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Talent isn’t all it’s 
cracked up to be.



                 In reality, talent is made manifest by training. Yet some stalwarts 
still believe the adage that leaders are born not made. Balderdash. Sure, one 
person may have a soupçon more passion for all things leadership—but 
education and training play the truly pivotal role in creating superstars. 

Of course, the importance of training from a performance standpoint is rather 
obvious. Improved performance through skill development confers a variety 
of benefits—improved individual and team performance, reduction of risk, 
and increased efficiency and effectiveness around achieving institutional goals. 

But what about training’s effect on succession planning? It’s just as 
powerful. From a succession standpoint, training fosters the next generation 
of leaders with skills critical to the institution’s specific operations. It ensures 
there’s always someone more than competent to step into a vacated role.



                 Engaging in continual training also helps save money; when 
internal candidates transition into new roles, the institution doesn’t have to 
spend valuable money and time on outside recruiting. Those resources can 
be used to create and manage powerful training opportunities instead. 

Training your existing employees as part of your succession planning makes 
sense down the road, too: a study by the Wharton School found that those 
hired externally were 61 percent more likely to be laid off or fired and 21 
percent more likely than internal hires to leave a job on their own accord. 

So how can higher education institutions build training and development 
opportunities to catapult leadership candidates to the next level—and 
build robust succession plans? Consider these five key steps:



Find the gaps. 

You know how to find gaps in your skill banks. But what about gaps in your 
learning opportunities? Map your leadership competencies to your learning 
opportunities. What’s missing in your curriculum that’s critical to a leadership 
development track? 



Which positions will you focus on first? While you’ll eventually want to 
develop a comprehensive training program, start small. Top-level positions—
presidents, deans, and department heads—are critical. Think of it this way: if 
you lost the person in the position tomorrow, how would your campus fare? 
Start with your most critical positions with intent to expand.

Determine key positions 
for training. 



While creating curriculum can quickly derail institutions in their succession 
planning and training efforts, turning to smart technology that  
already exists can significantly streamline the process. Often, a learning 
management system (LMS) provider can not only supply the technology but 
the actual curriculum through partnerships with training vendors. You only 
have to implement and roll out the system to your users. 

While it requires an initial financial outlay, an LMS can save you time and 
money in the long run by eliminating the hours it takes to create, deliver, 
manage, and track learning opportunities.

Develop your 
curriculum. 



Find the 
bottlenecks. 

What would keep your key people—your potential top talent—from 
achieving their goals of leadership? What’s really standing in the way 
of their training and development—time, resources, lack of clarity or 
support from immediate supervisors? Often, the solution to these 
hiccups is very simple. For example, ensuring training is available on 
demand through an LMS eliminates many time constraints, as users can 
access training on their own schedule, 24/7.



Training and curriculum should always be treated as a living entity. New 
theories and research change campus management, leadership practices, and 
learning methodologies. Always be on the lookout for how you can integrate 
new information and technology to create even more powerful, succession-
related learning opportunities.

Look to 
the future. 
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