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How to Better Align Leadership Development Strategy with Business Strategy

Ranking the Alignment Between Organization Leadership Development 
Programs and Business Strategy

Source: Brandon Hall Group™ Study, Igniting the Leadership Spark 

Current State
Organizations need to ensure their leadership development strategy is closely aligned with their 
business strategy. This alignment ensures that leadership development programs are designed 
to cultivate the skills and competencies that are essential for achieving the organization’s 
strategic goals and objectives. However, many organizations struggle to achieve this 
alignment, often due to a lack of clarity on strategic priorities, a disconnect between leadership 
development and business needs, or a lack of communication and collaboration between talent 
management and business leaders. 
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Aligning leadership development strategy with business strategy requires addressing several 
issues:

✦ Clearly defining the organization’s 
business strategy and goals: 
Articulating the organization’s vision, 
mission, and strategic priorities in a 
clear and concise manner that can 
guide leadership development efforts.   

✦ Identifying the leadership 
competencies required to achieve 
strategic goals: Determining the 
specific skills, knowledge, and 
behaviors that leaders need to possess 
to effectively execute the business 
strategy.   

Complexities
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✦ Designing leadership development 
programs that address these 
competencies: Developing and 
delivering leadership development 
programs that are tailored to the 
organization’s specific needs and 
that cultivate the required leadership 
competencies.    

✦ Measuring the impact of leadership 
development on business outcomes: 
Establishing metrics and evaluation 
methods to assess the effectiveness of 
leadership development programs in 
achieving business goals.   

✦ Maintaining ongoing alignment: 
Continuously monitoring and adjusting 
the leadership development strategy 
to ensure it remains aligned with the 
evolving business strategy and talent 
needs of the organization.    

✦ Overcoming the lack of integration 
between talent management 
and business strategy: Many 
organizations operate in silos, with 
limited communication and collaboration 
between talent management and 
business leaders. This lack of integration 
can hinder the alignment of leadership 
development with business strategy.   

Implications
Aligning leadership development with business strategy has significant implications for 
organizations. It cultivates leaders equipped to drive organizational success by providing them 
with the necessary skills and competencies to navigate challenges and achieve strategic goals. 
This alignment enhances business performance as leaders can effectively translate objectives 
into action, fostering innovation and a high-performing culture.

This alignment boosts employee engagement by demonstrating the link between individual 
development and organizational success. Employees become more invested in their growth 
and the company’s overall achievements, leading to improved morale and retention. Ultimately, 
a well-aligned leadership development strategy strengthens the talent pipeline, ensuring a 
continuous supply of capable leaders for the future.
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To successfully align leadership development strategy with business strategy, organizations 
should consider the following critical questions:

Critical Questions

How can organizations ensure that their 
business strategy is clearly defined 
and communicated throughout the 

organization?   

How can organizations design and deliver 
leadership development programs that 

effectively cultivate these competencies?   

What methods can be used to identify the 
key leadership competencies required to 

achieve strategic goals?   

What metrics and evaluation methods 
should be used to measure the impact 
of leadership development on business 

outcomes?

Brandon Hall Group™ POV

Define Business Strategy and Goals
Clearly articulate the organization’s vision, mission, and strategic priorities. This could 
involve developing a concise strategic plan that outlines the organization’s long-term 
goals, key initiatives, and target outcomes. Ensure that the strategic plan is well-defined, 
actionable, and easily understood by all employees. Communicate the strategic plan 
throughout the organization using various channels, such as town hall meetings, internal 
newsletters, and online platforms, to ensure that all employees understand the direction 
and priorities of the company. Regularly reinforce the strategic plan through ongoing 
communication and leadership messaging.
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To address the critical questions surrounding the alignment of leadership development strategy 
with business strategy, organizations should consider the following:
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Identify Leadership Competencies
Conduct a thorough analysis to identify the key leadership competencies required to 
achieve the organization’s specific strategic goals. This could involve reviewing job 
descriptions for leadership roles, conducting interviews with senior leaders and high-
performing managers, and analyzing industry best practices and benchmarks. Use a 
competency framework to define and categorize the specific skills, knowledge, and 
behaviors that leaders need to possess. Ensure that the identified competencies are 
specific, measurable, attainable, relevant, and time-bound.

02

Design Leadership Development Programs

Develop and deliver leadership development programs that are tailored to the 
organization’s specific needs and that cultivate the required leadership competencies. 
This could involve a combination of training programs, mentoring, coaching, job 
rotations, and stretch assignments. Utilize a variety of learning modalities, such as online 
courses, in-person workshops, simulations, and on-the-job training, to cater to different 
learning styles and preferences. The programs should be designed to provide leaders 
with the knowledge, skills, and experiences they need to effectively lead and manage in 
the current and future business environment.

03

Measure the Impact of Leadership Development
Establish metrics and evaluation methods to assess the effectiveness of leadership 
development programs in achieving business goals. This could involve tracking key 
performance indicators (KPIs) such as employee engagement, productivity, customer 
satisfaction, and financial performance. The evaluation should also include qualitative 
feedback from participants and their supervisors to assess the impact of the program on 
leadership behaviors and organizational culture. Use the data collected to demonstrate 
the return on investment (ROI) of leadership development and to make adjustments to 
programs as needed.

04
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About Brandon Hall Group™

With more than 10,000 clients globally and more than 30 years of delivering world-class 
research and advisory services, Brandon Hall Group™ is focused on developing research that 
drives performance in emerging and large organizations, and provides strategic insights for 
executives and practitioners responsible for growth and business results.

SOME WAYS 
WE CAN HELP Advisory Offerings

Custom Research 
Projects, including 
surveys, focus group 

interviews and Organization 
Needs Assessment for 

Transformation, Technology 
Selection and Strategy.

Membership 
Individual and Enterprise Membership 

Options: Includes research assets, 
advisory support, a client success 

plan and more.

Excellence Awards
Four annual programs 
recognize the best 
organizations that have 
successfully deployed programs 
to achieve measurable results.

Professional Certifications
Self-paced certification 
programs. Virtual group 
sessions for companies. 
In-person conferences 
and summits.

SMARTCHOICE® PREFERRED 
PROVIDER PROGRAM

Uniquely places HCM service and 
technology companies at the top 
of organizations’ consideration list 
of vendors. It adds an unmatched 
level of credibility based on BHG’s 
twenty-eight-plus years of experience 
in evaluating and selecting the 
best solution providers for leading 
organizations around the world.

ENTERPRISE EXCELLENCE 
CERTIFICATION PROGRAM

Recognizes the best HCM programs 
that transform their organization and 
achieves breakthrough results. This 
designation is a step above the 
HCM Excellence Awards® which 
focuses on one program within a 
company. Enterprise Excellence is 
a hybrid of award winners who are 
also members.

AGENCY!
BY BRANDON HALL GROUP™

Provides comprehensive marketing 
solutions for human capital 
management solution providers. 
We offer strategic services to 
establish a strong foundation for 
your marketing efforts. 
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Organizational
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