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Current Leadership Challenges at XYZ Corporation
• Lack of structured leadership development programs
• Inconsistent training and unclear succession planning
• No formal process to identify and groom future leaders

Consequences:
• Low employee satisfaction
• High turnover
• Inexperienced leadership (Mugira, 2022)

Proposed Solution:
Create a strong program to train and prepare future leaders.

Today, I will introduce the leadership challenges 
currently facing XYZ Corporation.
At the moment, leadership development in the 
company is not well-structured. Training is inconsistent, 
and there are no strong systems in place to spot and 
grow future leaders.
Because of this, employees are becoming unhappy. 
Many are leaving the company, and some leadership 
positions are filled by people without enough 
experience.
To solve these problems, we are proposing a leadership 
development program. This program will focus on 
building a strong succession system that aligns leaders 
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with the company’s long-term goals.
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Current Challenges at XYZ Corporation:

• Lack of foundational leadership training and standardized 
education

• Widespread unpreparedness across leadership levels (Virgiawan 
et al., 2021)

• Poor communication on career growth opportunities

• Limited support leading to low employee motivation and higher 
turnover

Right now, XYZ Corporation really needs to focus on 

growing and supporting its leaders. There aren’t any 

basic training programs or clear learning paths, so many 

managers aren’t fully prepared for their roles. A study 

by Virgiawan and others in 2021 points this out as a big 

problem.

Also, employees don’t know what their future at the 

company looks like. There’s not much support or 

communication about how they can grow. This makes 

people feel unmotivated, and many start thinking about 

leaving the company.
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To fix this, the company needs to invest in leadership 

training and help employees see a clear path forward
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• Build a strong leadership pipeline with future-ready skills (Douglas et 
al., 2022)

• Align leadership development with XYZ Corporation’s long-term 
strategic vision

• Boost employee retention and career growth through structured 
learning paths and support

The goal of this leadership development program is to 

prepare future leaders who can handle change and lead 

in today’s fast-moving business world. As Douglas and 

his team mentioned in 2022, having leaders who can 

adapt is more important than ever.

This program will connect leadership skills directly to 

what XYZ Corporation wants to achieve in the long run. 

That way, leaders aren’t just trained—they’re trained in 

the right direction.

It will also help employees stay with the company 

longer. When people see clear development 
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opportunities and feel supported, they’re more likely to 

grow in their careers and stay loyal to the organization.

4



    XYZ Corporation’s Leadership Development Framework
    Divided into three stages:

• Emerging Leaders
• Middle Management
• Senior Executives

     Each stage focuses on key leadership skills and 
competencies
(Stuber et al., 2021)

      Includes:
• Skill-building and soft skills training
• Role transitions for real-world experience and strategic 

growth

This slide explains how XYZ Corporation’s Leadership 

Development Framework works. It’s designed in three 

stages—each one focused on a different group of 

leaders:

1. Emerging leaders

2. Middle managers

3. Senior executives

Each stage of the program helps develop the specific 

skills and competencies needed for that leadership 

level, as mentioned by Stuber and colleagues in 2021.
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The program includes both technical training and soft 
skills like communication and decision-making. It also 
supports leaders as they take on new roles or 
responsibilities to help them grow through real-world 
experience and prepare for strategic roles in the future
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 Identifying Talent:
Based on performance reviews, leadership assessments, and 
manager recommendations

Targeted Development:
Customized programs aligned with future roles (Yücel, 2021)

Ensuring Continuity:
Knowledge transfer through documentation and senior leader 
observation (Xuecheng et al., 2022)

This slide explains how XYZ Corporation will handle 

succession planning—which means making sure the 

company has the right people ready to step into 

important roles in the future.

The process starts by using performance reviews, 

leadership assessments, and manager 

recommendations to spot high-potential employees.

Once those employees are identified, they’ll enter a 

customized development program that prepares them 

for their future roles, as noted by Yücel in 2021.

To make sure important knowledge isn’t lost, the 
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company will also use knowledge transfer strategies. 

That includes documenting key processes and having 

senior leaders observe and guide the next generation—

something supported by Xuecheng and colleagues in 

2022. 
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Custom Workshop:
Teach basic and advanced leadership skills 

Personalized Guidance
Mentoring programs paired with leadership coaching from experienced leaders 

Real-World Learning:
Leadership simulations and case-based learning to apply theoretical knowledge 

This part of the leadership development strategy 

focuses on custom workshops that teach both basic and 

advanced leadership skills. According to Mohamed and 

Otman (2021), these workshops are a key part of 

helping employees grow into strong leaders.

Employees will also get personal guidance through 

mentoring and leadership coaching. These programs 

pair them with experienced leaders who can offer 

advice and support.

To make the learning more practical, the program 

includes leadership simulations and case-based 
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learning. This gives participants a chance to practice 

real-life situations, solve business problems, and apply 

what they’ve learned in a hands-on way.
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• Clear Progression Steps:
     Defined milestones from entry-level roles through to senior 
management

• Internal Mobility Programs:
    Cross-team transfers to broaden experience and accelerate 
organizational agility (Rachmad,2022)

• Objective Promotion Standards:
     Competency and leadership-based criteria that ensure fairness and 
inspire ambition 

This slide shows how XYZ Corporation plans to guide 

employees through their leadership journey.

First, the company will create clear steps for career 

growth—so employees know exactly how they can 

move from entry-level jobs up to senior management 

roles.

Next, there will be internal mobility programs. These let 

employees switch teams, which helps them learn more, 

meet new people, and work faster across departments. 

Rachmad (2022) supports this idea because it makes the 

whole company more flexible.
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Finally, promotions will be based on fair and clear 

standards. Employees will be evaluated on their skills 

and leadership ability. This helps build trust and 

motivates people to grow into leadership positions.
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Key Actions

Combat Resistance:
Transparent communication and inclusive leadership involvement

Leadership Engagement:
Workshops and feedback meetings to align with organizational 
vision

Empowered Culture:
Highlight leadership successes and link accountability to 
performance reviews (Iqbal & Ahmad, 2021)

This slide talks about how XYZ Corporation will handle 

change management during the leadership 

development rollout.

To reduce resistance, the plan will focus on open and 

honest communication. It will also make sure current 

leaders feel included and understand how these 

changes will help them in the future.

Senior leaders will take part in workshops and feedback 

sessions. These activities will help them connect with 

the company’s vision and feel more confident leading 

the change.
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The plan also encourages a culture of delegation and 

shared responsibility. It will highlight success stories 

from other leaders and include leadership 

responsibilities in performance reviews—just like Iqbal 

and Ahmad suggested in 2021. This way, leadership 

becomes a part of everyday work, not just a title.
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• Key Performance Indicators (KPIs):
     Track progress and program effectiveness

• Leadership bench Strength:
      Assesses readiness of internal candidates for key roles

• Internal Promotion Rates:
     Reflect Success of development and succession strategies

• Employee Engagement Retention:
     Monitor morale and career development impact

This slide shows how XYZ Corporation will measure the 

success of its leadership development efforts.

First, the company will use Key Performance Indicators, 

or KPIs, to track progress and see how well the program 

is working.

One important measure is leadership bench strength—

which means checking how ready our people are to step 

into important roles when needed.

We’ll also look at internal promotion rates. If more 

employees are being promoted from within, it shows 

the development and succession planning are working 
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well.

Lastly, the company will track employee engagement 

and retention. This helps us understand how people 

feel about their growth opportunities and whether 

they’re likely to stay with the company.
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Identified Risks:
Employee resistance to change
Limited budget availability
Unpredictable participation

Mitigation Strategies:
Early stakeholder engagement and benefit communication
Strong leadership support to encourage involvement
Cost-effective training using existing company resources 
(Purwanto, 2022)

This slide highlights some of the main risks in the 

leadership development program at XYZ Corporation.

We’ve seen resistance from employees, some issues 

with tight budgets, and inconsistent participation in 

training sessions.

To manage these challenges, the plan starts with early 

engagement. We involve key stakeholders from the 

beginning and clearly explain the benefits of the 

program. This helps build trust and encourage 

participation.

We also make sure senior leaders are involved and 
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supportive—this shows employees the program is 

important.

Finally, we deal with budget limits by using smart, low-

cost training methods. That means using existing tools 

and resources the company already has, just like 

Purwanto (2022) recommends.
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Future-Ready Workforce:
Builds leadership capabilities for long-term success

Strategic Value:
Supports operational consistency, innovation, and competitive 
advantage

Call to Action:
Requires active commitment from Senior Leadership for successful 
implementation

To wrap things up—this leadership development and 

succession planning program is essential for preparing 

employees to lead in the future.

By investing in our people, the organization can keep 

things running smoothly, stay innovative, and stay 

ahead of the competition.

But for this program to really make an impact, we need 
the full support of the Senior Leadership Team. Their 
involvement is key to making sure the plan is 
implemented successfully and brings real, lasting 
change to the company.
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