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Hewitt Associates, How the Top 20 Companies Grow Great Leaders, 2005 (http://was4.hewitt.com/hewitt/resource/rptspubs/subrptspubs/top_companies_2005.htm).
Reported in Wharton Leadership Digest. (July, 2005). 9(10) http://leadership.wharton.upenn.edu/digest/index.shtml
IMPLICATIONS FOR COOPERATIVE EXTENSION.  Like any large organization, Cooperative Extension needs to build leadership in its own ranks.  The following lessons learned from large corporations make a lot of sense for Extension.
Some organizations work with the leaders that they have, while others take who they have and develop them further.  To learn how the latter do it, Hewitt Associates, a human-resource consulting firm, conducts a bi-annual survey of how companies build leadership and which do it best.
In its recently completed 2005 study, Hewitt surveyed 373 human resource executives of U.S. companies, asking about the practices that their companies followed in building their leadership.  Hewitt also constituted a separate panel of experts to identify the twenty best companies for leadership development.  The top twenty are: 

	3M
	Capital One Financial

	General Electric
	Pitney Bowes Inc.

	Johnson & Johnson
	Pfizer Inc.

	Dell Inc.
	FedEx Corporation

	Liz Claiborne, Inc. 
	Washington Group Int.

	IBM
	Home Depot, Inc

	Procter & Gamble
	Avery Dennison Corp.

	General Mills, Inc.
	Sonoco Products Co.

	Medtronic, Inc. 
	Colgate-Palmolive

	American Express
	Whirlpool Corp.


Hewitt found that the top 20 companies differed from the other firms in several key practices:
1. The chief executive and board directors are more actively involved in leadership development initiatives. 
Of the top 20 companies, 100% of the CEOs are engaged, but of the other firms, 65%.
2. High-potential managers are more often identified, paid more, given greater development, and brought into more frequent contact with top executives.
Of the top 20, 95% identify high potential managers, but of the others, 77%.
3. Leadership development programs are more closely tied to compensation.
Of the top 20, 65% link explicitly leadership capacities to long-term incentive pay, but of others, 23%.
4.
Company executives are held more accountable for leadership development programs.
Of the top 20, 80% hold management responsible for developing high-potential managers, but of others, 35%.
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The study also found a correlation between aspects of the companies' leadership development programs and their financial performance.  Better-performing companies were more likely to:
· hold top management responsible for leadership development;

· use specific metrics to evaluate the effectiveness of their leadership programs;

· offer greater rewards to managers with high potential for future leadership;
· have executives and directors directly involved in leadership development programs.
(continued on reverse)


