

transfer. 

Without a doubt, each international firm will define in a particular way the 

strategies that will guarantee to satisfy the needs and achieve the goals that the 

global and regional environment demand. However, the strategy structuring 

strategies for the international management of human resources will have little 

variation to the scheme presented here for each case. 

1.2 Local Strategic Management of Human Resources (Branch) 

 

From the strategic management of human resources in each region, it can be 

said that insofar as management migrates from a micro-focus approach to a holistic 

management approach it offers more contribution to the competitive advantage of 

the organization or firm. For its part, the local human resources area has the 

challenge of integrating both corporate goals and values as well as those 

established in its region. The manager of human resources becomes strategic in 

that it manages to act locally but at the same time with a global vision. The local 

human resources management, of multinational companies, can’t be static or 

attached to a single reality, must go to the rhythm of its locality but observing at all 

times the movement of the group. 

Like the strategic human resources of the group, the local human resources 

area must be in complete alignment with business objectives and strategies. Work 
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together with the team with the manager and the group of managers in charge of 

operations. 

In companies such as this, the challenge of human resources management is 

closely linked to the voracious desire for growth of shareholders and partners. So 

that, to the extent that it can meet the needs of attraction without losing the care of 

those already integrated to the organization and ensure the continuity and 

permanence of the same obtaining the results that company requires you can say 

that this area is strategic. 

Also, an additional and important reflection is related to some characteristics 

of the region as it is its people. With respect to human resources of the locality 

must make an exhaustive search of candidates who comply not only with the 

technical requirements of the positions but also that their values are as close as 

possible to those of the corporate. They will have to be aware that in principle they 

will need to develop a lot of their personnel so that it is integrated into the 

dynamics and style of the organization, that knows the business and the way in 

which it grows. It will have to be invested in the continuous evaluation of the same 

ones to measure their advances and to become sufficiently attractive for the people 

wish to continue in the organization. The human resources strategy should be 

oriented to a great extent in the improvement of the conditions so that its 

collaborators feel encouraged to continue in the organization and at the same time 

improve its performance within the same. In this regard, research carried out in the 

Russian region shows the importance of the role of multinational companies in 

human resources in the care and management of staff in order to feel engaged 

while complying with the requirements of the firm. 

1.2.1 High-performance Human Resource Management in the Region 

 

As discussed in previous lines, this research was developed in the region of 

Russia. The study was aimed at foreign multinational companies located in this 

region and its purpose was to know how human resources management becomes 
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strategic based on the development of its collaborators and some other elements 

that promote a high performance of them. In this regard, the authors Huselid 

(1995), Mac Duf (1995) and Becker (1997) cited in (Fey, Björkman, & 

Pavlovskaya, 2011) suggest that employee performance depends to a large extent 

on the sum of their personal characteristics, skills acquired and the level of 

motivation they receive. Because of this, people are more likely to collaborate and 

contribute significantly to the success of its organization. Therefore, it is important 

to assess the extent to which human resources practices contribute to the 

development and enhancement of employees' skills and competencies, as well as 

their motivation; to the permanence and capitalization of the same. 

In this regard, company will have to observe in the retention of personnel a 

factor of strong impact for the success of the business. As emphasized by 

Shekshnia (1994) “Employee retention may be particularly important in the 

Russian context, where there is a serious shortage of well-trained people and where 

the turnover of strategically important staff who have undergone training is a 

problem Foreign companies” (Fey, Björkman, & Pavlovskaya, 2011) In this 

regard, companies such as Coca-Cola confirm the recurring concern of directors of 

different firms regarding the lack of trained personnel and the investment that this 

represents. Therefore, losing a person who has been developed by these marks 

represents a high loss in human and financial terms. Therefore, foreign firms will 

seek at all times to strengthen the actions in order to maintain satisfactory levels of 

retention of personnel in this region. Therefore, one way of measuring the 

contribution made by the human resources areas of the region to the firm is, to a 

great extent, through the efficiency of its actions, derived from management 

strategies, aimed at guaranteeing the levels of the turnover indicator. 

This presupposes the relationship between the strategic management of 

human resources in Russia, with efficiency levels in motivation, development and 

retention of people, with contribution to the objectives of the firm. Each of the 

practices selected to strategically manage the human resources of the organization 
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can and should favor the levels of retention of personnel in the region, as well as 

impact on the firm. 

The following outline proposes some of the most impactful practices in 

people management in this region. 

 

Figure 2 Effects of HRM practices on HRM outcomes and firm performance   

(Fey, Björkman, & Pavlovskaya, 2011) 

 

In this same context, as shown in figure 2, the multinational companies 

installed in Russia that offer job security to their employees foster an environment 

of trust and collaboration, motivating the commitment and the courage to give an 

extra effort in each of their Functions. Investments in technical and non-technical 

training as well as in career plans are other practices that have a positive impact in 

order to increase the efficiency of employees in their roles and responsibilities. 

Company by ensuring that people develop the specific knowledge and skills 

required for their position, they gain the opportunity for them to achieve the 

expected results. In addition, when feeling prepared, you will feel more confident 

about your actions and that company adds value to their formation. It allows them 

to compare the rest of the companies and feel belonging and pride to belong to it. 

Companies that have a greater investment in training and development programs 
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may even experience a considerable drop in their turnover rates (Fey, Björkman, & 

Pavlovskaya, 2011). Likewise, investing in a solid career planning system will not 

only help ensure the optimum development and growth of employees in company, 

but also gain loyalty from them at least during the years in which company has 

clear Learning and growth (Doyle, 1997) cited in (Fey, Björkman, & Pavlovskaya, 

2011). Another practice of high-performance human resource management in the 

region is the promotion of teamwork and the decentralization of decision-making 

(Arthur, 1994; Mac Duf e, 1995; Pfeffer, 1995). These two practices nourish the 

desire of participation of the collaborators outside protocols or a hierarchical 

giving way to a propositive attitude to reach jointly the objectives that have been 

raised to them. Feeling more committed to decisions and tasks, efficiency levels 

increase positively in the region's results and the firm. As a result of a good 

evaluation system, company will be able to identify the talented people who can 

make a career within it. The internal promotion provides employees with the 

assurance that they will be valued and considered for vertical or horizontal 

positions within company. They will know that the permanence, the effort and the 

development of their capacities will give them the opportunity to grow. The 

existence of an effective system of handling complaints within the organization 

reinforces the image of its employees in its sense of justice, honesty, equity, 

respect and care for its people. To the extent that there is good management of 

information (complaint) and responds with actions in an objective and timely 

manner, employees will feel more open to express in a timely and complex way the 

complex situations to be solved without the need to waste time and energy In 

conflicts that take away the view of its functions and objectives. Studies carried out 

in multinational companies located in Russia, as in other parts of the world, reveal 

that the alignment between regional human resource management strategies and 

international human resource management strategies to business strategy positively 

impacts achievement of the objectives of the firm.  
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Finally, it is worth mentioning that some studies value the importance of two 

important factors to consider when trying to understand the extent to which 

regional human resource management strategies are aligned with those of 

international management: Market dynamics and the constant change that 

companies face in this era. In any case, “the areas of employee 

involvement/empowerment, diversity, and the globalization of organizations are 

issues that are continually growing in importance and are at the forefront of issues 

organizations are confronting on a daily basis”  (Hiltrop, 1996). 

1.2.2 Competencies required to manage strategically the human resources 

area 

 

According to the Society for Human Resource Management (2004), the 

Competencies and Required Knowledge of HR professionals anywhere in the 

world, and which forms the basis for the SHRM Certified Professional and SHRM 

Examinations of Certified Professionals, Includes 9 competencies: Technical 

competences which are divided into four broad functional areas: 1) People 

(acquisition and retention of talents, employee participation, learning and 

development and total rewards); 2) Organization (structure of the human resources 

function, organizational effectiveness and development, manpower management, 

employee relations, technology and data; HR in the global context, diversity and 

inclusion, risk management, accountability Social protection of enterprises); 3) 

labor legislation and regulations; 4) Design of business strategies and human 

resources. In addition to the above, there are eight behavioral competencies: 

leadership and navigation, business acumen, ethical practice, relationship 

management, consultation, critical evaluation, global and cultural effectiveness and 

communication. Currently, the SHRM competency framework has evolved to 

incorporate global and multicultural capabilities as prominent elements. This 

shows that for the human resources director and his team to carry out strategic and 

effective management it will be necessary that they are prepared, become experts 
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and great consultants within the organization. The challenges presented by 

multinational organizations to their human resources specialists go beyond borders 

and desks. The integral view is the basis of any strategic work. 
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1.3 Talent Management  

 

In the coming years, the greatest challenge for the Human Resources 

department of the organizations will continue to be talent management (TM). But, 

what talent management is?  The human resource planning movement of the 1980s 

and early 1990s provided the intellectual roots of TM (Sparrow, Hird, & Cooper, 

2015). It emphasized the forecasting of staffing needs to meet business needs, 

planning and managing those staffing needs, succession planning, and short-term 

management development moves. By the late 1990s and early 2000s, talent 

management was being used as a label in its own right, with debate focusing on 

how organizations could develop, sustain, and manage pools of talent, etch a talent 

mindset into the culture of an organization, align various HR programs and 

processes to the needs of talent, and simultaneously pursue external recruitment 

and internal talent development. Silzer and Dowell (2010) argued that 

organizations should see talent as a strategic resource, and as a source of 

competitive advantage. The emergence of this association under the new label, 

‘‘talent management,’’ seems to follow the broader evolution of business strategy 

to reflect more boundaryless and interconnected organization systems, generally, 

with TM applying that idea to breaking the boundaries between the silos within 

HR, and connecting the various elements of HR. That evolution began with the 

emergence of the Japanese management model in the 1980s, which offered a more 

holistic approach that connected outcomes such as total quality to an array of 

management practices that included how talent was sourced, recognized, rewarded, 

developed, and engaged. (Cascio & Boudreau, 2015). 

As we can see, the definition of talent management varies from author to 

author. Some researchers differ greatly in their understanding. For example, while 

Creelman (2004) suggests that talent management is best regarded as a mindset, 

whereby talent is at the forefront of organizational success, Cappelli (2008: 74) 

states that it is simply a matter of anticipating the need for human capital and then 
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establishing a plan to fulfill it. Others such as Heinen & O'Neill, Piansoongnern, 

propose the participation of human resources practices designed to attract and 

retain the right people in the right works at the right time. However for Lewis and 

Heckman, there is nothing clear about talent management.  

In addition, it is worth saying that the concept of talent management is also 

applied and conceived globally, so there are authors who have approached the 

concept of global talent management (GTM), which is one of the trends coined by 

the multinational sector. Around this concept have also been established some 

definitions of researchers such as Collings & Scullion who on their own define the 

GTM as "the strategic integration of human resources and development at the 

international level and the proactive identification, development and strategic 

deployment of employees Strategic, high-performance and high-potential 

globally”. (McDonnell, Lamare, Gunnigle, & Lavelle, 2009). 

From the point of view of leading companies in the field of human resources 

such as Manpower, the competitive advantage of companies is in the talent of the 

same. Therefore, the goal of strategic management of human resources, through 

talent management, will be to enable the talent gathered in an organization to work 

in a synchronous way proactively and intelligently, adding value and giving 

company an innovative character. (Manpower Group, 2012). 

Finally, in an attempt to obtain more elements to describe the management 

of the talent, it integrates the definition that the consulting company in human 

resources DDI offers: “Talent management is understood as a mission-critical 

process that ensures that organizations have the quantity and quality of people in 

place to meet their current and future business priorities.” (Wellins, Smith, & 

Erker, 2009). Process of talent management covers all key aspects of an 

employee's "life cycle": selection, development, succession, and performance 

management. The key components of a highly effective talent management process 

include: 
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 A clear understanding of the organization's current and future business 

strategies. 

 Identification of the key gaps between on-site talent and the talent needed to 

drive business success. 

 A solid talent management plan designed to close talent gaps. It should also be 

integrated with strategic and business plans. 

 Precise recruitment and promotion decisions. 

 Connect individual and team goals to corporate objectives, and provide clear 

expectations and feedback for performance management. 

 Development of talent to improve performance 

 In current positions, as well as preparation for the transition to the next level. 

 An approach not only to the talent strategy itself, but the elements necessary for 

successful execution. 

Business impact and measurement of the effectiveness of the workforce 

during and after implementation. 

1.3.1 Talented People  

 

But what are talented people? Some authors refer to a talented person when 

they refer to having a broad knowledge and skill for things. This conception is 

based on the spectrum of intellectual capacity or knowledge. For companies, these 

are collaborators with a special ability to respond to the needs of company ie the 

main employees of company as a result of their contribution to corporate 

objectives. These collaborators are more likely to be developed internally for their 

value. These are at the heart of talent management. We could say that this is the 

first type or group of people with whom talent is related. The word talent may 

include specialized functional staff (CIPD, 2006; Heinen & O'Neill, 2004), ie those 

identified as critical to organizational learning. On the other hand, these people 

have been designated as part of the "key group" (McDonnell, Lamare, Gunnigle, & 

Lavelle, 2009) an organization's "talent" can range from analysts to senior 
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executives. In the second group, according to Collings and Mellahi, high-potential 

employees are identified as the next generation of organizational leaders. The 

authors identify that in many organizations there is a small number of high-

potential and exceptional-performing employees who over time can occupy key 

strategic roles that will decisively influence the success or failure of company. 

These people offer competences of high added value and, consequently, have great 

resonance with the first group described above, which is characterized by their 

intellectual capacity. The collaborators of this second classification are the most 

required by multinational companies and whose shortages are higher than the first 

classification. Finally, there is a third group in which people with varied abilities 

are found that are also valuable to organizations but can nevertheless be replaced 

with greater ease than those of the groups described above. According to Lepak & 

Snell (1999, 2002) the strategies and practices of Human Resource Management 

will depend on the group to which "talent" belongs. The investment and projection 

for each one will also be different. For example, third group of people will be part 

of the policies and practices of the strategic management of human resources, but 

will be allocated less investment in terms of special development in human 

resources management.  

The competitive advantage of companies, par excellence, what sets them 

apart, lies in talent, in what an organization knows and how it uses it. Therefore, 

the goal to achieve is that the talent gathered in an organization work 

synchronously in a proactive and intelligent way, adding value and giving 

company an innovative character. 

1.3.2 Talent Management System 

 

As discussed in principle, there are no definitions or treatments unique to the 

topic of talent management, the same is true when addressing the issue of the talent 

management system, however, we could approach it to behind the description that 

authors like McCauley & Wakefield (2006: 4) suggest. Both pose that signal this 
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involves personnel planning, talent gap analysis, recruiting, staffing, education and 

development, retention, talent reviews, succession planning, and evaluation. On the 

other hand, authors such as Stahl (2007) define talent management as a system that 

encompasses three sets of practices: (1) recruitment, staffing and succession 

planning; (2) training and development; and, (3) retention management.  

Becker suggests that today multinational corporations are particularly 

concerned about how they will secure their future leaders capable of understanding 

and managing complex operations across the world and serving diverse markets, 

and have developed competency models to describe what those leaders will need to 

be able to do, talent review, succession planning and executive development 

programs to keep supply going. In the same way, Sparrow (2004) suggests that 

talent is now much more mobile, able to move to any part of the world, therefore, 

competition for talent among employers is growing and important. In addition to 

the above, achieving economies of scale is increasingly important, with many 

benefits obtained by developing T & D activities from the processes and practices 

of the common organization. Based on the rationale under research on human 

resources architecture, it is expected that the most talented and important, high 

potential, employees will receive considerable attention. For these reasons, the 

authors believe that multinational companies should pay particular attention to the 

study of global talent management systems. 

As for local talent management, they suggest that they are likely to face 

some difficulties in working together, especially with those affiliates who work too 

hard on their own agendas instead of aligning themselves with the parent 

company's goals. According to Rothwell (2004), succession planning represents "a 

deliberate and systematic effort by an organization to ensure the leadership of 

continuity in key positions." The task focuses on a formal development program 

that seeks to strengthen a management competency that leads to better performance 

and business benefit. Both systems are present, more easily and naturally, in 
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multinational companies as they design a more strategic approach to talent 

management than National companies. 

In addition, effective performance management is another key aspect of a 

successful global talent management system. (Cascio & Boudreau, 2015). 

With regard to the Bristo development (2008), it suggests that multinational 

companies develop intercultural awareness in their high potentials, linguistic 

abilities and global management competencies. This will require the promotion of 

international experience as a means to build global management competencies. 

1.3.3 Improving Talent Management 

 

According to a study conducted by Manpower (Manpower Group, 2012), 

talent management can be improved as follows: 

First: Develop the internal talent and insert new. Then, special attention 

should be given to the hiring process to choose the best channels for the recruit. 

Second: The next step is to build on people's strengths, develop them to strengthen 

their skills. This helps companies understand key profiles, how to create roles 

around those profiles to maximize talent, and how to solve and override constraints 

that undermine their capabilities. Development and learning are an essential part of 

talent management. 

Third and last happens: A long-term retention model must be developed. 

Within this same study Manpower refers to Deloitte Consulting LLP which, 

in its publication, cutting-edge talent, ensures that companies with effective talent 

programs share the following characteristics in common: 

− Create clear career plans. 

− They develop a robust leadership flow. 

− Inspire confidence in leadership. 

− Focus on the best. 
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− Communicate effectively. 

− These good practices show 

− Importance of creating a culture based on values, a 

− Leadership that models and promotes high performance 

− And the creation of value. Again, the development 

− Leadership levels prevail as a resource. 

− Vital for the development of talent in the organization. 

1.3.4 Measurement of results and impacts in Talent Management 

 

The development of strategic and effective leadership is one of the most 

important challenges for companies. This implies a necessary investment that 

requires a dosage at three levels: 

● Strategy: the first managerial level of company must support the management of 

talent and investment in people as a strategic initiative. Understanding that 

investment is necessary both in attracting candidates and in the development of 

collaborators within company is decisive especially if we consider that there is a 

close relationship between business results and investment in people. 

● Reality: The execution of the strategy must be linked to the reality of company. 

Theories do not work and a perfect alignment with company's strategy must be 

sought, for which it is essential to have a global vision and in detail, to present a 

deep knowledge of the organization and its processes, of available and objective 

resources, in accordance with the mission, vision and values of company. 

● Monitoring: measuring, measuring and measuring. What is not measured does 

not exist. It is necessary to find a way to measure the impact of the strategy on 

reality. In order to do it well, not only must the best measuring instrument be 

found, but priority should be given to the periodicity of data collection. 

A series of studies reveal that one of the greatest challenges in the areas of human 

talent management is the establishment of metrics that allow them to measure the 

results and impacts of their actions on the objectives of the organization and the 
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level of direct contribution to it. From an efficiency standpoint, it is necessary that 

everything be measured and controlled to obtain results that allow, in a circle of 

continuous improvement, to diagnose, on a solid and reliable basis, strategic 

decisions based on facts and not assumptions. Therefore, goal setting will have to 

be crucial for a critical process to measure area performance. It is constituted as the 

main axis from which the criteria necessary to be evaluated and controlled will be 

released. 

According to the Manpower Group (Manpower Group, 2012), some 

performance measures focus on the following: 

-The client. Delivery on time, the introduction of new products, customer 

satisfaction, cycle delivery time, market share, increase and customer loyalty. 

- Financial aspects. Creating value, increasing revenues, increasing units sold, 

profit margins, return on assets, economic value added, return to shareholders, 

return on invested capital, sales, earnings per share, profitability growth. 

-Capacity. Employee satisfaction, turnover rates, total recruitment costs, rate of 

progress in development plans, promotion rate, utilization versus staff rates. 

- Focused on internal processes. Utilization of resources, actual versus budgeted 

expenses, cost ratios, precision, security. 

-In the effectiveness of changes. Program implementation, equipment efficiency, 

service / quality index. 

On the other hand, Manpower suggests that for the selection of measurement 

indicators, those that reflect in greater proportion the Incidence of the strategic 

management of human resources in the management of talent in relation to value 

added. Among the most important are: 

On the other hand, Manpower suggests that for the selection of measurement 

indicators, those that reflect in greater proportion the Incidence of the strategic 
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management of human resources in the management of talent in relation to value 

added. Among the most important are: 

− Market share (%). 

− Indices of satisfied customers (%). 

− Indices of leadership and motivation. 

− Index of resources in research and development 

− In relation to total resources. 

− Index of hours of training as 

− Annual percentage 

− Results achieved according to the goals of 

− Quality standards. 

− Employee retention rate. 

− Reciprocal administrative efficiency of errors 

− Administrative requirements in relation to income. 

− Average income or sales per worker 

− Average expenses per worker 

− Average earnings per worker 

− HR expenditure per worker 

− Of the organization 

− Average training costs 

− Training investment per capita 

− Productivity per worker 

− Participation of HR operating expenses in the expenses of the organization. 

 

1.3.5 Trends in Talent Management 

 

People Matters, in his book "Managing Talent: A Differentiated Strategy for 

a Global Environment" examines current trends in the coming years, which 
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provide a clue to where to move in talent management in order to be competitive. 

To this end, the author refers to the following:  

Reputation of the employees' brand, that is, in addition to being concerned 

about the image that is projected towards the client or the suppliers, it is necessary 

to generate a reputation that attracts talent.  

Incentives: Offsets have a substantial impact. They are not only monetary 

assets, tangible, but many of the best valued by people are more related to 

flexibility, recognition, autonomy or conciliation, precisely those that cost less to 

companies and better results give the face to the Management of effective talent. 

Diversity: Globality implies variety. Companies are enriched and nurtured 

by different cultures, are made up of people of different ages, speak in multiple 

languages. Talent management must take into account that the scenario has long 

ceased to be homogeneous and this is an extra complexity that must be considered 

from the definition of the strategy. No one can afford to squander talent on issues 

of age, sex, etc. 

Business culture: to achieve the commitment you have to appeal to the 

emotion. The feeling of identification with company plays a decisive role and the 

way in which the mission, vision and values in which its culture is communicated 

are critical and must reflect conviction, security and a healthy structure, coherent in 

the framework of a strategy well defined. 

Dave Ulrich, on the other hand, states that the way a firm can become 

competitive is by attracting, retaining, and measuring company's intellectual 

capital, characterized by a global vision: "Firms that succeed will be those most 

capable of attracting, Retaining individuals with the capacity, perspective and 

experience to conduct a global business" Quoted in  (Massaro, 2015). The 

challenge will be to integrate the strategic management of human resources 

management and the global capacity development agenda into its staff. It will 
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therefore address these capabilities from its strategies and processes of attraction 

and retention of talent with global capabilities.  

The most important thing will be to develop within the whole organization 

that ability to observe globally. Although it is true that the trend a few years ago 

was to believe that only top executives had the ability to anticipate change and 

keep up with technology, today it is firmly believed that it can be found throughout 

the organization's staff capacity To see beyond and generate new ideas. So, ideas 

that demonstrate these capabilities, the initiative for change and creativity, can 

arise in any area and from any position in company. Therefore, close observation 

and listening will have to be developed to know when these capacities are faced, 

which staff have global capacities and can contribute to the training of the same for 

the rest of the staff. 

According to the Conference Board and Right Management study on global 

trends and strategic leadership approaches globally  (The Conference Board and 

Right Management, 2013), the three challenges talent organizations face are: 

Accelerating leadership development, retaining talent, and motivating talent. As 

we can see, these are difficult challenges for many organizations, especially given 

the difficulties that may arise when working in different regions where company is 

located and which addresses specific business and leadership needs as in Company 

in the Russia. 

1.4 Leadership 

 

Following in this same line and considering that the development of 

leadership is one of the main strategies of multinational firms to guarantee the 

achievement of the corporate objectives and the continuity of its businesses we will 

approach the subject from its conception. It should be noted that for the purposes 

of this study, leadership is especially important. From the following lines is 

intended to better understand the concept and everything that is related to it. So, 

what Leadership is? It is a concept with many edges and many questions around: 
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What does it mean, how can you be a good leader, how to know that you are 

already a great leader? Among others. The answer is not yet unified despite the 

decades that have been invested in its study and development. Most authors agree 

on a couple of characteristics that consist of the ability to naturally guide their 

collaborators, achieve organizational goals through their teams and improve the 

performance of their teams, among others. Each theory that addresses the concept 

and development of leadership starts with a set of competencies that define the 

goal and development of skills to become a leader. 

1.4.1 Leadership concept according to its approach 

 

According to a collection of concepts carried out by the European School of 

Management, leadership concepts could be classified from the perspective in 

which their authors have created them: Leadership seen from impetus in 

productivity in people has been conceptualized by writers like John Maxwell, 

author of Management Works as the 21 irrefutable laws of leadership and the 21 

indispensable qualities of a leader (among other titles). From Maxwell's gaze, the 

leader must become the person that others will want to follow. Outstanding leaders 

are the ones who get the groups they lead to developing superior performance. 

Under this same perspective, Raymond B. Cattel, creator of Trait Theory, offers 

the concept of leadership as the generation of effective change in group 

performance. For his part, Peter Senge, complements the definition and describes 

leadership as "creating an environment in which human beings continually deepen 

their understanding of reality and become more able to participate in world events, 

so it has to do with the creation of new realities." 

From the perspective of Leadership and the attainment of the objectives, it is 

advised in addition to Maxwell and Cattel, other authors emphasize of the concept 

of leadership its impact in the achievement of the marked business goals. Authors 

like Idalberto Chiavenato (Chiavenato, 2002), define leadership as the 

interpersonal influence in a situation, directed through the process of human 
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communication, to the achievement of one or several specific objectives. On the 

other hand, Gibb defines it as those people who are in the most frequently 

performing roles that drive or control the behavior of others towards the group's 

goal. From the conceptualization of John Kotter, a professor at the Harvard 

Business School, leadership is nothing more than the activity or process of 

influencing people to voluntarily engage in the achievement of the group's goals. 

Finally, within this perspective, David Archer, who asserts that leadership is 

the human ability that achieves the union of a group and motivates it to achieve 

certain goals.  

From the conception of the Leadership by its influence in the people, the 

following authors are identified who link the concept of leadership to the ability to 

influence others, to be an example, an inspiration or a reference for the group. In 

this regard Konrad Fiedler, author of Theory of Consistency, sees leadership as the 

ability to inspire others, referring to it as the ability to persuade another to 

enthusiastically pursue definite goals. The leader is a human factor that holds a 

group together and motivates them towards their goals. Following the same line, 

José Alberto Santos understands leadership as that process of influencing oneself, 

the group or the organization through the processes of communication, decision 

making and deployment of the potential to obtain a useful result. 

Keith Davis, for his part, sees leadership as the ability to persuade others to 

enthusiastically pursue the achievement of defined goals. (European School of 

Management, 2016). 

And finally, Leadership can be defined as a process by which an individual 

influences a group towards the organization's achievement group or objectives. 

(Leadership Business Consulting, 2014). 

1.4.2 Strategic Leadership Development System 
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In this increasingly complex, uncertain and turbulent world, companies need 

to focus primarily on leadership systems that attract, develop and seduce talents 

through their leaders (cascading) and decision-aligned strategies, leaving aside the 

practice of those systems based on leadership centered solely on a person like the 

top of the decision. 

Because of the above, instead of questioning or debating the importance of 

the concept of leadership, the great challenge is to make leadership development 

efforts operational and effective. 

Thus, in the current context, Strategic Leadership, due to its high efficiency 

in responding to the strategic needs of attraction, development and commitment, 

becomes relevant and necessary for national companies, but above all, 

multinational companies. 

It is worth noting that strategic leadership is outcome-oriented as opposed to 

most existing (traditional) approaches that are oriented to individual or 

organizational characteristics and are based on concepts, waiting or assuming that 

results emerge accordingly . 

Strategic Leadership is a Strategic Concept. From this current, leadership 

must be seen not in the abstract or as an object of study and theorizing, but as a 

strategic concept, as the most important competitive process of a company. 

Because this is one of the most important processes of the organization, it becomes 

a source of power for all the others, therefore, the true search for differentiation 

and competitive advantage goes through the difference and success in the 

processes of leadership of company. The best long-term companies are those that 

have better leadership over time. They are those who develop leaders in a 

systematic way. The concept of strategic leadership is based on three important 

characteristics: the alignment, the orientation to the leadership itself and the style 

or the brand of leadership. 
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I) Alignment between Strategy, Organization and Leadership As can be 

seen in figure 3 strategic leadership begins with the alignment between the 

organization's strategic objectives, culture and its perceived organizational gaps 

and competencies as well as leadership systems. All three factors must be fully 

aligned for maximum effectiveness. It is the strategic objectives that should guide 

all the effort in the development of leadership. 

 

Figure 3. Strategic leadership: alignment strategy, culture and skills (Leadership 

Business Consulting 2014) 

 

Therefore, when the strategy changes, the leadership needs are also modified 

in order that both are aligned. The characteristics of the organization, in relation to 

the existing culture and the areas of opportunity perceived by the employees of the 

organization, must also determine the type of leadership that must be developed 

and exercised. 

II) Leadership Orientation: Development of leadership rather than leader. 

In the second instance, Strategic Leadership focuses its attention on the 

development of leadership in the organization and then focus on the development 

of leaders in concrete. Its primary and initial focus is the organization's leadership 

systems that attract, develop, and seduce leaders at all levels of the organization. A 

system like this lasts after the departure of any leader and can even compensate for 

errors at the top of the decision chain.  
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Figure 4. Leadership Orientation (Leadership Business Consulting, 2014) 

 

As we can see in the figure 5, leadership development will always be 

important, but always framed within a consistent leadership development system. 

Companies can focus attention on celebrity, charisma, the charm of a leader, but 

for the effects of results that is insufficient and sometimes harmful. 

According to analyzes made in recent years, and in particular, the pattern of 

decisions that has led companies to the financial crisis that emerged during 2008 

(as a result of business decisions very focused on the top of the decision chain and 

strongly Influenced by the rewards of CEOs and Boards of Directors), it has been 

shown that corporate performance will depend less on company leader (ie, of an 

individual), and much more on leadership (regulated system), in Company and in 

society. The myth of the hero leader, or celebrity leader, focused on the image, is 

displaced by the concept of the authentic leader, whose main focus is on the results 

of company, attracting talent, motivation and management teams. All of the above 

depends heavily on building strategic and robust leadership systems in 

organizations. 
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III) Leadership Style (brand) Third, strategic leadership focuses on defining 

a style or brand of leadership for each company. Each one of them is unique and, 

therefore, it must have its own style of leadership. This should result from the 

alignment that has been made in the beginning between company's strategy, the 

organizational characteristics (culture and perceived gaps) and the leadership 

systems.  

During the review of the concept "leadership brand", conducted by the 

Leadership Business Consulting company found that Dave Ulrich mentioned the 

concept of "leadership brand" or "brand of leadership", very similar to the one that 

this consultant defines it. In conclusion, it can be said that the brand of leadership 

is something that is aligned with the brand of company ("brand"), along with its 

customers. The "leadership brand" exists and occurs when the knowledge, skills, 

and values of leaders are applied to the development of the organization's 

competencies and processes, as well as the decisions and behaviors of its 

employees, which are Focus on the organization's value proposition for its clients 

and the expectations of those clients (Leadership Business Consulting, 2014). 

1.4.3 Developing Strategic Leadership  

 

How to Develop Strategic Leadership? From the point of view of leadership 

business consulting, leadership approaches, for the most part, have been 

individuals-oriented. However, working the individual is not the same as working 

the organization as a whole. When most of the training actions are focused on the 

individual and not the organization and with everything and they are expected to 

achieve results accordingly, companies are at risk of not investing correctly and not 

getting the results which they expect. 

Therefore, effective leadership development must be based on Leadership 

Development Programs (PDL), properly aligned with the strategic objectives to be 

achieved, coupled with an adequate organizational analysis and the definition of a 

style or brand of leadership appropriate to company. Once the definition is defined, 
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an evaluation of the people in company that includes the Leadership Development 

Program should be carried out, while at the same time designing a leadership path 

that identifies company's leadership needs for the future. 

Subsequently, it is necessary to design Individual Development Plans (IDPs) 

and Equipment Development Plans (EDPs), based on systematic training, as well 

as concrete change management projects (active learning) and, in other tools such 

as coaching. Having software applications to support the development of 

leadership in internal portals will be of great relevance in companies. 

Mintzberg and Quinn define strategic leadership as one that refers to all the 

activities that set the course for the organization and help it stay in the service of its 

mission. Strategic leadership is related to the organization's vision, as well as to the 

ideas and actions that make it unique. It is the process of setting clear 

organizational goals and directing the efforts of staff and other stakeholders toward 

meeting the organization's objectives. 

1.4.4 Strategic Leaders  

 

On the other hand, the strategic leader is distinguished by a series of traits, 

which go beyond certain behaviors or abilities. They are professionals who are 

guided by values and who always have in mind the results to achieve, with a 

business vision that sets them apart from the rest (Adair, 2007). 

− A visionary leader: The strategic leader has a vision, both the environment, the 

product or service, and the team itself, which becomes a source of development 

for the organization. In this way, it becomes a true facilitator of this vision 

among the collaborators. 

− A long-term leader: This leadership demonstrates that it distinguishes the 

urgent from the important and day-to-day of the organization's strategy. The 

strategic leader does not focus on the everyday but focuses on the medium and 

long term of company. 
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− A leader who anticipates: Is a leader who is ahead of the changes that occur 

both outside and within company, innovating in the product or service and also 

in the organization and internal work processes. These people seek the means to 

know, before anyone else, what are the new trends in the sector. 

− A leader with values: This type of leadership exceeds task-based management 

models or goals. They seek to establish loyalty to their work teams through 

values, as an engine to achieve the results expected by the organization. From 

this point of view, not everything is worth; it is necessary to behave based on 

certain parameters. 

− A humble leader: The strategic leader is a person with critical thinking, able to 

recognize their mistakes and take responsibility for their actions. Therefore, he 

is a professional who has a clear desire to excel and that is continually posed his 

role as a manager. 

− A leader who makes decisions: Although the strategic leader is able to analyze 

the situation of the environment and also internal to the team, he is an action 

oriented and problem solving professional. The strategic leader focuses on 

decision making, with determination, agility and rigor. 

− A person-oriented leader: Finally, the strategic leader is a professional who 

believes strongly in people, in their differential factor and in the hidden talent 

that exists in the work teams. He is a manager who bets on the potential of 

people and their development, who accompanies and supervises his team in a 

fair and objective manner. (Adair, 2007). 

In addition, Beatty and Hughes (2005) quoted in (Fierro, 2012), in order to 

obtain a solid strategic leadership, it is essential to obtain the following three skills: 

• Systemic: Organizations are interdependent and interconnected systems when 

leaders make decisions in one part of the organization they have an impact on other 

parts of the organization as well. 

• Centered Future: A strategic leader operates with long-range agendas, integrating 

short-term goals with long-term approaches. 
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• Change-oriented: A strategic leader is often a factor in organizational change. 

1.4.5 Challenges and Trends in Strategic Leadership Development 

 

The development of strategic leaders requires the use of a multidisciplinary 

approach. Behaviors and competencies can be improved by using a combination of 

mentoring, coaching, formal education, and experience-based programs to achieve 

maximum results. As leaders operate in a highly globalized, digital and diverse 

work environment, tailoring and customizing content and how to deliver content 

will contribute to the success of leadership development initiatives. Provide 

solutions that are personal, adapted and multifaceted in order to achieve maximum 

impact. In the face of globalization and inter- and intra-connection, they have 

destroyed the hero-leader cult and forced organizations to develop leadership skills 

throughout the organization.  

According to the Conference Board and Right Management study on global 

trends and strategic leadership approaches globally (The Conference Board and 

Right Management, 2013) today's leaders are masters of strategy, change 

managers, network and relationship builders, and talent developers. They are asked 

to design, orient and teach. High-potential managers identify at a very early stage 

in their careers and develop them to take on these diversified leadership roles to 

ensure growth and business continuity in an increasingly competitive and dynamic 

environment. 

The study found in the sample a disconnection between what organizations 

want in terms of the competencies of their leaders and the capabilities that develop 

the programs that are applied today. For their part, companies have recognized 

three major leadership competencies to develop in their leaders over the next few 

years: Ability to lead change, retain and develop talent and a global mindset or way 

of thinking. They also suggest developing a greater capacity for collaboration, self-

knowledge and influence on leaders. On the other hand, organizations in all 
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regions of the world agree that in the coming years they will be more likely to 

develop talent and promote it internally, rather than recruiting from abroad. 

Participating organizations (North America, Europe and Asia) understand 

that experiential learning methods, such as active learning projects, simulations, 

coaching or mentoring, rotational programs and international service commissions, 

provide the best results in the development of its leaders. Experience-based 

learning initiatives more customization and adaptation, which in turn facilitates a 

more effective approach to leadership development. Greater alignment between the 

organization's resources (global and local) and approaches, with the maximum 

impact on its leaders is recommended. Leadership development solutions will have 

to adapt to the different needs of regional and global leadership, since it will not 

serve to use a unique size. It is important to consider that strategic leadership 

development programs should be designed to: Provide customized solutions 

tailored to the needs and strategies of the organization globally and locally; 

develop leadership skills essential to today's business challenges with a powerful 

perspective for the next five years to invest in approaches and methods of learning 

that have the maximum impact; focus on the differences between needs regional 

and global leadership to deliver located;  foster leadership capabilities throughout 

company, not just among a few. It means, enhancing the capacities of leadership 

throughout the organization instead of only in levels of high charge of global or 

local work teams to have a collaborative mentality, to develop the team, to handle 

digital technologies with confidence, to be a citizen of the world and to anticipate 

and build the future; Start and manage change, orient and develop the capacities of 

others, execute the organizational strategy, identify and develop future talent, and 

enhance creativity and innovation; Promote competitiveness and entrepreneurial 

innovation, build key relationships and build people's trust without making use of 

the position, establish and effectively communicate a vision and direction for the 

team, achieve results through the performance of others, develop professionals In 

the long run, inspire people with the willingness to follow and model an authentic 
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feeling of collaboration, potential for change, intellectual potential, people 

potential and motivational potential; Respond to trends such as climate change and 

scarce resources and do business in emerging markets, characterized by poverty, 

corruption and human rights violations; And to know oneself, to foresee possible 

faults in the design, to go wherever there are dangers, to be a multidisciplinary 

thinker, to facilitate what is possible, to tell stories with hook, to build and to 

manage networks. (The Conference Board and Right Management, 2013). 

Therefore a simple but at the same time robust strategic design of the 

leadership development system will help guide training efforts towards the 

business strategy to achieve the expected and required results. 

Finally, consideration should be given to integrating a global view of 

leaders. In this regard, Dave Ulrich (Dave Ulrich, 2010) proposes a global vision 

for the new organizations that operate in an equally globalized world. Therefore, to 

develop as global companies, the capacities of their leaders (Directors, managers 

including heads of lines) should be equally global, they should adopt that 

perspective that concerns not only the business of company, but the needs of 

customers, Suppliers, competitors and the consumer market. From the above, the 

leaders of the organization (Directors, managers and heads of lines) should have 

global awareness and capabilities that allow them to understand the political 

differences between countries with whom they share the same market, the cultural 

differences between the different clients With company, to understand the rules of 

globalized commerce as well as their different tastes and consumption needs. 

Ulrich values that the capacities of the operative directors and the managers 

of human resources, they should be global rather than individual, and understand, 

through a self-evaluation exercise, where they are currently unemployed. This self-

assessment should prompt them with questions such as: What are the global 

capabilities required to be a successful global competitor? How far are current 

managers from having such global competencies? Who understands the cultural 

differences between the different clients, both internal and external? Who of these 
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managers understands and can measure the impact of cultural and religious 

differences on the business and the market in which company operates?  How 

many managers can interact and feel comfortable meeting with key people in the 

global business? In what way and to what extent do managers contribute to making 

company promote the global capabilities of its people and at the same time adapt 

and respect the local conditions and characteristics of each plant or branch where 

the firm has a presence?  How many managers have access to relevant global 

information and take advantage of global market resources, benefiting from virtual 

communications? And at a more basic level, we could add the question: How many 

of them do they see as necessary to develop global capabilities to ensure the 

success of the organization? (Massaro, 2015). Undoubtedly an important player in 

developing a more global and strategic view of the organization is in the hands of 

the leaders (director, managers, head of the line) who lead and accompany the 

teams within the organization. 

2 Analysis of Company's Strategic Leadership Development system. 
 

2.1 Characteristic Organization as the Object of Management 

 

Company is part of the ADEO Group, which occupies the first place in 

Europe and the third in the world in terms of sales in the DIY segment. 

Company in Russia is located in 25 regions of the country, its installation in 

the regions is strategic: fast access, with sufficient transport routes, near fast roads 

without so many legal requirements and visibility from great distances. Its first 

Russian store was opened in 2004 in the city of Mytischi, the Moscow region. 

Each Company store is an independent business unit. This approach extends to the 

management of internal processes, including product assortment and price 

formation, staff selection and development strategy. The corporate values of 

company are: Teamwork, passion for results and professionalism are shared 
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ambitions on which their culture is based. Customer satisfaction implies honesty, 

competence, demand, initiative and commitment. 

2.1.1 Concerns and Challenges of the Organization 

 

One of Company's priorities in the region is to develop a network of regional 

manufacturing suppliers to create new opportunities in their region and minimize 

costs. Having national suppliers depends on the regional economy and the 

deployment of materials at a lower cost. The challenge is that these suppliers have 

the requirements in form, specifications, quality and time. Company has a 

responsible approach in the selection of partners and suppliers. Pay special 

attention to your reputation, experience and working methods. 

Company Russia shares corporate social responsibility. In each of their 

store openings, they strive to take into account the peculiarities of the region and 

contribute to their social and economic development. In each of the cities where 

there are Company stores, hundreds of their volunteers participate in social 

projects: they help nursing homes, children's homes and boarding schools under 

the Company social responsibility program.  Company's personnel policy · In 

Russia, the number of Company employees is more than 19,000 people. · 

Company operates in strict accordance with Russian law, which guarantees the 

fulfillment of all protected rights and freedoms. · Company adheres to anti-

discrimination policies regarding race, ethnicity, sexual orientation, religious 

beliefs and political convictions of employees. LM employ Russian and foreign 

employees from near and far abroad. The most important criterion in the selection 

of the personnel, at the same time is the qualification and professional aptitude of 

the employees. 

Company seeks integration in the local economic and social fabric, which 

means: To have a policy of local contracting, collaboration with local partners, 

creation of a purchasing center in each country, selection of an assortment of 

products and advice adapted to the inhabitants, homes and habits of implantation. 
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This competitive strategy can lead Russian customers to discover Spanish 

products, Brazilians to take ideas of the decoration came from France and so on. 

2.1.2 Strategies and Initiatives of the Organization 

 

At Company they take seriously the development of each employee. To do 

this, create the Academy for the House, where employees periodically undergo 

product training as well as personal development training. Each store offers a space 

for training. In Company the project of a single author "My life - my company" is 

executed, which is attended by 19,000 employees. The main objective: to combine 

personal and business goals, making the work of Company in harmony with the 

scale of individual value.  Company is guided by their sustainable corporate culture 

in which everyone is united by common values such as respect for employees, 

partners, and customers. In all the shops a pleasant atmosphere develops. They are 

also guided by the philosophy of intermingling, which they define as a 

management system that is based on the participation of all employees in the 

business processes. Professional growth and personal fulfillment are two aspects 

that company takes care of continuously. To this end, a training center called 

“House Academy” has been created, where its employees, regardless of their 

education and previous work experience, can improve their skills in training and 

courses. 

Likewise, Company has designed training strategies in order to align 

Russian employees with the high-quality standards in the group's service. Of 

course this was not an easy task considering the service characteristics of these 

regions, however, they have been victorious through processes of formation and 

installation of the culture of the service that also distinguishes the firm. Thus the 

store seller or floor is able to communicate nicely and have a broad knowledge of 

their products to be able to promote the sale. Its managerial development programs 

are oriented towards self-development within company as well as outside it. 
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One of the resource policies in the midst of crises or recessions is related to 

the care of staff. In these historical moments, company has gone ahead without 

dismissing the people focusing efforts on the training and reinforcement of 

knowledge needed to improve. This policy has its variations depending on the 

duration of the crisis. So far they have not had to lay hands on the dismissal of staff 

for a crisis. As of 2010, company installed in Russia has valued the potential of the 

people of the region instead of foreigners for the continuity of the management of 

stores. Foreigners who have arrived to start the business have concluded their 

contract and returned to their country of origin. Only those who have a high 

potential and desire to continue in this region have remained. The total number of 

expatriates up to 2015 was 20-25. Some functions are in charge of the French, and 

some others in the hands of Russia. The "personnel acquisition" functions, as they 

call it, as well as the development department, are led by Russia and the marketing 

run by France. The predominant language in this region remains Russian. 

Company has devised strategies to address one of the main problems facing a 

considerable number of companies located in Russia and around the world, such as 

Coca-Cola: Retention of personnel. 

By 2015, Company in Russia probably had the lowest level of turnover in 

the retail sector. That is, the annual production of collaborators was only 11%, 

three times lower than the previous years. Its trend has been toward improving 

staff turnover. The strategy of general management focused on strengthening its 

incentive system. In this sense, they used an economic element of attraction and 

benefit for all: Actions. 

The value of the shares varies each year, these are revalued by the experts 

based on the results of the ADEO Group. The incorporation of employees into the 

corporation system has been a decisive step in loyalty. For those who have 

understood the rules and dynamics of the same they have felt more benefited in 

this one than in any other place. In short, employees can buy stocks, for example, 

for regular salary quotations, and after five years, stocks can sell them at price, 
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which in that year has been analyzed by experts. This strategy along with its 

initiatives has been extended to other stores in the group located in other parts of 

the world, such as France, Italy and Spain. So far the result has been very good for 

each of these stores. Specifically in Russia the results have been seen significantly 

since it was implemented in 2012. 

This has been a very rare form of motivation, but it has certainly enabled 

them to significantly increase the productivity of their collaborators. The system is 

quite complex so the communication strategy was key so that the collaborators 

could understand it and integrate it. By 2015, about 90% of employees have 

become holders of shares. In addition to stocks, there are premiums that are tied to 

the billing of a particular store. There are quarterly payments, which are granted, if 

the store has a plan. At the end of the year, they also have benefits, which are 

incorporated in writing into the employment contract. 

By the end of 2015 company decided to grow the salaries of contracting by 

10% and for the rest of the employees by 7%. This decision was strategic for 

company since despite high inflation they wanted to promote performance and 

therefore opted for an action that would have favorable impact on both indicators 

that at the end of the day are closely related. 

Finally, its local competitors are small in comparison to company, so it does 

not have a strong competition, in addition to this, company becomes inspirational 

for people who know that it is an express multinational and that it offers good 

hiring conditions. The quality of life at work, including the life-work balance, may 

not be one of its strong because of the high demand of customers who visit the 

store. In 2006 Ikea opened its doors in the city of Yekaterinburg and, a group of 

not being a competitor in the construction products and could be it in the concept 

of decoration and design. However, beyond that and considering that Russia is 

being revived by the attraction that is despairing in Western firms, as other brands 

become more attractive not only to customers but to people who are attracted to 

companies with the International exhibition and strategies of attraction and 
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retention of talent considerably attractive. Therefore, the competitors for the 

human resources of this region are not small by their competence of products but 

by their competition in the conditions that offer the work to the candidates with a 

potential or high level of talent. This is a factor that can jeopardize the integration 

of valuable people into the organization over the next 5 years. 

2.2 Analysis of Staff 

 

In the following organization chart it was possible to observe the name of 

administrative positions of the organization. Between these and the collaborators of 

flat they add about 441 employees in total working for this store. 

Company is characterized by the integration of a greater number of women 

than men and its predominant population is people that the experts in generations 

call Millennials or generation Y (more than 60%). The rest is distributed among 

people aged 37 to around 67 according to the information provided by company. In 

addition to being a young company in Yekaterinburg, it is made up of a 

considerable number of young people. 
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Figure 5. Analysis of LMs Staff  

 

The population related to the positions of head of the line, managers and 

direction are in the range of the 30 to the 39 years predominantly. As we 

mentioned earlier, the total number of women in the population in general and the 

number of women leaders is higher than that of men.   

Finally, in the degrees of university studies, a number of mayors are 

observed in the women than of men. 

2.3 Research Methods of the Strategic Leadership Development System 

 

2.3.1 The research method of talent management strategy 

 

In order to know the extent to which Company, based in Yekaterinburg, 

Russia manages the talent of its organization and, consequently, how it manages 

the development of leadership, a semi-structured interview was conducted for 

managers and specialists in human resources. The interview was uploaded to the 

Google Form platform in Russian language, however the participants responded in 

paper so we were delivered printed. It was supported by the person in charge of the 

linking area. In this semi-structured interview, questions were included that 

explained the process of identifying, managing and developing the talent of your 

organization. In addition, questions related to leadership development strategies 

were integrated to learn how they are aligning with current organizational 

challenges and business objectives. These responses provided information on the 

extent to which they are aware of the current challenges of managers in particular 

and those of the organization in general. The question of measuring the 

effectiveness of training and the costs that could be generated by not having 

leaders capable of meeting the challenges of cultural diversity was addressed. One 

of the great challenges of globalization, especially for multinational companies, is 

the development of world leaders with intercultural skills. 
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Considering that Company is a multinational and that is located in Russia, a 

country that has multiculturalism historically it was important to know how their 

leaders were being prepared to enhance the two conditions mentioned above. The 

results obtained from these interviews will be shown below. 

It should be noted that the interview came via electronic, however the 

answer was delivered on paper. Some of those who answered the interview are 

managers or line managers so we got the look of human resources and that of some 

managers. This was considered an opportunity to know both perceptions. In the 

results section some research findings related to the familiarity of human resources 

with concepts, processes and strategies of talent management can be observed; the 

impact of this on your leadership development efforts as well as the way you 

approach measuring your leadership development programs. 

2.3.2 Research method of development and leadership management 

 

The research method used was qualitative. It was held in the Company store 

installed in Yekaterinburg Russia with the support of the liaison officer and some 

people in the area of human resources. The tool was a semi-structured elaborate 

interview in the Russian language directed to the managers and line managers of 

the organization. This interview was sent electronically through the Google Form 

platform, however, just like the human resources interviewees, the managers 

delivered the printed interviews. 

The objective pursued the semi-structured interview was to know how 

managers and line managers manage their leadership in the organization. The 

questions they ask are related to best practices, the current challenges in their 

management of teams, the way in which they visualize solving the challenges and 

their openness to the integration of leadership development skills that are found in 

the Future not very distant: Intercultural. At the same time, it was sought to know 

the importance that managers and bosses of the line offer to the theme of the 

diversity not only in terms of race, gender, age, but especially in the cultural 
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differences to which they could be framed in a multinational company. The 

interview allowed to know the openness they have as much to the subject of cross-

cultural as the importance in their development within the current leadership 

development system. This method sought to know at the same time which is the 

system of leadership development that counts within the organization, as well as 

managing their self-development to improve the skills to lead their work team. 

Finally, we sought to know the extent to which it relates to projects and other areas 

for decision-making, collaboration and the development of creativity as a whole. 

It will be possible to review the results in detail later. 

2.3.3 Method of investigation of the impact of the management of leadership 

in the collaborators 

 

The method used to know the impact of the leadership practices of the 

managers and managers of the line in the collaborators of company was 

quantitative. Through a survey (frequency) it was possible to know the perception 

of employees about the management of their leaders and, consequently, their level 

of satisfaction with regard to it. The survey was conducted in Russian language 

and was delivered printed to the shop assistants who are in the customer service 

area (all areas). It was attended by sales consultants and some chiefs of these 

(which are managed in turn by heads of a next level), the perception of the 

collaborators was enriched by both. The questions of this instrument allowed to 

observe their perception about the management of leaders and / or leaders, their 

communication skills, their inclination for the respect, the recognition, the 

development of their collaborators, the knowledge of their team (individual and 

group) , The opening to the differences of race, ideology, gender, age, among 

others, the promotion of ideas, creativity and innovation; The promotion of 

collaborative work, their ability to guide, accompany and teach as well as the 

promotion of quality of life and work balance. Questions were included that 

allowed to observe the level of confidence that is generated by the equipment and 
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the identification, administration and development of the talent of each 

collaborator, among others. The results are shown below. 

2.4 Results of the research 

2.4.1 The research method of talent management strategy  

 

The results of the semi-structured (qualitative) interview are presented 

below. This interview has given results that allow us to interpret the need to 

integrate the area of human resources in the strategic processes of the organization. 

In the same way, it is important that people in the area prepare to be able to 

strategically manage the talent of the organization. Its role as a strategic partner 

will benefit the area and the organization as a whole. The results are presented 

through tables in which the answers were classified by concepts and frequencies. 

The instrument was answered by eight persons. The answers obtained are as 

follows: 

Table 1. Talent Management Strategies in Leadership Development  

 

 

This first question had as objective to know in which way the area of human 

resources identifies the talent within its organization. That is, if it has a predictive 

analysis of performance to identify talented leaders as well as integrate the 

processes of evaluation, classification and recognition of people and key positions. 
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The results obtained were as follows: To a greater extent (frequency in choosing 

the classification of responses), the manager and his specialists orient their efforts 

to the evaluation of the characteristics of the people based on the profile defined by 

company. Additionally, it was noted that it relies on programs such as "the leader 

can declare his talent" that was developed globally and have adopted in the region. 

No answers were found that would indicate the processes that the authors refer to 

for the identification of the talent and its management. This allowed us to observe 

an area of high importance for the integration of processes that allow the human 

resources area to strategically identify the talent within its store. 

Tables 2 and 3 of responses confirmed that there is no specific criterion for 

identifying a talented people (regionally) and therefore the number of "talented 

leaders" varies in each These showed the impossibility of identifying and 

classifying the talented people (key people) of the key positions; How many of 

these people occupy such positions and what is their necessary reserve according 

to the analysis of and projections derived from the strategic business plan (global 

and regional). The importance of effectively managing the talent of the 

organization (people with high talent, people with potential talent and people who 

can learn from others to integrate the organization's DNA and be talented) implies 

a thorough, quantitative and qualitative analysis. Human Resources must be aware 

at all times of how to manage company's talent. 

Table 2. Talent Management Strategies in Leadership Development 
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Table 3. Talent Management Strategies in Leadership Development 

 

 

Table 4. Talent Management Strategies in Leadership Development 

 

 

Table 4 revealed information about two major guiding axes: The existence 

of strategies for the development of talented managers, the identification of them, 

and the needs to which those strategies respond. That is, to what vision of the 

future they are oriented. The sample of managers and specialists who answered this 

question identified, almost in its entirety, the talent development center as the 

initiative that was created from the development strategy selected by the (global) 

organization. 
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Table 5. Talent Management Strategies in Leadership Development 

 

 

Less frequently and in line, identified other programs or projects as "talk me 

of your talent", potential development and project management, among others. In 

addition, the responses showed that, from their perception, the reasons for these 

strategies (initiatives and programs) respond mainly to the following needs: Needs 

of young leaders (P4); Many executives vacancies (5); Needs of employees (P6) 

and manager's needs (P8). All of the above showed that there is an area of 

opportunity in the area of human resources to strategically and effectively manage 

the talent of the store. The guiding axis will be the global strategy, however, it will 

require a regional design that makes more sense to those involved and that 

impacted on the expected results in the short, medium and long term. 
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Table 6. Talent Management Strategies in Leadership Development 

 
 

 

Table 6. This question allowed to make a contrast between what managers 

responded to, more frequently, to the question: what difficulties do you usually 

encounter when managing teams? While managers observed the greatest challenge 

in the management of diverse teams (people with specific characteristics, 

differences in age, gender, ideologies), the area of human resources and managers 

who joined this interview observed the greatest challenge in accelerated growth of 

company. Even though the answers of greater frequency in both instruments could 

be related, they do not necessarily show the same look about the challenges 

(difficulties) that the managers of this store face. 

This allowed us to identify the need for the human resources team to be 

closer to managers in order to better understand their perception of reality and their 

needs so that it is able to offer strategic alternatives that add value to their 

management. 

  



57 

 

Table 7.  Talent Management Strategies in Leadership Development 

 

 

 

The answers to this question revealed what the human resources team and 

managers integrated in the sample consider necessary for the team of managers to 

improve through their leadership development programs: Managing change and 

developing strategic thinking and systemic. Both answers with the highest 

frequency of answers by the sample interviewed. No doubt both proposals can be 

integrated into the leadership development portfolio for managers, as long as they 

respond to the business plan. 

 

Table 8. Talent Management Strategies in Leadership Development 
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Based on the answers derived from table 8 it was observed that the greatest 

value that adds human resources to company's managers and their challenges are 

the proposed courses or training programs. Less frequently were answers related to 

the design of individual development and support plans in interviews. This allowed 

us to reflect that reducing the role of human resources in the training area could be 

a risk for the entire store. It also becomes an area of opportunity to strategically 

integrate into more decisions and processes in order to be a major player in talent 

management. 

 

 

Table 9. Talent Management Strategies in Leadership Development 

 

 
 

Table 9. Everything that is implemented must be measured in order to know 

to what extent it provided the expected results. For this reason, this question was 

elaborated in order to know how the human resources team measures the efficiency 

of the training and development programs implemented, that is, their reelection, 

utility, application, behavioral changes and their impact on The increase of 

expected results, among others. The measurement is a strategic factor for decision 

making. The most frequently obtained answer to this question was the 

measurement through the ability to apply knowledge in practice. Although this is a 

valuable indicator, it will be necessary for the human resources area to define the 

KPIs that will better guide the training efforts in your company. The most 
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frequently obtained answer to this question was the measurement through the 

ability to apply knowledge in practice. Although this is a valuable indicator, it will 

be necessary for the human resources area to define the KPIs that will better guide 

the training efforts in your company. 

In case company has them, the biggest challenge will be to adapt them to 

what the variables that the region wants to measure and control. This is certainly a 

major challenge for human resources and the store director. 

Table 10. Talent Management Strategies in Leadership Development 

 

 
 

In order to reconcile the answers of the managers with those of the human 

resources team, the following 5 questions (from table 10 to table 14) were designed 

in the value of the integration and management of multicultural teams that will 

appear with their corresponding response tables. We begin by knowing if diversity 

is a value and an important strategic resource for company. The answer was the 

confirmation of whether it is a strategic value and resource. This allowed us to 

understand that this value becomes a guiding axis that should be considered when 

designing regional business strategies. 
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Table 11. Talent Management Strategies in Leadership Development 

 

 

Despite being the diversity valued by the organization, the sample 

considered that the development of intercultural leadership skills is not seen as a 

challenge, so it is not necessary to invest in it in the short term. These answers 

align perfectly with what managers responded to in the question they asked about 

the need for special training to develop intercultural leadership skills. With the 

analysis of all the above could be deduced that this position could be part of a 

culture of the region. 

Table 12. Talent Management Strategies in Leadership Development 

 

In reviewing the answers in table 12 it was observed that, although the 

development of intercultural skills is not in the current training map of the store 
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managers, they can see some benefits of having multicultural teams. The most 

frequently mentioned were the opportunities to acquire new experiences and 

knowledge of cultures as well as to have different approaches and alternatives to 

problem solving. Both identified benefits are, among others, highly valued by 

international companies. 

Table 13. Talent Management Strategies in Leadership Development 

 

 

Observation: Company offer French lessons  

Although this question was answered, less frequently, that company invested 

in efforts to develop intercultural skills, what this study showed is that it is not 

done deliberately, so it is not strategically integrated into the training system of 

company's leadership in this region. It is important to emphasize the importance of 

human resources to consider that the knowledge of a language does not provide the 

knowledge of the culture and the characteristics of its members. As long as it is not 

an initiative product of the regional business strategy, these efforts (language 

study) will be isolated and poorly favored. 
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Table 14. Talent Management Strategies in Leadership Development 

 

 

International companies that focus on measuring impacts generated by poor 

management of multicultural teams are able to value the development of their 

leaders to avoid such costs. International companies that focus on measuring 

impacts generated by poor management of multicultural teams are able to value the 

development of their leaders to avoid such costs. In this case, for all of the above, 

all the answers showed that the measurement of the costs of inefficiency in the 

handling of multicultural equipment has not been contemplated. 

Table 15. Talent Management Strategies in Leadership Development 

 

 
 

Finally, question allowed to identify how the human resources manager, and 

his team, measures the success or failure of leadership development strategies in 

their region. The answer that showed more frequency in this question was that the 

criterion of measurement used is the follow-up to KPI's (key performance 
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indicators). The people interviewed did not offer more detail about the mentioned 

indicators. As discussed earlier, the challenge of the human resources team is to 

review, together with the store director, evaluation methods and criteria that 

provide company with elements to manage, monitor and control the success of its 

accompanying strategies and initiatives related to leadership development system. 

 

In conclusion, as it was observed, the human resources area is unfamiliar 

with concepts of talent management which in turn may imply that processes are not 

aligned with business strategies. There was also no clarity in leadership 

development strategies. It seems that the programs that are implemented are 

adopted from corporate and this may mean that they are not adapted to the needs of 

the locality and the local business strategy. His stance towards trends as the global 

leadership that develops, among others, the intercultural ability is not in his field 

vision. As a multinational company, human resources should consider this skill as 

one of the most required in those talented leaders with high potential and more 

strategic exposure of the business. 

2.4.2 Research method of managers leadership development 

 

This semi-structured interview has been applied to managers and line 

managers. In it, the most frequent responses of the sample are observed. As will be 

seen below, managers and managers see in the management of differences of their 

collaborators a great challenge, additional to the close management, change 

management and some other leadership skills necessary to be able to successfully 

manage their equipment. As mentioned above, these questions were also 

elaborated in order to know their best practices, their self-development, and 

openness to the integration of new skills in their training programs, among others. 

The detailed questions and results can be seen below: 
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Table 16. Managers Leadership Development 

 

 

Table 16. The first question was aimed at obtaining information about the 

main concerns and challenges faced by managers in their team management. As we 

can see, the concerns are varied, however, the constant response was related to the 

management of different people and situations. They become aware that their 

teams are composed of people of different sex, age, and characteristics and that 

each of them must be approached and motivated in a different way. In addition to 

the factor people, the managers observe a challenge in the environment of constant 

changes as much by the dynamics of the organization as by what the market 

demands them. The combination of both factors demands greater skills, tools, and 

resources. The following difficulties reported by both were in the same amount of 

responses or frequency were the issues concerning the need to motivate people in 

the task of the team; Finding channels and codes that allow the team a common 

understanding; The resistance of people to change and the signs of apathy that they 

could observe of them. A manager responded that the difficulties are varied 

without specifying which ones he was referring to. Another concluded that he had 

not encountered difficulties in managing teams and many others decided not to 

respond.  
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The conclusions related to the information gathered in this question are a 

strength in having managers capable of talking about their difficulties and 

recognizing that working with different people requires attention and care. It is 

observed that, in the majority of the population, the challenges and skills that are 

required to face them are clear in order to efficiently manage their teams. 

This highlights the importance of their development in skills to manage 

diversity, change and develop communication environments with common codes 

and channels, open and effective for each member of the team. 

Table 17. Managers Leadership Development 

 

 

Linked to question number 1, the number 2 sought to know what leadership 

tools they deem necessary to address the above challenges. The results were highly 

congruent with the answers from the previous question. In greater numbers, head 

of line and managers see the need to closely manage their employees through what 

they call "close management". In fact, this is a topic used in the world of finance, 

however, the core of the concept refers to a close and continuous monitoring of 

systems and their people. Less often in relation to the first response, leadership 

skills are needed to: motivate, communicate, orient results, be an example to 

follow, develop work teams, develop emotional intelligence and flexibility of 

thinking. In addition to this financial concept, there is a human understanding that, 
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in order to manage teams with this diversity (age, sex, ideologies, motivators, etc.), 

a profound knowledge and understanding of who and how each person is, Which 

he can achieve, from his personal resources, what motivates him or her, among 

other things. Therefore a close accompaniment in management is certainly a 

response to the needs of both parties.  If we link these responses with some of the 

polled employees, we can see a relationship between what they value and rate 

more rigorously in most of their manager or leader and what managers know they 

need to develop to improve their management with them. 

In the same way, we can observe later that for the area of human resources 

and managers who contributed their opinion in the interview of the third 

instrument the development of leadership skills mentioned above are present in 

their development map. 

Table 18. Managers Leadership Development 

 

 

The answers obtained through this question were ordered by the number of 

times or frequency in which they were mentioned. Due to the above, the way in 

which the managers support and inspire their employees in obtaining the goals that 

company asks of them are: Accompaniment, motivation, and example. These three 

most recurrent actions mentioned by managers showed 2 implicit feelings: their 
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constant dynamics or the desire to achieve it. In either case, the recognition of 

these skills in their responses was of great value in order to know their perception 

of the best way to guide and inspire the achievement of their collaborators' goals. 

These three actions were followed, in frequency, by recognition of their work, 

explanation of complex tasks, development, and cases or experiences of success in 

other teams. Correlating with the answers obtained in the questionnaire for 

collaborators, it was observed that recognition, teaching by example, teaching 

complex tasks and difficult situations, as well as the personal partnership and 

development offered by managers these are perceived as skills that need to be 

improved in their managers or leaders in order to obtain in each team member a 

higher level of satisfaction. 

Table 19. Managers Leadership Development 

 

 

Observations: Training programs to develop competencies according to personal needs 

 

Helping better team performance is not the same as finding ways to develop 

each team member. Improving each person's performance requires different skills 

and methods. This question was oriented to know the methods that the managers 

use to develop to each their collaborators. The managers' response showed two 
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results: On the one hand, they are mostly able to distinguish between skills and 

methods and that the methods they have applied in their management are within 

the methods recommended by experts in staff development. From the information 

gathered it was implied that the manager distinguishes the difference between 

group and individual development. 

Considering the number of times or frequency with which each response 

appeared, the results were: Mentoring (although coaching is more effective in these 

cases, mentoring favors learning of things in which the manager is an expert), 

exposure to tasks Different level or complexity (to enhance existing skills and 

develop new ones); Participation in specific training programs, as well as 

participation in different projects (develops their capacity for adaptability, 

communication, understanding of other environments and flexibility, among 

others). All of these methods are the most representative of those mentioned by 

managers. The data showed the need for human resources, together with the 

management, to develop more methods alternatives that strategically have a better 

impact on the development of the collaborators who form their teams. 

Table 20. Managers Leadership Development 
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This question was oriented to know how each manager addresses one of the 

most important challenges in the teams of his organization: Diversity. 

The results obtained showed little resonance among themselves, even a third 

of the sample that responded "I do well" without specifying their practices. 

While it is true that the most frequent response was: "considering their 

personal characteristics", it only belonged to another third of the population 

interviewed. 

This most frequent response: "Consider the characteristics of each person" 

could be correlated with the ability that most managers identified as necessary to 

manage their teams, ie, the close management, which implies the deep knowledge 

of their collaborators And, in turn, the collaborators feel that it is not always 

present in their managers. Communication and feedback, skills improvement and 

team spirit, are the rest of the actions that different parts of the sample of 

managers, less frequently, appeared in the study. In spite of this, the importance of 

these is not less. 

From these results, we could observe a range of resources that managers use 

to manage diversity. Human resources and managers will have to find a way to 

align actions, processes and best practices for their group of managers so that each 

one reaches levels of understanding of the people without causing distinctions by 

race, age, gender or any other condition. The costs of not knowing how to manage 

it will be severe in attitudes, not collaboration, apathy, work environment, and 

results. 

Based on the results that were obtained from the employee survey, it can be 

concluded that there is an area of opportunity in this area. 
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Table 21. Managers Leadership Development 

 
 

 This question was aimed at finding information about how managers 

achieve synergies in their teams, that is, how they promote a shared vision, 

coordinated action, joint planning of tasks for the Achievement of objectives as 

well as cohesion. This last highly powerful element because when a team is 

cohesive it is able to align to effectively achieve the objectives in an environment 

of trust and collaboration. They develop actions with greater focus, through an 

open and respectful communication, with order and high disposition, among 

others. The response of managers more frequently was communication. They agree 

that strengthening communication and providing continuous feedback allows them 

to generate synergies in the team. 

The rest of the interviewees promote the freedom to contribute ideas, share 

the vision of the future and the teamwork. Some of these managers spread the 

value of having the employees influence the results of the organization. The 

advantage of each manager who acts as his team needs is high, however, human 

resources must assess the importance and need for axes or models of leadership 

that allow company managers to observe and follow best practices for development 

Of synergy in a systematic and joint manner. The results suggest specific training 

focused on this purpose. 
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Table 22. Managers Leadership Development 

 

 
 

 This question allowed us to know how the organization's managers promote 

two fundamental elements so that teams can deal with changes more easily: 

Creativity and innovation. In such changing and global environments, change 

management is a resource of high value in companies. The promotion of both 

elements in the teams generates important results in them. The responses of the 

managers interviewed showed that the most common practices for the development 

of creativity and innovation in their teams are: support to promote new ideas from 

their collaborators and recognition of those that impact on the results of the team. 

One of the best practices to achieve the development of creativity and innovation 

in teams is the invitation to people to experiment, dare to propose and learn from 

mistakes. Although it was not present in most of the sample responses, it was 

mentioned by some of them. The promotion of work in different projects, as well 

as the incorporation of best practices, allow the collaborators to generate new ideas 

and ways of solving (decision making). The results suggest the need for the human 

resources area, together with the director, to promote a high level of resources in 

their managers so that they can implement them within their teams. A focused 
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training on the development of leaders to manage change will be of great support 

to accelerate the results integrating both elements: creativity and innovation. 

Table 23. Managers Leadership Development 

 

This question made it possible to know how managers promote the values of 

company and how they, in turn, express them in practice. The obtained results 

showed that the greater number of managers apply the values in their own act in a 

way that they are perceived to promote and teach them through example. However, 

the employees' perception, in the applied survey, considered that managers or 

leaders are not always consistent in their practices (what it implies consistency at 

all times with what is said and done). This shows a difference between the 

perception of both players of the teams. The results of this question allowed us to 

identify an area of opportunity. The human resources area along with senior 

management will design strategies for the efficient implementation of the values 

and philosophy of the organization in its team of managers so that they fall in 

cascade to the following levels. The voice of employees, their perception, will be a 

key indicator to know to what extent managers increase their level of credibility, 

congruence, and confidence in the implementation of values to their teams. 
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Table 24. Managers Leadership Development 

 

 

Table 25. Managers Leadership Development 

 

 

The answers to both questions of the tables 24 y 25 allowed to observe little 

knowledge or clarity of projects in which managers participate with different areas 

and teams within their store, as well as with different colleagues (same hierarchical 

level) belonging to the whole group (world level). The interpretations generated 

based on the above were: Managers do not have a project planning; Managers do 

not invest in generating ideas and solutions in collaboration with other areas or 

managers of other stores belonging to the group and with presence inside or 
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outside Russia; Managers do not coordinate joint actions; Or, finally, they are not a 

team of cohesive managers. The area of human resources may take this result as a 

basis for further analysis. 

Table 26. Managers Leadership Development 

 

 

The answers that the managers issued in question of table 26 allowed to 

observe that the self-development is a shared value. He also showed the media, 

tools and processes through which nourish their growth as leaders in the 

organization. The most frequent results were: Self-evaluation and participation in 

training programs. Managers who rely on self-evaluation to improve their 

management, commented that a constant exercise of reflection and evaluation of 

their successes and failures, allow them to improve their management. Likewise, 

those who commented that they are integrated into training programs, consider that 

the process of formal and constant learning allows them to improve considerably. 

Two responses from managers, one that can be integrated into the other, were 

related to listening to the advice of people with experience and intelligence, ie, 

with moral authority, and the request for feedback to colleagues. These two 

practices are very powerful within high performance teams, as well as the creation 

of contact networks that can be used to address to share ideas and adopt new 
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approaches to problem solving. Human resources can strategically promote more 

bridges connecting company managers in and out of your store. 

Table 27. Managers Leadership Development 

 

 

Observations:    

 New practices of regions and countries of company  

 Training programs as Debocc, PC, coaches attraction, among others  

 Projects as "To declare your own talent   

 Trips to visit and to know other stores   

 

The answers to this question showed the recognition of the managers for the 

value that company has focused on the creation and implementation of training 

programs. The above invites the human resources area, in alignment with the 

director, to make a selection of the programs with the greatest impact in order to 

create the portfolio of leadership development that will continuously and 

efficiently enable the managers of your store so that these have more resources to 

meet the challenges that are in your store. In parallel, so that it impacts on the 

improvement of the levels of satisfaction of its collaborators. 
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Table 28. Managers Leadership Development 

 

Observations: 

Only the language is needed 

For neo-Nazis necessarily, but no for normal people  

All employees of company are the same 

All that I need to know from Google (for example, traditions, features) 

 

The following three questions of tables 28,29 y 30,  were aimed at knowing 

the extent to which managers integrate in their field of vision one of the most 

valued competencies in the main trends of international companies: Management 

of multicultural teams, whose predominant values are Ability to manage team 

diversity, inclusion, globalization and change. The responses of the managers 

showed, in greater percentage than the multiculturalism of work teams “is not part 

of their reality”, therefore, they do not value important to prepare with special 

programs to be in charge of the management of teams integrated by people of 

different countries and cultures in the short, medium and even long term. 

Despite being an international company (global) and a (regional) store that 

hosts people from different countries in their work teams, only a relatively low 

percentage is able to see that today they are already dealing with this reality. 
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Table 29. Managers Leadership Development 

 

 

Table 30. Managers Leadership Development 

 

 

What the results of these questions showed were the managers' knowledge 

and position on a growing and imminent challenge to international organizations 

seeking to develop their collaborators within their own group and open up 

opportunities to all those who display a valuable talent For the organization. 
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A space of opportunity without a doubt for the global and strategic vision of 

the managers, but above all, for the human resources in their management by the 

development of strategic leadership. 

In conclusion, the results obtained in the interview with managers and line 

managers allow a clear identification of the challenges facing company's growth 

and challenges in this region. It could also be seen that in general, they maintain a 

similar approach and that to a large extent perceive the development of leadership 

skills as essential to efficient management of their teams and, consequently, to 

achieve the objectives of the organization. At the same time, it was possible to see 

that the leadership development programs have been adopted by the corporate but 

that they have not been able to satisfy in all measure their local needs. The need for 

a strategic leadership development system as a custom suit became evident. 

2.4.3 Impact of Leadership Management on Employees 

 

Below are the results obtained from the surveys applied to the collaborators 

that are in the different store. Instrument allowed to obtain the perception of the 

sales consultants to a greater extent and some heads of area to a lesser extent. This 

allowed at the same time to obtain results from two lines of the organization chart, 

that is, the salesperson evaluates the leadership of his direct area manager and he 

evaluates the leadership of his manager. The results obtained here allow a link 

between the management and development of the talent made by the area of human 

resources, as well as the leadership management that the employee perceives. In 

this sense, human resources efforts and line managers and leaders are measured 

based on the level of satisfaction that employees display through their responses. 

As mentioned initially in the methodology, the questions presented here seek to 

know the degree of satisfaction of employees with regard to leadership abilities as: 

communication practices, integral development of employees, promotion of 

creativity, innovation, initiative, environments of trust, respect, among others. 
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Figure 6 Impact of Leadership Management on Employees  

 

This question sought, on the one hand, to know if the collaborators 

distinguish the difference between boss of position and leader and, on the other 

hand, if they see in their positional boss the capacity to guide and to influence, as 

described Maxwell to a leader (Maxwell, 1998), in addition to accompanying him 

to achieve the objectives in an environment of trust, as a leader must be for the 

organization.  

The result showed that the collaborators surveyed are able to make the 

distinction between positional boss (as a figure in the structure) and leader (for his 

management style). Of this 100% of people who make such a distinction, only 52% 

of them consider that their positional boss is at all times a leader. 48% consider 

that sometimes their boss is distinguished by being a leader. In no case, they 

answered "No-never", therefore to a greater extent the collaborators are perceived 

to be led by a leader. 

This also allowed us to assume that, always and frequently, the collaborators 

observe in their heads of position a person with the characteristics indicated above 

52% 48% 

0% 

1) Do you think that your manager is a leader? 

A) Yes, always

B) Yes, sometimes

C) No, never
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and that the word leader is part of the common code in the culture of the 

organization. 

 

Figure 7. Impact of Leadership Management on Employees  
 

This question was oriented to know if the employee receives directly from 

his manager or leader his goals and also receives an explanation of what is 

expected of him. This question was directly related to communication, a key 

element for the management of the leader in his task of leading the team to the 

achievement of his goals. 

The results showed that 44% of the respondents always receive from their 

manager or leader their goals and the explanation of them. Unlike 19% of the 

sample that indicates that this happens only sometimes. This allowed us to assume 

that there is an open communication channel to share the goals. Another indicator 

that communication is favored by managers or leaders is the absence of answers 

"almost never and never". However, the improvement as a result of communication 

as a key element for the management of teams should be considered a priority to be 

strengthened and developed in all company's leading managers. 

44% 

37% 

19% 
0% 

0% 

2) Does your manager or leader explain your goals 

to you?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 8. Impact of Leadership Management on Employees  
 

This question was oriented to know if the collaborators perceive of their 

manager or leader respect and care for the messages that it emits and the way in 

which it does taking into account his opinion. 

The results showed that in 37% the collaborators perceive that their 

managers or leaders are almost never disrespectful or lacking in care in what they 

communicate, regardless of their opinion. We realized that 26% never acts that 

way, contrary to the 7% that is perceived as a manager or leader who does not 

respect or care for their comments regardless of their opinion. 

Although this last percentage of 7% in numerical scale is not higher, 

however for the Human Resources Manager should be a revealing fact since it 

shows that a percentage of managers have not yet integrated their management and 

leadership elements of respect and Care that company values important in the 

treatment and care of all the people who collaborate for company. 

This allowed identifying an area of opportunity and at the same time the 

need to enable these managers in leadership skills through their development 

programs. 

7% 

15% 

15% 

37% 

26% 

3) Does your manager or leader expresses his 

ideas and does not care about your opinion? 

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 9. Impact of Leadership Management on Employees  

 

Was related to another key element of the employee's communication and 

development. This showed:  how much the employee feels feedback by his 

manager or leader, both when he observes his successes and when he observes his 

areas of opportunity. The additional values - respectfully and timely - were also 

key to this question. 

The results showed that only 23% of employees always receive feedback to 

learn from their successes and their mistakes or areas of opportunity in a respectful 

and timely manner. The following frequency ranges: frequently 44% and 

sometimes 30% allow us to see an opportunity for improvement in this regard. One 

more aspect to consider for HR to improve the process of developing company's 

leaders. 

Additionally, the human resources team, together with management, will 

appreciate the importance of generating communication codes within the 

organization in order to increase the results in the short term. The retention of 

talent must be at the center of the management of resources, otherwise the efforts 

of attraction will be insufficient at some point. Maintaining environments of 

respectful communication will mark the rightness. 

26% 

44% 

30% 
0% 0% 

4) Does your manager or leader help you learn 

about your success, or opportunities openly, 

respectfully and in a timely manner?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 10. Impact of Leadership Management on Employees  
 

One of the values most appreciated by the organization is the constant 

creation of new and different ideas. Therefore, this question sought to know to 

what extent these ideas are accepted and, consequently, promoted.  

The results showed that 41% perceive that their ideas, despite being different, are 

valued in contrast to 4% that they feel they almost never are. The more confident 

and motivated the employees feel, the greater the number of ideas they will 

contribute to the continuous improvement of their work.  

The generation of ideas is essential to develop creativity and innovation, in 

addition to empowering the talent of people. So, both the leaders of company and 

human resources could put this result in the balance above all to increase its 

current level to generate more ideas and be aligned to the fulfillment of the 

guidelines of the group. 

 

41% 

37% 

18% 
4% 

0% 

5) Does your manager or leader value your ideas, 

even if they are different?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 11. Impact of Leadership Management on Employees  
 

This question respond to the employees' perception of the recognition and 

trust shown by their manager or leader about their knowledge and experience. Both 

are two of the key elements that the new generations ("Y") value more to join a job 

and / or stay in it for a longer time, so long as they feel recognized and feel that 

their leader Trust them, they will be able to generate better results, besides an 

optimum work climate to remain in company.  

4% of the respondents consider that their experience is never recognized and 29% 

think that sometimes it is recognized.  

The total of these two portions of the sample adds up to 33%, which represents 

30% of the total sample, which could translate to 33% who are at risk of not 

getting hooked or not contributing more because of the fear or discouragement Of 

not being valued. It is worthwhile for the human resources area to pay attention to 

what lies behind this result. 

 

41% 

26% 

29% 
0% 

4% 

6) Does your manager or leader value your 

contribution based on your work experience?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 12. Impact of Leadership Management on Employees  

 

Figure 12 and figure 13 are related to the integration of teams and respect for 

each of its members regardless of race, beliefs, etc. Both values are promoted by a 

good leader and a good place to work. 

The results showed that 19% of respondents perceive that their leader always 

makes distinctions among their team members in contrast to the 33% who consider 

that their manager or leader never does. Although there is a difference between the 

percentage of both perceptions, they do not separate them a great distance. 

This indicates that a percentage of employees do not feel fully integrated 

with the team due to distinctions made by their manager or leader. These people 

may be against initiatives from both their manager and the organization. They can 

also create subgroups or subcultures within the same team. But beyond all of the 

aforementioned, the collaborators can stop to enhance their talent and therefore the 

valuable contribution of these is lost. 

It will be important to align the actions of the managers in favor of the 

inclusion and integral management of their teams. 

 

19% 

11% 

30% 
7% 

33% 

7) Does your manager or leader make 

distinctions between members of your team?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 13. Impact of Leadership Management on Employees  

 

The interesting thing about these interrelated questions is that it allowed 

seeing the main reasons why employees may be feeling excluded from the group.  

The result with the highest percentage belonged to the option "all the above" 

37%. The reasons why his manager or leader makes the distinctions are: race, age, 

ideology, and proximity. 

It should be noted that 31%, corresponding to the option "other", is a 

significant number. 

The above could be, for human resources team, valuable information to put 

on the discussion table with leaders in order to jointly address the total integration 

of the teams through actions that they consider more useful. In this sense, it will be 

necessary to develop the skill in the group of managers who require it in order to 

improve the individual and group results. 

 

 

 

 

0% 

0% 11% 
4% 

15% 

33% 

37% 

8) If the answer to question 7 is positive, please, 

what exactly are these distinctions expressed?  

A) Race

B) Age

C) Ideological

compatibility

D) Proximity

E) All of the above

F) Others
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Figure 14. Impact of Leadership Management on Employees  
 

This question was oriented to know if the employee feels that his manager or 

leader contributes in its integral development: Personal and professional. 41% of 

employees always feel the contribution of their manager or leader, and even an 

additional 41% feel it frequently, however, 14% of the population expresses that 

they feel that contribution less frequently: 7% sometimes and 7%  almost never. 

The thing to draw attention is that there is a 4% percentage who chooses not 

to answer the question. 

People who do not respond are the ones who say the most in a survey. The 

question is what message does this 4% offer to human resources and leaders? 

41% 

41% 

7% 

7% 

0% 

4% 

9) Does your manager or leader contribute to 

your personal and professional goals?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never

F) Unanswered
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Figure 15. Impact of Leadership Management on Employees  
 

The answers obtained from question number 10 showed that 52% of 

employees perceive always receive support from their managers or leaders in 

achieving team goals. In a smaller percentage, 11% of the sample considers that 

their manager or leader only helps sometimes in the achievement of joint goals. 

This shows that more than half of the collaborators perceive an environment of 

support and collaboration of the leaders and managers in the achievement of joint 

goals. 

This is a strength that could be enhanced to the extent that more managers increase, 

through their leadership development, mentoring skills, coaching, communication, 

among others, as well as adopting the good practices of their colleagues. 

52% 37% 

11% 

0% 

0% 

10) Does your manager or leader help your team 

achieve certain goals?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 16. Impact of Leadership Management on Employees  

 

This question was related accompaniment and development of collaborators 

in difficult situations to solve, that is, for decision making and/or actions. 

The results showed that 44% of respondents feel always supported by their 

managers or leaders in critical situations. The 30% remaining often feels 

supported, the 22% sometimes   and 4% almost never supported in critical 

situations. 

A little less than fifty percent of the population feels supported at all times, 

however a detailed review of the practices of the managers or leaders will have to 

be obtained in order to obtain valuable information about what the collaborators 

expect of them in critical moments "Or difficult for them. 

In addition, human resources will need to ensure that their store managers are 

empowered to: Empower each member of their team, create trusted environments 

for employees to express their need for support and be a good teacher for them 

(mentor or preferably coach).  

44% 

30% 

22% 

4% 

0% 

11) Do you feel support for the leader or manager 

in critical or difficult situations?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 17. Impact of Leadership Management on Employees  

 

This question sought to know if the collaborators perceive that their 

managers or leaders know their talent and if they value that talent can contribute to 

the improvement of the team. 

The results showed that the 41% of respondents perceive that their manager or 

leader always values their talent in improving the team, which represents less than 

half of these respondents. 

In the light of talent management, this is an important data for human resources 

and the leaders of the areas above all considering that one of the maxims of the 

organization is that the collaborators feel that they contribute their talent for the 

benefit of company. 

It will be important to value the results of this sample to try to understand and 

predict the rest of the organization. A sample of the population of 4% perceives 

that their manager or leader never values their important talent for the 

improvement of the performance of the equipment. 

41% 

26% 

22% 

7% 
4% 

12) Does your manager or leader see your talents 

that can improve the team's performance?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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If this result is related to the perception that the manager or leader makes 

distinctions in his team (4%), we can conclude that there is a constant correlation 

between both. 

 

Figure 18. Impact of Leadership Management on Employees  

 

This question was directly related to equity, justice, and balance in team 

management. Collaborators responded to what extent they feel their manager or 

leader shares responsibilities and opportunities. The result allowed us to see that 

only 22% of the sample always feels an equitable management in the equipment. It 

was observed that in the same proportion, 4% of the respondents almost never feel 

a balance in the management of responsibilities and opportunities of their manager 

or leader as well as 4% who never perceive a manager or equitable leader. 

If we consider that a cohesive and collaborative team is based on the 

principle of equal opportunities and responsibilities, a considerable percentage of 

the people surveyed feel outside a team as such. 

The overall result of this question provided important information about the 

team management of a group of managers. 

22% 

37% 

33% 

4% 4% 

13) Does your manager or leader evenly 

distribute responsibilities and opportunities 

among team members?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Alignment to the same leadership style will be a major task for this team of 

human resources and the store leaders. 

 

Figure 19. Impact of Leadership Management on Employees  

 

This question sought to know to what extent the employee feels committed 

and inspired by his manager or leader to continue in company. If the manager or 

leader invites him/her to be seen in the near future or left in company or would be 

willing to change in search of a better place or manager. The results were 

revealing. Only 37% of the sample is always considered inspired or motivated to 

continue in company and make a career within it, in contrast with 7% that never 

feel motivated to do it. 26% of the population that has responded that only 

sometimes feels motivated to continue in company, is in a vulnerable situation. 

Most of these people feel more easily disappointed and often join the list of those 

who do not want to continue instead of that of those who feel more comfortable 

with their manager or leader. So that adding these percentages, the number at risk 

to leave company is greater. This response confirmed, once more, the important 

role that managers or leaders have the important task of retaining employees. The 

fast growth of company and the challenging problems they are facing today could 

be joining an important percentage of turnover. All above requires strategies aimed 

37% 

30% 

26% 
0% 

7% 

14) Does your manager or leader inspire you to 

continue your career development in the company?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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at improving employees experience with their leader and, consequently, with 

company. One of the key purposes of leadership development should contain the 

leader's role in retaining talent and turnover costs for company. 

 

Figure 20. Impact of Leadership Management on Employees  
 

This question sought to know how proud the employee feels about being a 

member of the team led by their manager or leader. It measures their sense of 

belonging and their orientation to collaboration within their team.  

Results showed that 48% of respondents are always proud to belong to their team, 

in contrast to 4% that almost never is. 11% of this sample believes that only 

sometimes it is proud, so it would be worth exploring under what conditions you 

feel part of the team and proud of the team and in which not so that your manager 

or leader strengthens the actions that guide the Total population to feel encouraged 

to belong and contribute to the results of the team under their care. This has a 

favorable impact on the attractiveness and retention of talent. It promotes the desire 

of others to belong to company and to teams like these, as well as the valuation of 

a career within the organization. This is a joint effort between human resources, 

managers, and line leaders. 

48% 

37% 

11% 

4% 

0% 

15) Are you proud of the team led by your 

manager or leader?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 21. Impact of Leadership Management on Employees  

 

The purpose of this question was to know whether employees perceive their 

manager or leader as a person who is consistent in their actions; Congruent 

between what he says and does. If they perceive him as a role model. 

Results allowed observing that only 15% of the interviewed sample perceives that 

their manager or leader is always consistent.  

While more than half of the sample (52%) believe they frequently see a consistent 

attitude of their manager or leader. The numbers suggest the need to empower 

more leaders with this competence and corresponding values for their employees to 

always perceive them as role models. 

A leader with a consistent attitude, congruent with his behaviors, actions, decisions 

and a role model, no doubt creates environments of trust and collaboration, so an 

effort to increase the number of leaders with these values and practices would have 

a powerful impact on the results of the teams in particular and the organization in 

general. 

15% 

52% 

26% 

3% 

0% 

4% 

16) Is your manager or leader congruent?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never

F) Unanswered
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Figure 22. Impact of Leadership Management on Employees  

 

Through this question, we could know to what extent the employee 

perceives of his manager or leader an interest in the joint design of his individual 

development program. To what extent the manager or leader develops the skills 

that the collaboration requires to improve in their roles and relationships. An 

individual and integral development plan allow each collaborator to advance 

according to their expectations, times and needs. Not only should your operating 

performance improve, but also personal. 

The highest percentage result of this sample represents 41% of respondents that 

believe that their manager or leader is only sometimes interested in their individual 

development plan. The lowest value 11% consider that almost never their manager 

or leader is interested in creating their individual development plan. However, only 

a 22% answered that "always" have support to do their individual development 

plan. It represents less than a quarter of the population. As we could see it is not a 

good result. Therefore the area of human resources together with the managers 

need to improve the individual development conditions of the collaborators. 

22% 

26% 
41% 

11% 

0% 

17) Does your manager or leader design your 

individual development plan and training 

yourself?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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The competition of the development of others is one of the most qualified in the 

leaders of greater performance. It is an ability that is developed through effective 

leadership programs. 

 

Figure 23. Impact of Leadership Management on Employees  

 

This question was aimed at knowing how often the collaborator perceives 

that his leader is a mentor, teacher and even accompanies him in his development 

and learning. 

As we could see, only 33% of the population surveyed responded to always feel 

supported and taught by their manager or leader in tasks that do not know how to 

do or solve. Unlike 8% of collaborators who almost never feel supported and 

accompanied in tasks unknown to them. 

Collaborators who are not taught, mentored and accompanied by their leader, in 

addition to the training courses they receive, will show a lower level of 

commitment and effectiveness than those who area supported for their manager or 

leader. 

This is an opportunity area that human resources and managers must strengthen. 

 

33% 

37% 

22% 

8% 

0% 

18) Does your manager or leader help you in tasks 

that you do not know and teach?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Figure 24. Impact of Leadership Management on Employees  

 

This question had been designed with the purpose of knowing to what extent 

the collaborators surveyed perceive of their manager or leader proximity and 

interest by them as people besides doing it as workers. 

The result obtained was revealing. Of this sample, only 29% of them perceive their 

manager or leader is always close, that is, that knows their collaborators well. The 

majority of the sample surveyed, it means 37%, feel that their manager or leader is 

only sometimes close of them and that he knows them, and 4% responded that they 

almost never perceive that their manager or leader knows about their values, 

interests, hobbies, etc. The results obtained showed that there is an opportunity in 

this area. 

People who are valued for both their talents and their person tend to feel more 

committed to their managers or leaders. This increases their desire to participate in 

the team and is integrated into the pursuit of goals and results. 

The value of "being human", highly appreciated by the organization, enhances 

individual and team results. 

29% 

30% 

37% 

4% 

0% 

19) Does your manager or leader know about 

your personal and professional values, faith, 

tastes, hobbies?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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Human resources in conjunction with the store director can focus strategic efforts 

on the development of these skills in all its managers In order to have a close 

management with their teams. 

 

Figure 25. Impact of Leadership Management on Employees  

 

This question was intended to know how far the employee feels that he is in 

the area and "right" work, that is, where his talent and responsibilities go hand in 

hand. 

The results showed that 15% of respondents consider that they always have 

the opportunity to combine their talents with their responsibilities and functions. 

44% of the sample perceives that frequently they can combine both and only 4% 

feel that they are not in the right place with activities and functions other than what 

they could develop more easily and naturally. As a process of continuous 

improvement, human resources and the store director have the task of 

strengthening the skills of managers so that they improve the management of the 

talent of their teams and that their results point to more than 15% of their 

collaborators that are always satisfied to perform functions commensurate with 

their talents or with those who develop them. 

15% 

44% 

30% 

7% 4% 

20) You have the opportunity to combine your 

personal talents with your area of responsibility 

and functions at work  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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This question validates the advantages of having efficient systems of 

attraction and selection of talent, but above all, the ability to identify where new 

entry candidates or promotion partners could perform a job more easily and 

effectively. 

The leaders with greater ability to know their collaborators and the 

sensitivity to identify their talent promote more effective teams because it creates 

opportunities with each of the characteristics of the members of his team. 

 

Figure 26. Impact of Leadership Management on Employees  

 

This question was oriented to know the perception of the collaborators about 

the influence and support they have of their managers or leaders in their inner 

development (human being). 

The result showed that only 26% of employees always receive a contribution from 

their manager or leader in their internal development. The highest result was 44% 

it bellows of the population surveyed who perceive that receive this support only 

sometimes. 

26% 

22% 

44% 

4% 4% 

21) Does your manager or leader contribute to 

your inner development?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never



100 

 

Among the participating collaborators, 4% rarely perceive contribution and 

in the same proportion, 4%, are those who never feel their manager or leader 

supporting their inner development. 

Another of the maxims of company is the value of the human being. All 

employees should be treated with dignity. It is a value that must permeate the 

culture of the organization in any part of the world in which it is installed. Leaders 

are important players in promoting this value. 

It is therefore a high value task for human resources to increase these levels 

of satisfaction through the training of managers in order to enable them to 

approach the development of their collaborators not only at the operational or 

results in level but also at a personal level, such as Was discussed in a couple of 

analyses prior to this question. 

 

Figure 27. Impact of Leadership Management on Employees  

 

This question was the last one to be analyzed from the results obtained in the 

employee survey. This question was oriented to know the perception of the 

collaborators in the promotion and contribution from their manager or leader in 

their quality of life: take care of his/her salary, compensations, working conditions, 

15% 

26% 

37% 

15% 
7% 

22) Does your manager or leader contribute to the 

quality of your life?  

A)     Always

B)      Frequently

C)      Sometimes

D)     Almost never

E)    Never
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respect for their times, their dignity, their family, integral development, an 

environment of trust, among others. 

According to the results obtained, 15% of respondents believe that they 

always receive contributions from their managers or leaders in contrast with 7% 

that believe that they have never received any contribution from their manager or 

leader in their quality of life. Both results are very low in frequency (15% and 7%) 

but high impact. So risky can be that only 15% feel at all times contribution as the 

other percentage that never feels that it exists. 

The group of collaborators that represents 37% of the population and who 

opted to receive this contribution sometimes becomes a vulnerable group. 

In this regard, the results highlighted the need to reassess the general 

conditions of its employees. Human resources and leaders can help all of its 

employees feel in a good place to work and thereby reduce their turnover rates and 

increase their satisfaction and productivity rates. 

 

 

Figure 28. Impact of Leadership Management on Employees  
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44% 

26% 26% 

41% 41% 
33% 
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The result that appears in this last graph was intended to show the average of 

the "always" answers that were related to the complete satisfaction of the 

collaborators in each of the questions asked. In their connotation, they sought to 

identify the extent to which employees perceive leadership skills in their line 

managers and / or managers such as communication, respect, accompaniment, 

congruence, creation of trust environments, promotion of creativity and innovation; 

Openness to differences, promotion of ideas, integral development, recognition and 

pursuit of the quality of life in the work of the sample of collaborators that 

integrate some of the teams managed by store leaders. As we can see, it 

represented only 34% on average, so if company wants to improve these results, it 

will be necessary to strengthen, among others, its leadership development system 

by making it systematic, comprehensive and strategic. 

3 RECOMMENDATIONS COMPANY'S STRATEGIC 

LEADERSHIP DEVELOPMENT SYSTEM (SLDS). 

 

3.1 Recommendation for the Design of the Strategic Leadership Development 

System 

 

The analysis of the information gathered allowed to identify the need for 

company to develop its leaders, at all levels, through a system of development of 

robust leadership, but above all strategic. The above with the intention of obetner 

results directly connected with business strategies and, consequently, contribute to 

it. 

Therefore, through the strategic management of human resources, its 

management of talent and its participation as a strategic partner within the store 

will be possible to design the system of leadership development that adapts to 

business strategists and results in benefits With greater impact from the 

implementation of the same at all levels of the leaders of your organization 

(coordinated and cascade). The increase in productivity, creativity, innovation, 

sustained growth, commitment to each team member, quality of service and more 
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satisfied customers, increase sales and profits and lower turnover costs, among 

others, will give light Success in its design, implementation and continuous 

improvement. Company will have strategic stakeholders to support the retention of 

personnel, among others. For this purpose, the following proposal was developed. 

The intention is for this proposal to go hand in hand with the human resources area 

in the design of the strategic leadership development system. It integrates two main 

premises. First: The participation of human resources, in their role as a strategic 

partner of the management and the management team, in the decision making and 

design of strategies in which their management contribute to the strategic objective 

of the business. Second Premise: The design of a strategic leadership development 

system to achieve strategic, sustained and integral growth of company's leaders. 

The above in order to align actions with the strategies and objectives of the 

organization, as well as contribute deliberately to it. The first premise is necessary 

for the second to occur, so I propose that both work in an articulated way. 
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Figure 29. Design of the Strategic Leadership Development System (SLDS) 

 

 

 

Strategic Human Resources Management in Leroy Merlin 
Yekaterimburg Rusia  

Aligned Global Strategies 

Local Business Strategy Aligned 

Strategic participation in the design of the scorecard (BSC) 

Definition of Talent Management Strategies 

Strategic Telent Management   

Identification of business problems related to leadership management 

Challenges of Leadership Management 

Integration and interrelation of all the processes involved in the 
management to retain, motivate and develop. 

Articulated implementation of processes and their evaluation 

Leadership Development System (I, II,III) 

I Focus on the business strategies, general and specific objectives  

Focus on challenges displayed by the company identified 

Aligned with the global trends of the company  

Based on the Leroy Merlin Russia Leadership Model 

Focus on competencies and skills required 

According to Matriz Talent Review 

Plan  for Leadership Development 

II Evaluation of the leadership gaps 

According Diagnosis of Training Needs 

According to assessment results  

According to Individual Development Plan and Equipment Development Plan 

According with global and regional resources 

Leadership Development Program 

III Integration of team development plan of leaders and individual development 
plan to develop: 

Contents and approaches for leadership bank development 

Contents and approaches for areas of opportunity in the post 

Contents and approach to developing specialists 

Evaluation of the effectiveness of the programs 
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Figure 29 was created so that Company Ekaterinburg's human resources area 

systematically and strategically co-designs its leadership development system. The 

proposal integrates five blocks that are articulated in an orderly and consecutive 

way to build the system of leadership development. Each block contains the 

elements of analysis, development and integration that the human resources 

director and his team must contemplate in the construction of the strategic 

leadership development system (SLDS). The information required for each block 

belongs to company, therefore, human resources should only carry out their 

strategic function to build it. It should be noted that the approaches suggested in 

the last block are detailed in the appendix. These approaches will allow human 

resources to decide, in accordance with the objectives pursued, which of them are 

adapted to their system of strategic leadership development. 

3.1.1Strategic Human Resources Management in LM 

 

In order for the Human Resources area to be able to design a strategic 

leadership development system (SLDS), it is necessary to carry out two core 

actions: The first is related to strategic alignment with Corporate Mission, Vision 

and Values, guidelines in terms of international or global human resources 

management, and finally with the challenges and trends that the group marks. The 

second is related to their participation, from a functional point of view, in the 

design of decisions oriented to business strategies. In this sense, the human 

resources director must be a strategic partner, that is, he must align his area with 

the general corporate strategy, the regional business strategy and work together 

with the operational management to translate the strategy of the organization into 

action. 

It will also be necessary for human resources to become experts in the field 

and an allied consultant for both the management team and the rest of the 

collaborators. 
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It must ensure that the management of its processes, within the framework of 

the management of talent, generate results that in turn contribute to the reduction 

of costs without sacrificing the quality of its services. Its talent management should 

also be strategic, that is, align the strategies of attraction, motivation, development 

and retention of talent to those of the business. It is necessary to commit its entire 

role to the contribution of business success. It must be two steps ahead and aware 

that company is at a crucial moment of development in the region, that increased 

sales is achieved through customer loyalty and is strongly influenced by the care 

and specialized service provided By the employees of company. Human resources 

should be seen as a key element for change and be prepared for it. 

Figure 30. Design of the Strategic Leadership Development System 

 

  

As shown in the figure 30, human resources must begin their SLDS design 

process with a clear identification of Company's international HR strategies (talent 

management strategies, specifically motivation, development and retention) and 

Particular business strategies of the region that have been reflected in the 

organization's scorecard. It should be noted that their participation in the design of 

the scorecard is fundamental. 
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3.1.2Strategic Talent Management   

 

For the design of the strategies of management of talent will be necessary 

that human resources evaluates two very important aspects: On the one hand, what 

corporately ask him for international or global human resources, the guidelines 

under which he is allowed to operate, the results that must indicators to report in 

terms of leadership development, as well as best practices and suggested strategies 

for the development of group leaders. On the other hand, it must assess, locally, 

together with the senior management and the management team, what are the 

problems that the business currently faces in terms of leadership, what are the costs 

that this has generated them, how has it impacted on the productivity of Its people, 

what additional problems have arisen from it, what challenges concretely face for 

leaders to have a positive impact on the retention, motivation and development of 

their teams to start from there, generate the strategies in a way aligned to the needs 

of the deal. It will be necessary for human resources to be in direct line with the 

management and management team for the design of their strategic leadership 

development strategies. To the extent that this information is sound and reliable, it 

will be much easier to focus efforts on the system that is designed to develop 

leadership in this company. 

Although Company is in a moment of continuous growth and this implies 

great efforts in the processes of the attraction of talent, it should not lose sight of 

working in parallel in the design of strategies that guarantee the permanence of the 

collaborators in the next years.  
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Figure 31. Design of the Strategic Leadership Development System 

 

 

As can be seen in figure 31, in terms of management, the articulation of each 

of the processes of the human resources system must be well articulated so that the 

decisions taken for the development of leadership are harmonious and feed and 

influence in parallel. Mainly, a robust implementation and evaluation system for 

the development process will be fundamental. 

 

3.1.3 Strategic Leadership Development System 

  

3.1.3.1 First Phase 

 

The strategic development system is composed of the following three blocks 

which were identified with the Roman numerals I, II and III. 

Once the human resources area has aligned its management to corporate and 

local strategies, it has co-designed learning and development perspective strategies 

along with the management and management team, which has aligned its talent 

management processes and which has analyzed the specific needs of the business 

for the development of leadership within company. It is now time for strategic 

human resources managers to begin designing his-her strategic leadership 

development system. Until now it already has all the necessary inputs to begin to 

create a system that allows creating and prioritizing the actions based on the 
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business objectives analyzed and the specifics of each area in which the leaders 

exercise their management. 

 A key element in this design is the leadership model that Company Russia 

has designed. It should be noted that even when there is a line that guides the 

leadership of the group, each region or locality will have to define its own style in 

accordance with corporate values.  

 

 

 

 

 

Figure 32. Leadership Development System 

 

 

As we can see in figure 32, here the competences are defined, in this case 

that company (regional level) need to be developed in the leaders to later carry out 

an evaluation of the current state against the desired in each one of the leaders of 

the organization. It is important to emphasize that the proposal is integrating all the 

people who have people in their charge in order to create a comprehensive culture. 

Development can´t be focused only on an elite. All leaders must handle common 

language and adhere to business strategies. All of them must be able to influence 
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their teams by using the same code of action and communication. Experts 

recommend that the leadership model be designed in the same company. The 

participation of all the leaders within it is vital because they not only build it but 

also commit to it. This requires a work session guided by a consultant, the director 

and human resources. The result of the model must be published and in a visible 

place. 

 

Leadership Development System  

3.1.3.2 Second Phase (Leadership Development Plan) 

 

For the construction of the leadership development plan, it is necessary to review 

the results of the satisfaction surveys that are applied periodically to the 

collaborators. These surveys allow to know the gap that exists between the 

management of the leader and the perception that his team has in relation to it. This 

is an evaluation mechanism allows to know the efficiency of training leaders and 

their areas of opportunity accordingly. Leadership training needs are integrated 

with the results of performance evaluations (360 °), competencies that need to be 

reinforced according to the leadership model, the position in the talent matrix, and 

the level of technical expertise required by the Leader. This analysis reveals as 

much information for the individual development plan as the team development 

plan (leaders).  

Figure 33. Second Phase (Leadership Development Plan) 
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Figure 33. The proposal shows the importance of developing in a greater 

sense the general strategic skills that all the leaders of the organization must share 

in order to have, on the one hand, a common understanding and code, and on the 

other, with a bank of leaders ready for Continue its growth in the short or medium 

term. All this according to the strategies previously designed. As we can see in the 

figure 9 the plan should be able to define the type of development in which the 

organization will focus, in what percentage and the resources that are required for 

such a case. It is recommended that this plan reviews Company's resources 

globally as platforms, instructors, or training formats as appropriate to the needs of 

this region or location. Everything that does not suit this context does not work. 

 

3.1.3.3 Third Stage (Strategic Leadership Development Program) 

 

Finally, after all that has been developed, the strategic leadership 

development program is defined.  

Figure 34. Strategic Leadership Development Program 
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Figure 34 shows the way in which it is proposed to integrate the program. It 

is divided by groups that are integrated in different ways: The first one composed 

of all the leaders who are in charge of an area and group of people or teams. In this 

first group, knowledge must be aligned for all leaders, whether they have recently 

taken up the post or who have time in the position, all issues are related to what 

every Company Yekaterimburg leader should know about the business (Products, 

Competitors,  potential customers, etc.); How to develop projects especially to 

improve the business; How to manage change in every way; How to manage 

people (their development, motivation, communication, etc.), how to promote their 

self-development, among others.  

The second group is composed of those leaders whose individual 

development plan integrates the specific training needs to achieve optimal 

performance in their position. It should be remembered that this individual 

development plan is designed based on the results of all evaluations and analyzes 

that we reviewed in previous steps. This group should be participating in the 

standard skills development program, team program, and in the development of 

specific competencies, their individual development plan. Because the competency 
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development approaches used in each group is different, it will not generate any 

problems in your agenda (eg, face-to-face sessions for the team plan and virtual 

sessions or coaching for the individual plan). 

The third and last group of leaders is made up of those who have been 

classified in the talent matrix as the most powerful. Because of his natural abilities, 

his experience in company, in the business, his management of personnel, among 

others. 

 It becomes leaders who can support the formation of the first group. These 

leaders are capable of developing other leaders, so they must be integrated, 

strategically, into the catalog of instructors. The main characteristic of the 

development of these leaders is that, for the most part, they will be actively 

formed. They will be able to attend international court meetings in the group 

(synergy programs for example), will be accompanied by the director and at the 

same time, they will be managing their self-development. It is recommended that 

this group of leaders develop global leadership skills and intercultural skills.  

As shown in the same figure, there are two arrows that cross the program 

from start to finish, this is because both are transverse, that is, they must exist at all 

times of the process or the processes of formation. On the one hand the objectives 

and strategy of the business, the corporate values, and the leadership model. On the 

other, the evaluation of each of the processes executed in order to measure their 

effectiveness and continue to improve. In each case, the results of the strategic 

leadership development system through this program should result in the 

following: Delivery on time, the introduction of new products, customer 

satisfaction, cycle delivery time, market share, increase and customer loyalty; 

creating value, increasing revenues, increasing units sold, profit margins, return on 

assets, economic value added, return to shareholders, return on invested capital, 

sales, earnings per share, profitability growth. Employee satisfaction, turnover 

rates, total recruitment costs, rate of progress in development plans, promotion 

rate, utilization versus staff rates, among others. 
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The development of strategic leaders requires the use of a multidisciplinary 

approach so in the apendix that is integrated to this document the area of human 

resources will be able to review each one of the approaches through which 

Behaviors and skills can be improved by using a combination of mentoring, 

training, formal education, and experiential programs to achieve maximum results. 

The use of local solutions, adapted and multifaceted will facilitate maximum 

impact. 

As we can see, the design of a leadership development system is much more 

elaborate and robust than it looks. Requires a strategic management of human 

resources, talent, and resources aligned to the business strategy at all times. The 

human resources function together with the director and the managers' team 

generates potentials synergies of development and contribution to company´s 

strategies. 
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CONCLUSION 
 

The research made it possible to note that the Company based in 

Yekaterinburg Russia has made significant efforts to attract staff, mainly due to its 

rapid growth in the region, however, by concentrating efforts on attracting 

qualified profiles and recruitment Only half of the way if it is not complemented 

with policies for retention and management of the development of the members of 

the organization. For this reason, it must design personnel retention strategies such 

as the proposed strategic leadership development system, so that it guarantees the 

employees' permanence in company not only for the economic and tangible 

benefits it receives but also for intangible benefits Such as integral development, 

emotional salary and life balance, which can be encouraged by their leaders within 

the organization. 

Company has made efforts for the development of leadership, however, it 

can significantly increase its results if it focuses strategically the way it proposes 

here. 

Company will continue to face challenges, for example, experts believe that 

Russia will remain attractive to many other firms in the coming years, therefore 

this will mean more job opportunities for people with a desire to work and with 

talent, but the Will force company to strengthen the interior to be much more 

attractive than the competition. 

The role of leaders in employee performance and development management 

is crucial. They play a decisive role in retaining talent and in achieving the goals of 

the organization. That is why company must be strategic in the development of 

these important players. The design of a strategic leadership development system 

will enable the organization to bring value to its employees, its customers, and 

even its suppliers. Effective leadership can help leaders cope with uncertainty and 

continuous change. It is very important that the director of Company pay special 

attention to the design of a system of strategic leadership development as the trend 

of the current environment has greater complexity, uncertainty, and turbulence. 
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APPENDIX C 
 

Semi-structure interview for Human Resources area 

Dear Manager and specialist, I would appreciate if you could answer some 

questions about HR practices and strategies. If any questions are unclear to you, I 

can clarify and explain them in more detail. By this message, I guarantee that your 

data will not be transferred to third parties, will be handled confidentially, 

professionally and will be used only for research purposes. Thank you for your 

time, I appreciate your participation in this survey. 

 

 Do you have a profile that defines the type of a talented leader which your 

company wants to attract, develop and retain? 

 

 How many talented leaders work in your company? 

 

 How many of your talented leaders are responsible for key positions now, 

and how many of them can be recognized to be a reserve for key positions in 

a short, medium or long time? 

 

 Do you have some developed and designed strategies to manage talented 

leaders in the company? 

 

 Could you tell me what are these strategies?   And what specific needs do 

each of them respond to? 

 

 What do you consider to be the main challenges your company leaders face 

today? 

 

 In your opinion, what competencies and skills should you develop in your 

talented leaders so they can meet the current challenges? 

 

 Based on the premise that your talent attraction strategies (realizing through 

the networks or by the common corporate promotional means), are of high 

impact, do you consider that there will be people from different countries 

and cultures Interested in being part of your company's work team? 

 



121 

 

 In keeping with the above question, do you consider that your talented 

leaders are ready to manage mixed teams made up of local people and 

people from different cultures? 

 

 Is cultural diversity valuable and strategic resource to your company? 

 

 In your opinion, what benefits and opportunities has a company that works 

with multicultural teams? 

 

 Do you think that need in intercultural skills could be an additional 

challenge for your company's talented leaders in the short, medium, or long 

term? 

 

 How HR specialist support leaders in their preparing to face this new 

challenge? 

 

 Is your company considered integrating intercultural skills into your 

leadership development plans or programs? If yes - how? 

 

 If your answer on the previous question is affirmative, could you tell me 

which initiatives or programs integrate the development of intercultural 

skills for your leaders? 

 

 If negative, could you share, how you would design a specific strategy to 

develop intercultural skills for your talented leaders? 

 

 What elements do you consider the most important to include in the design 

of a strategy to develop intercultural leadership skills? 

 

 How do you measure the effectiveness of your company's leadership training 

programs? 

 

 What criteria do you use to measure the effectiveness of your Human 

Resources strategies? 
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Semi-structure interview for Managers and head of lines 

Dear Manager, I would appreciate if you could answer some questions about your 

experience in team management, professional difficulties and best practices. If any 

questions are unclear to you, I can clarify and explain them in more detail. By this 

message, I guarantee that your data will not be transferred to third parties, will be 

handled confidentially, professionally and will be used only for research purposes. 

Thank you for your time, I appreciate your participation in this survey. 

Please answer the following questions: 

 Have you taken any additional managerial training (advanced training) in the 

company? 

 What difficulties do you usually face when managing a team? 

 What leadership skills (qualities) allow you to manage a team effectively? 

 What do you do to support and inspire your employees to achieve the goals 

set by the company? 

 What methods do you use to develop your employees? 

 How do you deal with "differences" (gender, age, mentality, values, 

temperament, etc.) in your team? 

 How do you achieve synergies in your team? 

 How do you develop creativity and initiative in your team? 

 How do you help your employees share the values and philosophy of the 

company? 

 How many joint projects (with other departments of your organization) do 

you currently participate in? 

 How many joint projects have you developed with your colleagues (other 

managers)? 

 What do you do to improve as a manager? 

 What the company is doing to improve management 

 What advantages do you see in having cross-cultural management skills 

(teams with participants from different countries)? 
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 Do you think that special training is required to manage the team with 

employees from different countries and cultures? 

 In your opinion, what core competencies are needed for the manager to 

manage people from different cultures? 

 

Employee Survey  

Dear colleague, the purpose of this questionnaire is to know your perception of 

some leadership practices of your direct boss. Please underline the answer that 

comes closest to your experience. Feel confident that this information will be used 

in a professional manner. We appreciate your time and participation. 

 

NUMBER  QUESTION  FRECUENCY 

1 Do you think that your manager is a leader?  A) Yes, always 

B) Yes, 

sometimes  

C) No, never 

 

2 

 

Does your manager or leader explain and convince 

to you about your goals? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

3 Does your manager or leader impose his or her ideas 

and cancel your opinion? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

4 Does your manager or leader help you to know your 

successes and opportunity areas with clarity, respect 

and timely? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

 

5 

Does your manager or leader value your ideas even 

if they are different?  

 

 

 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

 

6 Does your manager or leader appreciate the A) Always 
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contributions you make based on your experience in 

jobs or countries other than this one? 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

 

7 Does your manager or leader make distinctions 

among the members of your team? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

8 

 

If the answer to question 6 is yes, please let me 

know what kind of difference you perceive 

A) Race 

B) Age 

C) Ideological 

compatibility 

D) Closeness 

E) All of the above 

F) Others 

9 Does your manager or leader accompany you to 

reaching your personal and professional goals? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

10 Does your manager or leader accompany the entire 

team to reaching the goals of the area? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

11 Do you have the full support of your manager or 

leader in critical or complex situations? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

12 Does your manager or leader tell you what to do to 

solve complex problems or ask you to solve them 

yourself? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

13 Does your manager or leader identify your talents to 

bring improvements to your team? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

14 Does your manager or leader distribute equitably to 

all responsibilities and opportunities? 

A) Always 

B) Frequently 

C) Sometimes 
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D) Almost never 

E) Never 

 

15 Does your manager or leader openly share and 

explain the results of your area and its impact on the 

organization? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

16 Does your manager or leader inspire you to further 

develop your career in the company? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

17 Are you proud to belong to the team that guides 

your manager or leader? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

18 Is your manager or leader consistent? That is, does 

he offer what he asks? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

19 Does your manager or leader drive the development 

of all members of your team? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

20 Does your manager or leader design your personal 

development and training plan? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 

21 

Do you receive feedback from your manager or 

leader  after obtaining the results of your 

performance evaluation? 

 

D) Always 

E) Frequently 

F) Sometimes 

G) Almost never 

H) Never 

22 Does your manager teach you and guide you when 

there are things you do not know? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

23 Does your manager or leader know your personal 

and professional values, beliefs, tastes and desires? 

F) Always 

G) Frequently 

H) Sometimes 

I) Almost never 

J) Never 

24 You have the opportunity to integrate your personal A) Always 
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talents with your responsibilities and functions in 

your work 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

25 Do Your manager or leader promotes your integral 

development? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

26 Does your manager or leader promote your quality 

of life? 

A) Always 

B) Frequently 

C) Sometimes 

D) Almost never 

E) Never 

 


