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The Leadership Competenc ies Development Guide supports the development of our 

leaders at all levels to maximise their effectiveness and impact.  

 

The guide gives practical tools and insights to develop the leadership competenc ies 

necessary to realis e our ambitious business agenda on the short and longer term. 

These competenc ies identify three key roles  expect ed from our leaders : Shaping the 

Future, Developing and Inspiring People and Driving High Performance.   

 

 

 

 

 

 

 

 

We have built  the guide upon our Heineken 70/20/10 Learning Philosophy that 

fosters continuous and pervasive learning on a daily basis :  

u 70% from real life and on the job experiences, tasks and problem solving.  

u 20% from feedback an d from observing and working with  role models.  

u 10% from formal  classroom training.  

 

  

 

 

 

 

 

 

 

 

We hope that this guide will inspire you to further develop  your leadership 

competenc ies with practical and high -impact ideas and tools.  

 

Heineken ² People and Organisation Development (POD), 2010 
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On-the-job experiences  
 

u Stimulate your right side of the brain, creativity and ¯out of the box°-thinking. Create a visioning 

process that has at least one intuitive phase or tool and make yourself look at it from an 

¯entirely different perspective°. Use alternative strategy development processes like ¯future 

search° and ¯appreciative inquiry° besides the rational processes to translate the vision into 

effective strategy.  

u Carefully observe someone who you consider visionary. W̄hat does that person (not) do and why 

is that effective? How can I relate this to my own personality and under what circumstances will 

it be effective for me? ° 

u Take time to think about the extent to which you feel that you are connected to your 

organisati on's vision. Are you sure how your job relates to it? Are there some areas where you 

are lacking in understanding? If so, try and get more information, so that you can talk 

confidently about it.  

u Translate the overall Heineken vision into a vision for your own department/function. Discuss this 

translation with stakeholders.  

u Widen your perspective. Being strategic and developing a vision means  having a broad 

perspective. In addition to knowing one thing well, it requires that you know about a lot of 

things somewhat. You need to understand business, markets, and how the world operates. Put 

all these perspectives together and figure out what it means for your organization.  

u Make a presentation for the department on your personal vision for the next several years  

(including next year) based on trends and developments in the sector/industry. You might use 

the framework of the SWOT -analysis (strengths, weaknesses, opportunities and threats) as a 

template for the presentation.  

u It is easier to talk about a vision if you have a very clear picture in your mind as to what the 

desired future state looks like. Once the vision has been achieved, what will be different from 

the current situation? For example: what will the workplace look like? How will people be 

working? What will the atmosphere be like? Start the process of visioning with the team 

(department). Organise the process by having a dedicated start -up workshop with all team 

members.  

u Observe the competitors. Analyse the strategic process and vision of competitors a nd relate this 

to the process and content of visioning for your own department. What are the differences in 

the visioning processes? How do these relate to differences in the outcome?  

u Don't wait on senior management to produce a higher -level vision before  you take action. Change 

can occur anywhere within an organisation, so think about your area and what it is you are 

trying to achieve. Your vision and subsequent strategy can always be adapted at a later stage if 

necessary. 

 

Definition  

Explore the unknown, envision and communicate long -term scenarios and their consequences in a 

high-impact way while driving the action to create the desired future.  

Leadership  |  Visioning 

Adapt  new  
task-related  
approaches  

Stretch 
assignments  

Avoid  
unhelpful  
behaviour  


