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For nearly 25 years the Rohm and Haas Company, recently acquired by Daw, ran whal

one of the longest cantinuous high-potential develapment pro{;rams in a global compa

manufacturer of chemical and electronic materials focused on its tap 70 senior execu

hish-potential managers who represe nted significant geo{raphic, Sender and race dive

Further, an assessment af more than half of these business and functional leaders, c(

by an outside evaluator as part of the Rahm and Haas-Dow transaction, found many c

be "siglnificantly above the industry benchmark" in terms of custom er and marketplact

A senio r member of this outs ide evaluatian firm described Rohm and Haas as one of
"CEA schools" he had ever seen.

Ff-fhis program, named Leadership 3000,

I resulted in the development of a highly
I diverse group of global leaders and

ensured a smooth leadership transition at the
CEO level. Furchermore, the program helped
deepen the self-confidence and preparedness

of key business leaders who drove rwo of the
c<lmpany's boldcst initiativcs through the last
two decades. The first was the building of its
electronic materials business.The second was
the expansion of Rohm and F{aas' presence
in Asia-ahead of its competitors. By 2008,
more than half of the company's earnings
were contributed by electronic materials and
business expansion in Asia.

Regarding business growth, in the space of 20
years  (1988-2008)  Rohm and Haas grew

from a mid-sized hybrid chemical company
(a combination of commodity and specialty
chemicals) to a global leader in specialty
chemicals and elcctronic matcrials. As mca-
sured by growth, profitability and valuation
multiples, Rohm and Haas remained among
the leaders in its industry. Clearly, both the
quality of its business pordolio and leader-
sh ip  t a l en t  we re  recogn i zed  by  ma jo r
companies in the industry-including l)ow-
w h i c h  p u r c h a s e d  t h e  c o m p a n y  f o r  a
substantial premium.

Over the last decade, total shareholder return
(TSR) far exceeded peer companies and over-
all market performance. During the last five
years, Rohm and Haas TSR was ac 17.3 per-
cent compared to the S6cP 500 of -4.8 percent.
Finally, the closing price of $79.40 per share
represented an approximate 30 percent pre-
mium above the company's all-time high of

$62 per share (July 2007).

.f

'We 
cannot yet fully assess how Rohm and

Haas cxccutivcs farcd in the move to Dow.

However, at this writ ing, the ma;'ori ty of
Leadership-3000-trained executives found
con'rparable or better positions in Dow or

other companies. The C-suite executives who

were retirement eligible (two) or who had a

change of control provision (three) either left

the company and retired fully or accepted
(l-suite roles in other publ ic companies.

Leadership 3000: The
Conceptull Spark
The conceptual spark for Leadership 3000

occurred in 1,986 when then-CEO Larry Wil-

son charged his corporate head of human

resources Mark X. Feck with the develop-
ment of a program that would help groom

the next generation of business leaders. At

that time, the company's portfolio was dom-
inated by mature businesses with minimal
growth potential so Wilson knew he needed

leaders who had stronger strategic focus, cre-

at ive th ink ing and bus iness acumen.  [n
addit ion to these lcadership compctencics,
F'eck believed that certain leadership behav-
iors-including courageous decision making,

bias for action, boldness versus hierarchical

approval-seeking and deepened self-aware-

ness-a lso must  be increased i f  Wi lson 's

objective were to be met.

Given both the competency-based and behav-
ioral focus of this development init iat ive,
Feck chose a clinically trained consulting psy-

chologist (S7asylyshyn) as his program design
partner. In expressing the philosophical core

of the effort Feck said, "'We need to go inside
out.'We need to assess the whole person, not
just one's profile of leadership competencies.
"We 

need to have real relationships with these
people, and they need to know themselves
and understand what influences their behav-
ior in good times and bad. Their accurate self

awareness is esseritial for continued learning
and personal growth. Continued learning
and personal growth are essential for the
development of world-class leaders."

This view of high-potential development led
to four principles that guided the creation,
implementation and consistency of Leader-
ship 3000:

1. a holistic development model;

2. trust grounded in confidentiality;

3. the power of psychological insight; and

4. the conveyance of executive wisdom.

Holistic Development
Model
\fhile the four-phase model of Leadership
3000 (described below) typical ly unfolded
over a nine- to 12-month timeframe, it was
positioned as a boundary-less process versus

a contained program. In other words, after
participants completed the four phases, they
cor"rld continue consultative dialogues with
anyone in their Leadership 3000 develop-
mcn t  "b ra in  t r us t . "  Th i s  "b ra in  t r us t "
included their boss, and at least one C-suite
executive, as well as Feck and the consultant.
An unforeseen re tent ion benef i t  o f  th is
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boundary-less approach was revealeci over

t ime when par t ic i l ' rants  fe l t  comfor tab le
enough to use brain-trust members as sound-
ing boards to discuss the cal ls they r:eceived
frorn executivc recruiters.

Given the commitment to understand each
part iciparnt as a tuhti le pcrson, thc comp:rny
providecl an optional and confidential "spott-

sal partner" module to those who wanted to

explore the work-famil'r' integration issue. A
numhcr of thc compauy's rccclrt  ( ,-suitc cxcc-

utives pioneered this dimension of the prograrn

and affirmed its help in rnanaging the relent-

less tens ion bet rveen career  and personal
priori t ies. Tlrc authors arc unawarc of othcr

companies that inclucle this hol ist ic element
in high-porential development activities.

In the spousal partner modtt le, Rohm and

Haas used a customized interview protocol

with each partner individually. The data were

then analyzed and captured in a report pro-

v i ded  t o  t he  coup le  as  t he  bas i s  f<> r  a
faci l i tated and action-focused convcrsirt ion
with thc consultant. Each couple examincs

the stressors, strains and opportunit ies of

executive-couple l i fe. The outcolne-corl-

structive problem solving-proved r.rseful to

couples grappling with such issues as expatr i-
r l te assignmcnts or repatr iat ion.

Final ly, the hol ist ic intent and f lexibi l i ty of
Leadership 3000 were evidenc by efforts to

bc thcrc  for  pzr r t ic ipants  whcn thcy wcrc

faced wi th  d i f f icu l r  personal  events .  For

example, when the father of a Fr:ench execu-

t i ve  d ied  unexpec ted l y ,  t he  consu l t an t
ar rangcc l  for  thc  cxccuf ivc  t ( )  rncct  w i th  a
bi l ingual bereavement counselor. C)n solne
level, customizecl cfforts such as this contrib-

uted to the overall credibility of the program

ancl hclpcd bui ld rclat ionships th:rt  clccpcncd

over t ime.

'1-'z^ 
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In an effort to underscore the developmental
(vcrsus cva luar ivc)  in tcnt  o f  th is  work ,  a l l  thc

data generated becarne the property of the
part icipants. J'his meant chey were free tcr

share data with t lreir bosses and/or orhers but
thc consultanf was not. No reports wcrc writ-
ten. The tract ion, momentlrm ancl value of

l .eadership 3000 were maintained through
t l - re  par t ic ipants '  prcsentat ion dur ing an
action planning mccting of t l rcir  strcrrgths to
leverage and their areas for improvement.

. r l  P E O P L E & S T R A T E G Y
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In  addi t ion,  par r ic ipants  created a rnaster

a c t i o n  p l a n  ( M A P )  t o  g u r d e  o n g o i n g
development activicies. The promise of confi-

dentiality also surrounded all data-gathering

and feedback meetings, as well  as subsequent

discussions and/or ongoing coaching of par-

r icipants once the core components of the
program were completed.

"l'he 
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Rohm and Haas used a number of resources to

deliver on the goal of psychological insight or,

in Feck's words, "accurate self-awareness." In

addition to a batter,v of standardized psycho-

metnc tools appropriate to zr business setring
(See sidebar belorv.), participants were offered

the option of including a projectiv'b tcchnique,

the Rorschach. Tools like the Rorschach are

basecl on the projective hypothesis that one's

response to an ambiguons stimulus-in this
case an inkblot---<an reveal deeprer fircets of thc
personali ty. Interestingly, every l .eadership

3000 participanr elected to include the ltor-

schach clespite how "far out" Feck thought this

particular tool would seem to them.

In hinclsight, this outcome was influenced by
par t ic ipants '  appet i tes  for  ho l is t ic  exper i -

erlces, trust irl the process, g;enuine desires for

grcatcr  se l f -awarcncss and c< ln f idcncc rhat

the consultant would apply the information

to thcir clcvclopnrcnt agcnclas. F,ach part ici-

pant also spent a half-day giving a life history

tha t  r evca l cc l  key  t hcma t i c  ma tc r i a l  w i t h

implicirtions for leadership effectiveness.

' l lhr 
Cor"lveyerlce rlf

F :xccn t rve  V/ isdour

Each par t ic ipant  was inv i ted to  choose a

member of l{ohm and Haas' Executive Com-

mittee (F.C) ro bepartofhis orher development
"brain tr lrst" in the action-planning phase.

This meant that the CEO or another C-suite

execut ive a t tended euery  act ion-p lanning
meeting. The C-suite member joined the par-

t icipant 's boss (who may or may not have

been a membcr of the EC), the corporate head

of HR (init ial ly Feck and then four others

after his death in 2000) and the consri l tant,

who facilitated the discussion.

'While 
time consuming for EC members, their

act ive involvement sent arn emphatic signal

about  the i r  commitment  to  development .

Their participation also reinforced the power

of conveying wisd<-rm, i .e.,  that their work

exper iences,  t r iumphs,  mis takes,  ernot ions

and other accumulated learning could enrich
action planning in inestimable ways. .

Rohm and Haas Essential
Leadership Behaviors
- Courageous Leadership
. Emotional Fortitude

. Enterprise Thinking

. Pragmatic Optimism

. Steel Trap Accountability
- Truth-telling
. Tough on Talent

Battery of Psychometrics
. Life History
. Watson-Glaser Critical-thinking Appraisal
. Life Styles lnventory 1

. Revised NEO Personality Inventory
(NE0 Pr-R)

. Bar0n Emotional Quotient Inventory (EQi)

. Rorschach

Leadership 3000 Data-gathering Sources
Leadership Gompetencies

L Outside-in Perspective
. Market-aware and

Customer-driven
. Strategic Focus

. Global Perspective

lf. Speed to Market
. Bias for Action
. Adaptive to Change
. Creative Problem Solving

lll. Pursuit af Profttable Growth
. Professional Credibility
. Business Acumen

. Persuasion and lnfluence

. Safety Performance

. People and Performance
Management

. lnterpersonal Effectiveness



Bras for act ion

Strategic focus

Creat ive th inking

Business acumen

Courageous leadership

The Model
This high-potcntial dcvclopmcnt modcl con-

sisted of four distinct phases:

1. data-gathering;

2. feedback;

3. action planning; and

4. follow-up.

The n i r re-  to  12-month t imef rame for  the

model to unfold gave parricipants sufficient

t ime to  "work"  the i r  master  act ion p lans
(MAl's) and to bc rcady to probe for furrhcr

development  gu idance f rom the i r  "bra in

trust" in the follow-up phase. On the surface

this model appcars similar to high-potcntial

development inir iart ives in other companies.

However, as indicated in the previous four

principles, thcrc werc dist inct ive dif fcrcnccs

in the nature of the data gathering, act ion
planning, follow-up and activities beyond the

actual program. It was thror,rgh these differ-
ences that participants experienced the "going

inside-out" that Feck bel ieved essential for

sustained learning to occur.

The multifaceted natlrre of the data gathering
(See sidebar on previous page .) surfaced a

rich tapestry of biographical, psychological,

leadership-competency and behavioral infor-
m a t i o n .  

' W h i l e  
c o m p a n i e s  c a n  s p e n d

considerable time and other resources identi-

f y i ng  t he i r  l cade rsh ip  compe tcnc i cs ,  i t  i s

worth noting that CEO'Wilson identifiecl the

first competencies used for 360 data-gather-

ing saying, " 'Wc d<x't  nccd to spcnd any morc

t ime on th is- these are the fundamenta l

competencies our leaders need to have so let's
gct started."

These were:

1.. the abi l i ty to earn trust and support among

superiors, colleagues and subordinates;

2"the abi l i ty to forrn real ist ic vision for the

organization;

3 .  t hc  ab i l i t y  t o  commun ica t c  v i s i on  and

inspire commitment/quality performance;

4. foughness and drive to overcome
obstaclcs;

5 . t h e  a b i l i t y  t o  s i z e  u p  o p p o r t u n i c i e s /
problems and take effective action; and

6. managerial and administrative

compe tence.

\Wlren Gupta became CEO in 1999,, these

competerlcies were amplified and the Rohm

and Haas Essent ia l  Leadersh ip  Behav iors

were added to the data gzrthering as indicated
in the sidebar on thc previous page.

These c{ata were woven together in the feed-

b a c k  p h a s e  t h a t  c o n c l u d e d  w i t h  t h e

identification of specific strengths to leverage

ancl irnprovement areas. Unlike other high-
potent ia l  deve lopment  programs-where

action planning can be left to the individual in

conccr t  w i th  an I { I t  pro fcss ional  anc l /or
coach-this action planning r,vas enriched by

the active participation of C-suite executives.

Thcsc samc cxccut ivcs,  i . . . ,  mcmhcrs t l f  a

participant's "brain trust," also attended the
fol low-up rneetings. During these meetings,

severa l  months a f ter  the act ion p lanning

event, participants presented annotaced ver-

s ions of  the i r  or ig ina l  acr ion p lans that
indicated progress made and areas in need of

further guidance. The fol low-up phase also

allowed considerations of next roles, includ-

ing potential expatriate assignments.

r - '  I  "  ( '  -  t
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As the due diligence in the l)ow transaction
founcl, this Rohm and Haas high-potential
group possessed leadership competencies and

behaviors on a par with talented leaders in

othcr  companics.  What  is  morc s ign i f icant

abouc these f indings is the variance repre-

scnced lrctwccn \favc 1 (1986-99) and Wave
2 par t ic ipants  (2000-2008)  as ind icated in

Table 1" above.

I n  t c rms  o f  l eac le r sh ip  compe tenc ies  and

behaviors-as {irst articulated by'Wilson and
Feck-\Wave 2 participants showed consider-

a b l e  p r o g r e s s .  N o  d o u b t  m a n y  f a c r o r s

contributed to this variance, and it is diflicult

to pinpoint with precision which faccors were
most signif icant. However, based on anec-

do ta l  da ta ,  t he  f o l l ow ing  f ac to r s  mer i t

mention:

. the increased and active part icipation of

the CEO and other C-suite executives in

the action planning phase;

. t i re learning and experiences of Wave L
part icipants-as transmitted to 

'S7ave 
2

participants;

.  t he  i ncens i f i ed  sc ru t i ny  o f  po ten t i a l

Leadership 3000 part icipants;

.  theuseofLeadership3000asanassirni lat ion
tool for external C-suite hires; and

.  a  m o r e  r i g o r . o u s  c o r p o r a t e  t a l e n t -

management process informed by a steady

s e t  o f  l e a d e r s h i p  c o m p e t e n c i e s  a n d
behaviors.

For this article, we have {ocused primarily on
the Wave 2 (2000-2008) part icipants. This
group demonstrated these traits:

L. bias for action (high energy, boldness, and

accountability);

2. strategic focus (high irnpact on busine ss

unit success and strategic thinking);

3. creative problem solving (analyt ical ski l l /
problern-solving and strong innate capaciry);

4 .  bus ine ss acu lnen ( indust ry  knowledge,

financial skill and legal expertise); and

5.  courageous leadbrsh ip  (creat ing/ lead ing

energized teams and standing up to senior
rnanagement).

As c<lmpared to Walve 1., there wcre signifi-
cant increases in the number of participancs

in each of these strengths to leverage.

T - 1  '  I '

r i l ] ( l lngs. -
I *p rovement  Areas

The improvement areas also tracked with

experiences of other global cotnpanies corrl-
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mitted to high-potential tlevelopment. Again,

what was most significant about the lLohm

and Haas f ind ings re la ted to  the var iance

between !0ave 1 and Wave 2 participants as

indicatcd in Table 2.

Specifically. the top five irnprovements areas

were :

1 .  emot iona l  for r i tude ( inc ludcc l  a  hcust  o f

behavior:s relareci co the four core dimensions

of emotional intel l igence-self-awareness,

managing emotions, especial ly anger and

frustrat ion, zl t tunement to/empathy for

o the rs ,  and  qua l i t y  o f  r e l a t i onsh ip t -

transarct ional versus mear-r ingful,  l istening

and stress management;

2 . p e r s u a s i o n  a n d  i n f l r , r e n c e  ( c l a r i t y  o f

objectives and communication ski l l ) ;

3 .  people  c leve lopment /per formance man-

agement  ( focus o1r  career  development ,

tcamwork,  mocivat ion and deal ing rv i rh

performance issues eff iciently;

4 . c o u r a g e o u s  l e a d e r s h i p  ( i m p a c r  a n d

boldness as :r lcaclcr);  and

5 .s t ra teg i c  f ocus  (deve lop ing  a  bus incss

vision, nee d for greater external perspectivc

and customer focus).

As compared to \Wave 1 part icipants, there

were cons iderab ly  fewer  in  Wave 2 wi th

courage ous leadership as an areafor improve-

ment. There was a notable clecrease in rhe

numher of individuals who had some aspect

Excerpts from a
Strengfhs to Leverage
. Leadership lmpact

. Business Acumen

. Strategic Focus

> l-eadership lmpact
- Shift my leader focus from micro to macro-promote the "we."

. Commit more time to coaching high-potential talent (e.g!.,
quarterly 1:1 meetings focused exclusively on specific
developmental activities and direct reports' career aspirations).

. Export talent to other parts of the company.

. Make necessary personnel changes, i.e., get right people in right
roles and ensure conditions for them to be successful.

. Manage my "brand" more proactively, i.e., conveyto all stakeholder
groups the what and why of my key objectives more clearly.

. Schedule quarterly lunch/dinner times in effort to get to know
and explore potential synergies with other (non-U.S.) business
unit and functional leaders.

> Eusiness Acumen-Deepen financial knowledge, increase under-
standing of financial strategy at corporate level.

- Establish quarterly informal mentoring meetings with company CFO.

. Lead new business unit turnaround (relocation to Europe).

. Enroll in Wharton Advanced Management Program (Q4).

> Strate$fc Focus
. Step up meetings with external customers and prospects.

. Leverage experiences in Asia especially in terms of supporting
peers' relationshipbuilding with key stakeholders in this priority-
groMh region.

. Temper tendency to push my strategic groMh agenda too
aggressively at both the customer and supplier levels. Repair
two strained customer relationships.

Development Areas
. Boldness
. lmpatience
. Political SavW
. Work-family lntegration

Leadership 3000 Master Action Plan (MAP)
> Boldness-"My leadership metamorphosis"
. Do not be held back by process; use and trust my gut more on

outof-the-box staff appointments and on how my orSanization
needs fo be structured to support recent realignment of
strategic priorities.

. Set and actively follow up on bolder stretch development
objectives for each member of my leadership team (LT).

. Step up the quality and candor of this year's performance reviews;
make certain each LT member is clear regarding how I see his/
her respective strengths and weaknesses. Ensure focused
development plans are in place.

. Chaf lenge corporate barriers and/or organization totems (e.9.,

the sales incentive plan).

> lmpatience-The "dark side" of my bias for action
. Keep things in perspective with reality-testing questions like,

"What must be done now? What can wait? How long can certain
things wait?"

. Delegate realistically versus putting people in unnecessary
overload.

. Stay close to individualteam members-especially during
high-stress periods. Be attuned to their needs and display empathy.

. lntensify alignment on key objectives by ensuring monthly team
and scheduled 1:1 meetings.

. Take a "burn-out audit" of my team in an attempt to understand
where everyone's limit is*and then be responsive to those limits
by not piling work on people who are already in overload.

> Political Savvy
. Have direct conversations with key peers and members of my

leadership team to ensure that they understand whats motivating
me versus the perception that it is all about my career ambition.

. Deepen relationships with one or two confidants in the company
with whom I can close the door, hear what I need to hear about
how l'm perceived and vent my frustrations when venting is what
I need to do.

> Work-Family lntetration
. Participate in Leadership 3000 Spousal Module*use this as a

springboard for planning of upcoming family relocation to Europe.
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Top 5 Leadership Strengths
to Leverage

Emotional fort i tude

Persuasion and inf luence

Developing people/
Performance management

Courageous leadership

Strategic focus

of  emot iona l  for t i tude as a  develc lpment
focus. Nearly one-third ferver\Ji lave 2 par-
ticipants had persr-rasion and influence issues
compared to  Wave 1.  There was a smal i
decre ase in'Wave 2 partrcipants who had stra-
tegic focus as an improvement area.

Because strategic focus is one of the most
chal leng ing leadersh ip  competenc ies,  we
were not  surpr ised to  see i t  pers is t  as  an
improvement area. However, given the sig-
nificant increase in Wave 2 participants with
strategy as a strcnfTth, a common actiotr step
was to  pa i r  par t ic ipants  in  in formal  peer
mentoring relationships that heipecl individu-
als capital ize on their respective strengths.

There was no change between V/aves 1, and 2
on the competency of people development/
pcrformancc managcmcnt-onc of thc pcrcn-
nial and most challenging of high-potential
development areas. A host of issues continued
to rhwart and probably intensify the lack of
progress in  th is  are^ .  These inc luded the
acce le ra ted  pace  o f  bus iness  cha l l enges ,
demanding economic conditions, lvork over-
load,  cu l tura l  d i f ferences (par t icu lar ly  as
relatcd tcl  providing sound pcrformancc fccd-
back to people in other geographic regions)

and the lack of user-fr iendly per:formance-
mana$lernent  syste lns.  For  the most  par t ,

act ions related to the people developrnent/
pe r f c l rmance -managemen t  compe tency
involved ongoing coaching by the boss and/
or external consultant.

A*ir:n llXannin-tg

Rigorous adherence to  crcat ing targeted,
rea l i s t i c  and  robus r  mas te r  ac t i on  p lans
(MAPS) as the tangible outcome of Leader-
sh ip  3000  con t i nued  as  an  ove ra rch ing
pr ior i t ,v .  A wide ar ray o f  dcve lopment
rcsoLlrccs was rcprcscntcd iu thcsc MI\PS*
some  fam i l i a r  and  oche rs  l ess  so .  I n  t he
broadest terms rhese resources included:

1 . job rotat ions;

2 .  ass ignments  in  o thcr  cu l turcs ;

3. executive seminars (both brief and resident-
ial in world-class business schools);

4 .  s p e  c i f i c  c o u r s e w a r e  i n  a r c a s  s u c h  a s
s t r a t e g i c  t h i n k i n g  a n d  i n n o v a t i o n
management;

5. fonnal communications skill training;

6 .  company -bascd  cou rscs  i n  i unc t i ona l
areas such as f inance and in format ion
technolog,v;

7. short-term rnentoring rclat ionships;

8 .  par t ic ipat ion in  communi ty-bascd non-
prof i t  organizat ions to  bu i ld  leadersh ip
ski l ls;

9 .  t he  o rches t ra t i on  o f  f o r -p ro f i t  boa rd
appointments; s:

10. rnindfulness meclitation; and

11. coaching in ernotional inrel l ieence.

rWhile participants benefitted from wclrking
their MAPs, we believe the sustainability and
impact of Lcadcrship 3000 trackcd back to
thc inte ract ion of i ts four guicl ing principle s-
h o l i s t i c  a p p r o a c h ,  t r u s t  g r o u n d e d  i n

confidential i ty, the power of psychological
insight and conveyance of executive wisdom.
Frorn the moment of invitation, participancs
were made to feel honored, respected anci
safe. This ignited an attitude of discovery and
sustained learning. For some, this had cascad-
ing effects for their spouses and families. See
Sidebar B for excerpts from the MAP of one
of the company's most gif ted business unir
directors. Of note is his inclusion of the Spou-
sal Module.
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As the global business environment continues
to evolve in i ts complexity ancl Darwinian
challenges, the demands of irs leaders wil l
intensify exponentially. Surely the economic
d isrupt ions o f  2008 -2009 had s ign i f icant
adverse effects on most industries, including
chernicals and electronic marerials. Tl'ris eco-
nomic vo la t i l i ty  has yet  to  set t le  and,  in
tandem with efforts to manage the immedia-
cy of this issuc, busirrcss lcadcrs wil l  havc to
deal with increascd regulat ions, othcr gov-

e r n m e n t  a n d  p o l i t i c a l  i n f l u e n c e s  a n d
geo-political conflicts.

Cliven these relentless pressures, the most
effect ive business leaders wil l  continue to
leverage their strategic, financial, operational

and people-management capabil i t ies-peo-
ple management especially as it relates to the
ernpowerment of rheir most talenced employ-
ees. These leaders also wil l  value the power

of  cont inuous learn ing,  and they wi l l  be
rewarded by the significant time they spend
deepening their global networks and ensur-
ing the authent ic i ty  o f  the re la t ionsh ips
within these necworks. Furrhermore ' ,  rhey
will be distinguished by their ability to inte-
gratc ancl apgrly intcl lectual (cognit ive) and
emotional (behavioral) intelligence.

Ir inal lR thcsc lcadcrs wil l  cnsurc that suff i-
c ient  resources and t ime- inc lud ing the i r
own-are allocated for the development of
the next talent wave. Talent management,
wi th  leac lersh ip  development  as a  cr i t ica l
dimension, persists as a "burning platform"
issue in emerging rnarkets, as rvell as in the
United Srates. Ful ly talented leaders are in
danE;erously short supply. So while there are
specific lessons that might be taken from our
work at Rohm and Haas in developing world-
c l a s s  l e a d e r s  i n  t h e  e n d ,  i t  i s  a s
simple-albeit ers demanding-as creating a
robust leadership development model and
staying with it. ffil

Raiiv L. Gupta is former chairman and
CEO, Rohm and Haas Company.

Karol M. Wasylyshyn, Psy.D., is presi-
dent  o f  Leadersh ip  Development
Forum in Philadelphia, Pennsylvania.
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