
 

   The Journey Ahead 
Selecting Key Talent for Leadership 

 

It’s not uncommon in organizations to rapidly fill unpredicted vacancies by putting interim or 

‘acting’ personnel in leadership roles.  Often these people are selected from the criteria of 

longevity with the company, technical competency or they have been ‘super performers’ in the 

past.  Sadly, this type of vacancy fulfillment results in one or all of these negative impacts: 

 Other staff or managers depart due too non-appreciation and no acknowledgement of 

their qualifications, 

 Staff resentment and subsequent sabotage of the interim leader’s efforts, 

 Technical competency of the new leader does not include true listening skills, possibly 

leading to an autocratic style of management; and again, staff retention is decreased, 

 Or, the ‘super-performer’ drives their team to utter exhaustion with excessive overtime 

that impacts personal life quality; much less work quality is compromised. 

Certainly time is of the essence when a leader’s position becomes unexpectedly vacant; however, 

an evaluation should include a complete synopsis of each individual proposed to fill the position.  

Apart from experience or technical expertise, evaluate these additional emotional intelligence 

skills to select talent for leadership: 

 Are they currently an individual contributor and why would they accept a leadership 

position now?  You will want to assess whether career fulfillment is satisfying for them 

in their current contributor’s role.  Often super-performers are promoted without regard 

to how they can build relationships with peers and other departments. 

 What is the leadership style of this individual?  Do they practice participative 

management or situational leadership where needed?   

 Consider whether this person is approachable and good at listening to other’s concerns, 

especially if the staff is know for the quality of a collective work product. 

 Considered individuals should have a self awareness of their strengths and all areas for 

improvement.  This type of person should have a development plan for themselves, 

whether online courses, night classes, or a mentorship relationship to fill in for career 

advancement.   

 Consider how this individual balances time between personal and work life.  The 

balanced leader does not neglect self or their soon-to-be staff.  As always, there will be 

periods of urgency causing all to put in extra work hours; however, the balanced leader 

recognizes that this schedule cannot be the routine. 

 You will want a leader that knows when to celebrate successes and learn from mistakes. 

 The proposed candidates display independent thought processes demonstrating that they 

have outgrown the individual contributor role such as, the acts of motivation, 

spontaneous decision making, and long range visioning. 



 

 Conduct peer interviews to determine how this person has handled stressful situations in 

the past.  It will not help the company in times of adversity that they become paralyzed 

with anxiety and cannot take appropriate action. 

 Consummate leaders understand the power of their presence, staying visible as much as 

possible.  Their workers will stay motivated when they see their efforts directly supported 

by the leader.  Remember the effect Patrick Swayze had when he appeared on TV with 

the Stand Up to Cancer campaign, exhilarating.  

 And, you will want to engage with other department heads about how this person has 

demonstrated the ability to build trust with them.  Did this person deliver on their 

commitments, give enough notice when projects were in jeopardy, and acknowledge 

ownership when plans were derailed? 

 

The criteria above may seem exhaustive to conduct; but the company, and the proposed 

candidate, will be a successful match for each other.  Whether you are solely responsible for 

selecting the new leader, or one of a selection board, you know that achievement is not had by 

position or rank in an organization, but from the impact skillful leaders can have with people.  

Consequently, that impact can build and nurture commitment from other staff members, 

company partnerships, and outside affiliations where needed.   

 
When you need to select key talent for leadership, ask yourself:  

 

 How are you assessing the capabilities of the rising managers for flexibility and 

advancement in the coming future?  

 How will you identify those in every department that care about succession planning, not 

just the HR department?  How will you design forums to discuss how to handle interim 

leadership when it occurs? 

 In this time of the company’s culture, do you need to assess where key talent is most 

productive after a promotion?  Do you know which leaders have been successful and 

what were their complete qualifications before promotion? 

 How will you factor in mentoring and/or coaching into leadership development plans?  

How much time will you allocate for this part of the program?  

 What are the benefits you would receive from having an effective leadership 

development program?   Will the company benefit from a home-grown talent pool or take 

referrals from employees on their contacts? 

 How can you evaluate rising leader talent other than just the annual employee review?    
 

 

 “Great leaders are almost always great simplifiers, who can cut through argument, debate 

and doubt, to offer a solution everybody can understand.”     

 Colin Powell  
 

 

 

If this resonates with your current situation, we invite you to realize your success with us. 

http://www.brainyquote.com/quotes/authors/c/colin_powell.html

