
Leadership Development Curriculum 
Objective : To provide a base on which a foundation can be built in the directive of developing team members that 
are recognized to have leadership potential. This curriculum will be broad enough to be applicable to any team 
member for any leadership position; further, and more specific, development will be necessary that will be tailored 
to each individual, their path, and their strengths/weaknesses.  

1. Identification Criteria : Potential leaders should show certain characteristics as listed below. These 
characteristics are indicative of a team member who will succeed in a leadership role, when given the tools to 
succeed.  

• Positive Mentality and Attitude  

• Respect for rules and guidelines  

• Dedication to the store (Willingness to come in early, stay late, etc.)  

• Desire for more responsibility  

• High capacity for coaching and leading others to excellence  

• Consistency across all areas of employment (performance, attendance, work ethic)  

• High level of communication  

• Respectful treatment of the team and leadership  

• Displays a strength in critical thinking  

• Operational Excellence  

• Ability to lead from “the ladder,” ability to see the shift in its entirety and plan ahead for success  

• Commitment to progress (monthly focus, food safety, etc.)  

2. Foundation : The beginning of development should take place with an inventory of their personality traits, 
operational strengths/weaknesses, qualities of leadership they already portray and areas in which they can 
improve.  

• Strengths Finder assessment.  
• Self-assessment on what areas they excel in: leadership and operations. (How clearly do they  

see their own quality?)  
• Leadership quality assessment (see above list)  
• Discussion with leader to take inventory of their operational 

strengths/weaknesses.  
• Develop a plan and process that best fits their needs, including: 

coaching style (how do they react different styles of coaching), 
trackable goals, consistent checks with leadership regarding growth  



3. Leadership Development : The core of the development of our leaders is centered around their attitude and 
their leadership qualities, not particularly operational skill. A large portion of the development should be 
found in personal development, as operational growth will occur over time naturally.  

• Books: It is difficult to improve in every way when you are consistently working around the same 
people, the best way to circumvent this is to learn from those with different life experience.  

i. 7 Habits of Highly Effective People , Covey – Provides and improves a baseline of effectiveness.  
ii. EatMoreChicken, Cathy–ProvidesaninsightintotheworldthatisChick-fil-A.  
iii. Bet on Talent, Turner - How to create a “remarkable culture” that wins the hearts of  

customers.  
iv. Good to Great , Collins - Identifying the universal distinguishing characteristics of elite  

companies that achieved and sustained greatness.  
• Consistent conversation: The development of leadership skills is a process, taking specific  

situations into account and analyzing how they behave, react, or handle a situation. Afterwards, 
coaching them through the best response, as looking back at specific situations is an effective tool to 
show how it could have been handled optimally. This way, they can look back, see how it played out, 
and then see how they could’ve handled it better.  

• Exposure to different areas of the store and its leadership: The allowance of the developing leader to 
see each area of the store so that they have the opportunity to develop a more well-informed 
perspective of how the store operates is essential for complete and well-rounded growth.  

4. Operational Development : The expectation of a leader is that they should be able to hop into any area that is 
struggling and fix it. Operational talent is important, but not the focus. Operational talent also takes leading a 
shift and the operations of the store into account. 
• Operational speed – consistent coaching from the leader will eventually lead to operational excellence.  
• Leading a shift – Walk-through of the operations of leading a shift: opening/closing responsibilities, 

checklists, cleaning, labor, waste, line-ups.  
• Operational awareness – the ability to make changes and adjustments on the fly. When an area is 

struggling, recognizing it and being able to make the change that will fix the problem.  
• Lead from the Ladder – the capacity to be able to see where the shift may fail in the near future, and 

take action and plan to correct it. How well does this leader plan their shift so that there is nothing that 
will surprise them? Do they have a contingency plan? 

5. Sustained Development : As the individual reaches the expectations and has developed to the point of 
acquiring the leadership position, it is imperative that the development continues so that the team member 
continues to grow and develop. 
• Consistent meetings with leadership – As leaders progress, their superiors are expected to maintain the 

development dynamic between them as they continue to mentor and develop the team member.  
• Personal Development Plan: Create a written plan to improve personally and professionally. This will be 

an essential tool for the coaching conversations between developing leaders and their coach/mentor. 
The elements of personal development plan include: core skills to 
master, experience gaps to close, relationships to build, tasks to 
delegate, action items to complete, and key indicators of success.  

• Inventory of progress – An effective tool to ensure that progress is 
maintained is to take inventory of the progress that has been made, 
and what still needs to be improved. These conversations should be 
guided, not dominated by the leader. It is important that the team 
member is self-aware of ways that they can develop.  



• Observation of shifts – A hands-off observation of a shift that is being led by the team member is a 
great way to analyze their development: How do they interact with the team in their newly acquired 
leadership position? How aware are they of everything that is occurring on their shift, including labor 
monitoring? What is their leadership style and how can it be developed further, if necessary? 

6.  High-Level Development: The development for a higher-level position requires a further look into how the 
leader fits into the business, what role they can play, what value they can add into our store, and if that 
position fits the needs of the business. 

• The successful development of manager/director level leaders is utilizing their skills and focusing upon 
building a position around the leader, rather than placing them into a position that needs to be filled, 
especially if they are not well-equipped for that role.  

i. This requires a large amount of time and conversation with the operator/director team so that 
the leader is placed into the role that most benefits their growth and the store.  

ii. When a leader is placed into a role that they are passionate about, are prepared for, and well-
equipped for, their potential to maximize value in regards of time spent developing and benefit 
to the store increases dramatically.  

iii. How do we identify and also utilize their individual talents and gifts to ensure success? The 
operational ability, as the leader progresses up the ladder, becomes less of a focus. As their 
duties and role in the store increase, the value that they are adding shows itself in ways outside 
of operational quality.  

• As leaders progress up the ladder, one of the most important factors is their interactions with the 
team.  

i. The leader must be a respected member of the leadership team. If the leader does not have 
the respect of the rest of the team, their ability to be productive in their new position is 
hindered greatly.  

ii. The leader must, in turn, treat the entirety of the team with respect. As a member of the 
manager/director team, you represent our store to both guests and team members. Their 
interaction with the team must coincide with the image of a leader that we, as a store, want to 
represent. 


