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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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