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Introduction: Trends in Executive Development
Leading organizations weigh in on the trends, growth and evolution of executive development in
today’s ever‐changing corporate environment.
This report contains a snapshot review of the Research Partner’s 2009 survey of the trends in executive
development. The full report will be available August 2009 and will include a complete analysis of the
research, including cutting edge ideas and organizational anecdotes
“It has become obvious
from some of today’s most recognized organizations.
that an organization’s
executive and leadership
We believe that one of the best learning resources for professionals in
talent is its greatest and
executive development is the knowledge and experience of their
most sustainable source of
peers. This in‐depth research on the trends in the field of executive
competitive advantage…
development is designed to uncover best practices, emerging needs,
Cultivating the next
top priorities and new approaches. By disseminating this information
generation of business
broadly, we hope to help those in the field advance together and stay
leaders is imperative.” – Jim
abreast of critical trends in Executive Development.
Bolt, The Future of Executive
Development

Content and Background

The 2009 Executive Development Trends Research Report (“the Report”) is the product of a
collaborative partnership between Executive Development Associates Inc (EDA) and Pearson’s
TalentLens group (“The Research Partners”).
Pearson’s TalentLens group has sponsored research, as part of their assessment business, for over 85
years. Pearson is committed to supporting research that increases the field’s knowledge of key talent
management issues.
EDA has conducted executive development trends surveys in the United States, and more recently on a
global basis, for the past twenty five (25) years. EDA’s research is designed to heighten awareness of the
critical trends in executive development and to contribute to ongoing
“EDA’s trends research
efforts to advance the state of the industry.
arguably represents some of
the deepest and most
The information included in this report comes from a variety of
comprehensive
sources, including our extensive biennial survey, interviews with
investigations and analyses
leading organizations, briefings with external providers of custom
of
executive and leadership
executive development solutions and quantitative research.
development practices and
related trends conducted to
The analysis and interpretation of survey responses was guided by
date.” – Christopher Bell,
EDA’s Advisory Board, which is comprised of leading industry experts.
Ph.D., CEO, The Leadership
The review process itself involved:
Consortium,
Australia
• reviewing the raw data to identify the most significant
responses (by percentage) for each question;
• analyzing and comparing the responses provided to inter‐related questions (either within or
across sections);
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•
•

analyzing and comparing the similarities and differences across surveys over time and responses
and trends on the same or substantially similar questions; and,
evaluating the findings in the context of today’s business environment and international
executive development research.

Respondents included public, private, not‐for‐profit corporations, and government agencies, most of
whom are large national and multinational corporations with substantial business operations in the
United States. One hundred organizations participated, with 72 completing the in‐depth survey and 27
participating through one‐on‐one interviews conducted by the Research Partners. Survey respondents
included Chief Learning Officers, Senior Vice Presidents of Human Resources, and heads of Executive
and Leadership Development. The industries represented, number of employees, and annual revenue is
shown in the pie charts below.
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Contributing companies include but are not limited to the following:
Company

3M
Abbott
Alcon Laboratories
American Express
Ascension Health
Bank of America
Black & Veatch
Cabela's
Cache Creek Casino Resort
Central Transport
Chapman University
Chevron Corp.
Cisco
Citrix Systems, Inc.
Cox Communications
Dell
EMBARQ
EMD Centre
Farmers Insurance
Federal Aviation Administration
Fluor
GSK
Houghton Mifflin Harcourt
Ingersoll Rand
Intel Corporation
International Paper
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Laclede Gas Company
Logitech
Marathon Oil
MassMutual
McGraw‐Hill
Merrill Lynch
MSD Leadership Consultants, Inc
Navy Federal Credit Union
Nestlé
NetApp
NewPage
Pinnacle Entertainment
PPG Industries, Inc.
RHI
St. Luke's Hospital
State Farm Insurance
Strategic Team‐Makers
Sun Microsystems
TBS, Inc.
The Dow Chemical Company
The Hershey Company
UBS
Unum US
Verizon Communications
Visteon Corporation
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Definitions
For the purpose of this survey,
• Executives/leaders is defined as anyone who falls into one or more of the following groups:
o Members of the Board of Directors.
o The Chairman of the Board, the Chief Executive Officer, the Chief Operating Officer, and
the President, and all Elected Officers.
o Corporate Vice Presidents (including functional heads).
o Heads/Presidents of groups, divisions, business units, or profit centers and their direct
reports.
o All people included in your executive compensation program.
• Development is defined as any activity aimed at broadening executives' knowledge and
experience and enhancing their capabilities.

Snapshot
As the industry has evolved over the years, we have endeavored to keep close tabs on the trends,
innovations, struggles, and solutions in executive development and then to share both the important
and the interesting with you, the executive development practitioner. With the 2009 research, we
expected some interesting changes in the field, and… we were not disappointed.
The complexity within which executives must lead in today’s environment is mind‐bending. Let’s face it,
technology advancements alone are almost impossible to keep pace with, and that is just one of the
critical issues today’s leaders must tackle. Add to that, leading across the global marketplace, economic
turbulence, political unrest, and the new industrial revolution currently being driven by the twenty‐
somethings, and we have quite a recipe. All of this change rolled together creates an interesting
environment for those who must design development opportunities that are sophisticated enough to
prepare these leaders to meet today’s challenges and yet simple enough to be delivered in a relatively
short period of time with appropriate methods and mechanisms that reinforce learning.
The good news is that professionals in executive development, leadership development, organizational
learning, and human resources are advancing as fast as their organizations will allow, and many have
found their place as true business partners with CEOs and senior executives. They often work side‐by‐
side to ensure that their organization’s executive talent is a true competitive advantage and they create
development that is directly aligned with the strategic goals and objectives of the organization. They
have learned to measure the success of development offerings and are adept at finding and creating
relevant learning opportunities for the executives and for themselves.
The bad news is that many organizations still lack adequate executive development opportunities, and
once we dip down below the Fortune 500, many organizations have little more than standard human
resource procedures and off‐the‐shelf training. However, progress is coming to the middle market, and
as these companies mature, they too can learn from some of the more sophisticated organizations that
are represented in this trends research.
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John F. Kennedy once said “Leadership and learning are indispensable to each other.” That has never
been truer than it is today, so let’s take a look at trends in learning and development from senior leaders
in some of the world’s most renowned organizations.

Major Findings
Similar to previous surveys, we asked respondents to identify the key objectives that would be most
important to their executive and leadership development efforts in the next two to three years.
The impending leadership gap, as baby boomers begin their eligibility for retirement, is on everyone’s
mind and in our survey. In 2009, the top priority for 75% of companies was to increase bench strength.
Our 2004 trends research marked the first time in the history of the Trends Survey that this issue has
ranked as companies’ No. 1 objective. With the 2009 results in, it is clear that developing our next
generation of leaders is a top initiative that is here to stay.

Hitting the bottom of the list, our research indicates that building awareness of new technology is not a
key objective. Given the highly technical incoming leadership force, this outcome was not a surprise. In
fact, the bottom 5 were interesting but not surprising to our research analysts.
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When we looked for highly influential conditions that will impact Executive Development in the next 2‐3
years, 72% of the respondents said Economic Conditions. However, those conditions are not seen as
impacting expenditures. When we asked how respondents expected the total amount expended on
Executive Development to change in the next 2‐3 years, a significant majority expected it to either
“Remain the Same” (32%) or “Increase Some” (43%). Only 15% expected it to decrease.
Lack of Bench Strength was the second most highly influential condition impacting Executive
Development, and Changing Business Strategies came in a close third. A big surprise came when we
looked at the bottom 5 in this category and saw that Political unrest, e.g. terrorist threats/acts, was
listed last. What else fell at the bottom of the influence list? Let’s take a look at Table 3.

We were also surprised to see Sustainability and Social Responsibility landing toward the bottom of the
list. More research is required to understand the reasons behind, and implications, of these results.

The Future of Executive Development
When we look to the future of executive development, it is clear that focusing on next generation
leaders will be the top priority. The hot topics that will be emphasized in Executive Development
Programs include leadership, business acumen, strategy execution, leading change, and talent
management.
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When we dig a little deeper and ask the participants to tell us what the next generation of leadership
talent (the ones who are most likely to fill executive level positions in the next 3‐5 years) are lacking, we
found a slightly different story.

The research indicates that it will be imperative for the success of future executive development to
incorporate learning methods around strategic thinking, leading change, and the other key topics at the
top of the list.
As the respondents looked to the future, two things were on the top of their mind, Succession Planning
and Alignment. Closely following these two key concerns was the Accelerated Development of High
Potentials. Interesting work is being done in this area, as described in the EDA article Harvesting
Tomorrow’s Leaders by Bonnie Hagemann & Jim Bolt (Training & Development, 2009).
As the field of executive development continues to evolve, the indications are clear that organizations
must prepare for and consistently manage the succession process. To take it even a step further, it will
be crucial to provide both simplicity and alignment to the programs, processes, and strategies designed
to develop executives who must continually serve in a sea of complexity.

Executive Development Operations
Operationally, Executive Development seems to have a steady stride that is only mildly affected by the
current turbulent economics. The process of program and individual performance measurement is now
standard operating procedure, with the Kirkpatrick model serving as the primary method of
measurement; however, new methods are emerging which we will address more in the complete
report.
The average number of people serving in roles committed primarily to the field of Executive
Development at headquarters was two, and 88% of the respondents expected this number to either
“Increase Some” or “Remain the Same”.
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The number of people serving in roles committed primarily to the field of Executive Development
throughout the entire organization varied (see Figure 2), and 87% of the respondents expected this
number to either “Increase Some” or “Remain the Same”.

Financially speaking, 75% of the respondents indicated that the total amount expended on Executive
Development is expected to “Increase Some” or “Remain the Same”. The majority of respondents noted
that the investment falls primarily in the participant’s budget (42%), usually as a charge back. However,
36% of the respondents said that Corporate pays for all costs.

Best Practices in Executive Development
When it comes to best practices, we asked specifically about the most effective uses of on‐the‐job
development. We found that these areas ranked at the top, as shown in Table 6.
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Ranking near the bottom of the list was Community Service, Placing Someone on a Board of Directors,
Running a Business Away from the Home Office, and Coaching another Leader.
When respondents were asked about the best practices most critical to the success of an Executive
Development program, we were thrilled to see that being “Linked to Strategy” hit the top of the list,
with 88% ranking this as #1. The practice of linking executive development to the strategic goals and
directions of the organization was first introduced as a best practice by Jim Bolt in his 1985 Harvard
Business Review article, Tailor Executive Development to Strategy.

“This encouraging finding makes it crystal clear that we’ve come a long way in the last 25
years. When I wrote the HBR article, executive development typically meant sending a few high
potential leaders off to university mini‐MBA open‐enrollment programs. Now it more likely
involves custom‐designed internal programs/processes used to develop the specific capabilities
needed to achieve the organization’s strategic objectives. This shift from ‘traditional to strategic’ is
by far the most important trend in the field of executive development.” – Jim Bolt

Other critical areas are shown in Table 7.

In another success for the field, the respondents also felt that their organizations excelled at linking
executive development to strategy, with 59% responding that this is their current #1 best practice.
Another exciting trend is that Top Management is becoming more involved in developing organizational
leaders. They are supporting the programs being rolled out by industry professionals, and more
importantly, championing key strategic practices and offering to serve as a leader‐teacher, when
appropriate.
This leads to an ongoing best practice that has continued to gain ground ‐‐ the leader‐as‐teacher model.
Among our respondents, this has proven to be an incredibly effective and efficient way to develop
organizational executives and high potentials, followed closely by “leaders who walk the talk.” Much
can be researched and said about the last statement, but we’ll leave that for another day…
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Finally, we found that having custom‐designed executive development programs, high potential
identification and development, and using tools such as Leadership Profiles, Feedback and Individual
Development Plans led the pack in Best Practices.
And that is our snapshot of the state of the industry. Please sign up for the complete report, where you
will get the facts behind our executive summary and

so much more…

How to Obtain This Research
The full industry report will be available for purchase at www.executivedevelopment.com by August 20,
2009. We will be presenting highlights of this research at webinars and other events throughout the
coming year. The complete table of contents for the full report and a list of upcoming presentation
dates are posted as well.
If you are interested in benchmarking your organization against the best practices developed in this
industry study, please contact us. Our Rapid Cycle DiagnosticSM and Advisory Council service will provide
your organization with the data, recommendations, and strategic insights to determine the best course
of action to maximize the efficiency and effectiveness of your executive development strategy.
For more information on our research and services, please contact Executive Development Associates at
(866) EXEC DEV.
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About Us
Executive Development Associates is a leader in creating custom‐designed executive development
strategies, systems and programs that help organizations build the capabilities needed to achieve their
strategic objectives. EDA leads the way in the use of executive development to help organizations
successfully address their marketplace challenges and accelerate the execution of their business
strategy. With our proven ability to achieve results we create measurable improvements in both
individual executive performance and business outcomes.
Executive Development Associates
13431 N Broadway Extension, Suite 104
Oklahoma City, OK 73114 ‐ USA

Contact Information
Toll Free: 866. EXEC DEV (393.2338)
Phone: 405.751.3300
Fax: 405.751.3313
info@executivedevelopment.com
www.executivedevelopment.com

Pearson’s TalentLens group publishes scientific assessments that are used globally to hire and develop
the 21st century workforce. Our instruments measure critical thinking, problem solving, and a range of
job skills to deliver data‐driven insights that inform and clarify an organization’s human capital decisions.
Learn more at TalentLens.com.
Pearson’s TalentLens group
19500 Bulverde Rd,
San Antonio, TX 78259

Contact Information
Phone: 888.298.6227
Fax: 800.232.1223
www.talentlens.com

Proprietary Notice
Copyright © 2009 Executive Development Associates and Pearson Education, Inc. or its associates. All
rights reserved. Rapid Cycle DiagnosticSM is a registered trademark of Executive Development
Associates. No materials from this study can be duplicated, copied, republished, or re‐used without
written permission from Executive Development Associates. The information and forecasts contained in
this report reflect the research and studied opinions of Executive Development Associates and Pearson
Assessments analysts.
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