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Working life is undergoing rapid change. Digitalization, continuous market volatility and increasingly 
complex organisational structures mean that the demands placed on leadership are fundamentally and 
rapidly changing. At the same time, we are seeing a clear move towards hybrid ways of working, a stronger 
focus on wellbeing, diversity and inclusion, and a growing awareness that employee retention and talent 
development are critical to organisational competitiveness. Demographic trends – and in some sectors a 
growing shortage of qualified labour – make it even more crucial to invest in leadership and organisational 
culture. 
 
For the HR function, this means navigating a complex reality shaped by technological change, new ways of 
working, a more diverse workforce, and rising expectations around flexibility and psychological safety. If 
leadership does not evolve in step with the external environment, organisations risk disengagement, high 
employee turnover, ineffective change processes and, 
ultimately, declining performance in both the short 
and the long term. 
 
That is why the targeted development of leadership 
competencies is more important than ever. However, 
development must be strategic – not merely course-
based, but structured, holistic and sustainable. This is 
where mentoring, time for reflection and a strong 
focus on everyday learning can play a significant role. 
This is precisely the message from KMP+ House of 
Mentoring: to create leadership development with 
lasting impact – not sporadic upskilling. 
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7 leadership competencies every leader should master  
We have identified the seven key competencies that HR must develop in leaders, based on current 
trends, trusted sources and our own experience with clients. As an HR professional, you should therefore 
focus on strengthening leaders’ ability to: 
 

1. Navigate change with strategic flexibility 
In a constantly changing business environment, leaders must be able to act proactively and make decisions 
despite uncertainty and conflicting information. Strategic flexibility is about prioritizing, adapting and seizing 
opportunities before they become critical. 
 
Why this matters: 
Organisations without flexible leaders experience slow decision-making, resistance to new initiatives and 
wasted resources. A lack of flexibility can, for example, delay the implementation of new digital systems and 
prevent necessary changes. 
 
How to get started quickly and effectively: 

• Create cross-organisational reflection forums where leaders discuss strategic scenarios and the 
consequences of decisions. 

• Use simulations to train fast and confident decision-making – individually and in teams. 
• Start with small cross-functional projects that build leaders’ adaptability. 

 
 

2. Create psychological safety through empathetic leadership 
Modern leadership is about relationships. Empathy and psychological safety create teams where employees 
feel confident taking initiative, experimenting and sharing ideas. 
 
Why this matters: 
Hybrid working and a strong focus on mental health require leaders who understand employees’ differing 
needs for support, challenge and security. A lack of empathy leads to low trust, stress and high employee 
turnover. 
 
How to make it practical: 

• Train leaders in active listening and appreciative feedback. 
• Introduce short reflection sessions where leaders discuss real leadership challenges in their teams. 
• Use employee feedback as an indicator of psychological safety and wellbeing. 

 
 
3. Strengthen collaboration and communication across generations 
Many workplaces now have five generations working side by side, each with different expectations and 
motivational drivers. Effective communication turns differences into collaboration and innovation. 
 
Why this matters: 
Without generational awareness, misunderstandings, conflict and loss of critical knowledge can arise, 
limiting performance and innovation. 
 
How to make it practical: 

• Support leaders and teams in mapping communication styles and preferences. 
• Create knowledge-sharing forums across generations, combining experience with new perspectives. 
• Run practical exercises where leaders explore how different generations and individuals are 

motivated and engaged. 
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4. Identify and develop talent systematically 
Talent development is about more than filling a leadership pipeline – it is about identifying potential, 
retaining key employees and strengthening motivation here and now. 
 
Why this matters: 
Organisations without a systematic approach to talent lose key employees, resulting in high recruitment 
costs and loss of critical knowledge. 
 
How HR can work with this: 

• Introduce structured talent review meetings within leadership teams and clarify what defines talent. 
• Help leaders provide talents with new challenges and opportunities to test and develop their 

capabilities in practice – even outside formal talent programmes. 
• Measure leaders on how effectively their talents progress in their careers, including across the 

organisation. 
 
 
5. Create a culture where learning happens continuously 
In a world of constant change, skills quickly become outdated. An agile learning culture means leaders 
actively stimulate curiosity and experimentation, embedding learning into daily work and turning it into 
action. 
 
Why this matters: 
Organisations without agile learning lose innovation and motivation and struggle to adapt to new external 
demands. 
 
How to get started: 

• Form triads of leaders across the organisation as learning partners. 
• Train leaders to create feedback loops that translate learning into practice. 
• Measure the impact of learning initiatives, for example through implemented ideas or improved 

performance. 
 
 

6. Turn diversity and inclusion into a competitive advantage 
Diversity is more than an HR initiative – it is a strategic advantage. Inclusive leaders ensure that all 
employees feel seen and heard and that their capabilities are actively utilized. This drives innovation, 
engagement and retention. 
 
Why this matters: 
Without inclusive leadership, silos emerge, wellbeing declines and fewer perspectives are brought into play, 
limiting organisational development. 
 
What you can do: 

• Train leaders to identify bias and make inclusive decisions. 
• Create concrete initiatives where diversity is actively leveraged in projects and teams. 
• Evaluate impact through engagement, wellbeing and diversity within projects. 
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7. Build political effectiveness through networks and strategic alliances 
Navigating, understanding and influencing internal power structures is not about manipulation, but about 
wisely navigating both formal and informal organisational systems. Leaders with strong political awareness 
build relationships, form alliances and understand decision-making processes, enabling them to influence 
direction and drive progress. This allows them to achieve both personal and organisational goals more 
effectively. 
 
Why this matters: 
Without political insight and influence, leaders risk losing impact, lacking support in critical decisions and 
facing unnecessary resistance that could have been addressed through relationships and mutual 
understanding. This weakens leadership effectiveness and creates barriers to change. 

 
How HR can work with this: 

• Train leaders to map stakeholders and understand both formal and informal decision pathways. 
• Establish learning journeys where leaders actively build and maintain networks across the 

organisation. 
• Support the development of strategic alliances through mentoring, knowledge sharing and practical 

cases on influence and collaboration. 
 
 

Leadership development anchored in goals and strategy 
HR’s role is to ensure that leadership development is firmly anchored in the organisation’s strategy and 
aligned with business objectives. 
 
Leadership development initiatives that stand alone risk becoming isolated efforts with limited value, low 
transparency and weak credibility. When development is instead aligned with concrete business needs, both 
relevance and the likelihood that leaders translate learning into action increase – delivering measurable 
results for the organisation. 
 
HR’s responsibilities include: 

• Defining clear KPIs for leadership development. 
• Ensuring programmes are supported by practice-based action learning projects directly linked to 

strategy. 
• Continuously evaluating impact to maintain focus and results. 

 
In this way, leadership development becomes not a cost, but a strategic investment that strengthens the 
business. 

 
Mentoring – the thread that brings it all together 
While the seven key competencies may appear as separate themes, one pattern runs throughout: complex 
leadership development requires reflection, shared experience and continuous support. Mentoring acts as 
the natural catalyst and: 
 

• Creates space for reflection and learning from real challenges. 
• Ensures leaders translate theory into practice and make better decisions. 
• Helps integrate strategic flexibility, empathy, cross-generational communication, talent 

development, agile learning and inclusion – while linking everyday efforts to overarching business 
goals. 
 

In short, mentoring is the infrastructure that brings all seven key competencies to life in the 
organisation, delivering measurable impact and long-term value. 
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Take the next step towards stronger leadership 
Do you want to ensure your leaders are equipped for future challenges – with tangible competencies and 
practical experience? 
 
At KMP+ House of Mentoring, we help organisations turn strategy into action through targeted mentoring 
and leadership development. We design tailored mentoring programmes that strengthen both leaders and 
organisations, build engagement and deliver measurable value. 
 
Contact us today to learn how we can help you implement mentoring as the common thread in your 
leadership development and take your leadership to the next level. 
 
 
 
Sources:  
https://rauli.cbs.dk/index.php/SiS/article/view/6083  - HR i det 21. århundrede: Udviklingstrends og nye roller, Samfundslederskab i 
Skandinavien Årg 35 Nr 5 (2020), særnummer 
 
https://nfa.dk/tvaergaaende-forskning/ledelse  - Ledelse 
Deloitte 2024 & 2025 Global Human Capital Trends 
 
Generationsanalysen – lederes trivsel og arbejdsliv 2025, Lederne  
Strategisk nytænkning og eksekvering i en ”VUCA-world”! – Danske Erhvervsakademier – EA Viden - 
https://www.eaviden.dk/project/strategisk-nytaenkning-og-eksekvering-i-en-vuca-world/ 
 

 
 

 
KMP+ House of Mentoring 
Kongevejen 155  
2830 Virum 
Denmark 
 
Phone: +45 39 76 12 32 
 
Email: info@kmpplus.com 
 
 

 

KMP+ House of Mentoring® is a Danish consulting company founded in 
2000, focused on strengthening leadership and talent development through 
professional mentoring programmes. We design and deliver innovative 
mentoring initiatives based on solid research and best practice, and we 
continuously expand our knowledge of how to ensure the greatest possible 
impact of development initiatives – both for participants and for the 
organization. Working in close partnership with our clients, we ensure that 
development activities are relevant and meaningful for both the individual 
participant and the organization and clearly aligned with strategic objectives. 
 
Learn more on  www.house-of-mentoring.com 
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