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for some executive positions, and plans are to complete them for all executive and
director-level jobs.

In addition to successors, management identifies high-potential individuals during
the succession process. This is also done using a bottom-up approach. Managers iden-
tify individuals within their organization whom they judge to have the potential to take
on expanded roles. This list is validated or modified as it is reviewed by managers up
the chain. '

“Potential” addresses the aptitude to perform work at the next leadership level,
Managers rate the promotability of all leaders at the manager-of-manager level and
above using the following categories:

#  Promotable: able to make the turn to the next leadership level within two or three
years, These individuals are high-potential,

#  Growih: able to do additional work, run other functions, or manage a broader
organization at the same leadership level.

& Well placed: having neither turn nor growth promotability.

The performance standards are the basis for making the judgment on
promotability.

Below the manager-of-manager level, leaders list their high-potential individuals,
rather than rating the promotability of everyone in their organizations. This is done
due to large numbers. The following definition is used to assist managers in identify-
ing high-potential individuals:

®  Sustained high performance. High-potential individuals have demonstrated sus-
tained high performance over time.

g Foundation skills. High-potential individuals possess a set of skills that allows
them to grow quickly and adapt to different situations, These include drive/
ambition, strong interpersonal skills, presence, ability to learn and apply new
skills quickly, strong political/organizational skills, ability to adapt to change, and
resilience,

s Ability to perform future leadership roles. High-potential individuals demonstrate
the aptitude to perform the performance standards at the next level of leadership.

Assessment of the Talent

In this step, successors and high-potential individuals are assessed by the external
industrial psychology firm using the process previously discussed. All successors and
high-potential individuals are not assessed in a single year. Rather, assessment data is
built over time, refreshing the assessment information as needed. Everyone who
is being reviewed by one of the executive talent review teams (described below) is
assessed. Others are assessed on an as-needed basis.



