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“The way you manage succession is likely to mirror the way you manage the rest of your company”  
Joseph Bower, 2009. 

 
We know organizations invest heavily in identifying and developing senior executive talent. We also know 
that organizations have questions about how to do this effectively. 
 
Business leaders want to know what is differentiating the performance of those organizations that are in fact 
getting the best results. Why are some companies doing well and others not so well? How does executive 
assessment and development contribute to the overall performance of the organization?  As such, we 
consider decisions about people assets with the same comprehensive effectiveness as strategic decisions 
about budgets, products and markets.   
 
There are key differentiators in our approach: 

 
1. Not a generic, ‘off-the-shelf’ approach. We have a proven track-record with analytics to support our 

model that is based on a solid theoretical framework. We have a researched, evidence-based and 
systematic process that compares apples to apples. One of the key challenges with generic assessment 
processes is they run the risk of oversimplifying what it takes to be a talented business leader in the 
context of a particular firm. In the end, most assessment models do not really provide company-
specific information nor targeted direction as to where particular individuals need to focus their 
continued development.  

 
2. Use of a Suitability Model-using a ‘whole-person’ approach. We go beyond industry best practice to 

provide a more effective approach to identifying and developing senior executive talent.  Generally 
speaking, high potential leaders will have a strong, proven track record of high performance in their 
current role. There are four distinguishing elements that allow them to rise and succeed in more 
critical or senior leadership roles. These elements are (a) knowledge, skills and experience (b) 
cognitive reasoning capability (c) values, motivation (engagement) and (d) personality or behavioral 
styles. Overall capability (not ability) is the most crucial attribute in determining a person’s chances of 
future success. Without significant decision information regarding all four of these assessment 
components (i.e. a uniquely balanced combination), future senior leaders may very well fail to excel in 
a more senior executive or global working role. 

 
3. Use of a Suitability Model-customizing role requirement. Our approach is designed in such a way as to 

optimize strategic talent against future risks. Therefore, we start with the end in mind, i.e. effective 
assessments start by identifying the key business challenges a client company wants to address. We see 
senior executive assessment as part of responsible corporate governance. We drive home that it is 
important to get as much information as possible when making decisions regarding executive talent. 
Putting the horse in front of the cart in other words. The CCM (Contextualised Competency Mapping) 
job analysis process is used for identifying relevant technical and behaviour competencies needed in 
key strategy-related roles designed to lead the firm’s future. When complimented with relevant 
assessment tools, this allows the linking of individual assessment results to the outcome requirements 
of key roles. 



 

 
4. Identification and qualification of levels of performance output needed that are enabled by specific 

cognitive and behaviour competencies.  This approach is based on a person’s capability (not ability) for 
managing increasing complexity and uncertainty, coupled with certain motivational and behavior 
styles.  Categorizations are not presented in terms of “entry level, intermediate or proficiency of 
generic competencies”, but are complexity level specific competencies, including derailers to 
successful performance. Many assessment and development approaches do not adequately prepare 
candidates for the type of challenges and accountabilities they will face. We use realistic job profiles 
and credible development plans that are validated. 
 

5. Application of a unique combination of knowledge, skills, experience (technical competencies) and 
attributes (behaviour competencies) to accurately identify and develop a person.  Often, the data used to 
inform client decisions as to who is or is not suitable, is not sufficiently detailed to provide focused and 
targeted development for a particular person. Instead, leadership development often includes 
standard training and activity recommendations that do not address a given person. With our 
approach, the focus is on what happens to people in the leadership pipeline to make sure the 
company is proactively getting them ready to take on roles that are one, two or even three levels 
above where they currently reside in the hierarchy. 

 
6. Importance of gauging a candidate’s natural capability as opposed to how much they prefer to do certain 

activities. The CPP (Cognitive Process Profile) is a simulation exercise that draws on people’s natural 
capacity to think logically and solve problems in novel situations, independent of likes, dislikes or 
previous knowledge on how to handle uncertain situations. It is not just content, but also context. 

 
7. Use of accurate predictors of potential.  The most common mistake that undermines succession 

assessment is the confusion between performance in a world of today and potential for success in 
more senior roles for a world of tomorrow. Most measures rely on subjective ratings of current 
performance, crystallized ability and/or preferences, rather than potential. Our tools deal with 
predictive learning potential. 

 
8. Support for the full succession and talent management process from selection to development. Instead of 

solving a future leadership issue by hiring a new leader or headhunting leading talent, we recommend 
our clients accurately assess and develop talent from within the organization. In other words, we 
suggest a more progressive and sustainable approach to identifying, grooming and developing high 
potential talent internally to fill critical or senior roles in the future rather than using an external quick 
fix. 

 
9. Use of objective, scientifically valid and legally defensible measures with no adverse impact. To link the 

process of attracting (selection), retaining and developing people, many organizations use non-
rigorous measures of what they need in their people resources. They often do not approach it with full 
fairness, rigor nor a focus on being able to legally defend decisions which is what our approach offers. 

 
10. Monitor and evaluate the selection process effectiveness. We support the assessment and 

recommendation process through a facilitated group intervention involving relevant stakeholders. 
This allows us and our clients to get feedback on the effectiveness of the assessment process which 
creates additional buy-in and identifies areas for improvement, refinement or better communication.  
Realistically speaking, we believe our clients should expect improvements, not miracles. When it 
comes to human behavior there is no such thing as perfection. Assessments do not provide 100% 
accuracy but are better than other available alternatives, such as subjective judgements based on past 
and current performance. 
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