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PROFITS

“What if’ we don’t change at all ...
and something magical just happens?”




The VUCA world

Volatile

Uncertain

Jobs change!

V U CA WO rl d Organisations

blur!

Complex

Ambiguous
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A new era of talent spotting

Era

Focus Physical IQ, experience Competencies Potential
Strength performance



Performance, readiness and potential determine career trajectory

Experience

Value creation

Skills and experience

Future
Can they...?

Readiness Potential
Competencies © Curiosity
|dentity ¢ Insight
Culture fit ® Engagement
Personality ¢ Determination

What if...? s

(2
Appointability

® Mastering complexity
® Orchestrating creativity
® Growing emotional commitment

® Anchoring in society



Potential

THERE'S NO HEAVIER BURDEN
THAN A 6REAT POTENTIAL!

“Anyone whostrives to lead from good to great would do well to

‘grow by delving into Claudio’s work, for he is a true master.”
—Jim Collins

g
Yourself with
the Best

Claudio Fernéndez-Aréoz

| B JuNezons

SPOTLIGHT

ARE INVESTORS

BAD FOR BUSINESS?
The C: st’s Dilemma
clayton! nd

How to Spot Talent

(Hint: Experience Is Overrated)




Elements of executive potential

Determination

Remains resilient in the face of
challenges and setbacks. Enacts self-
discipline and channels emotions to
persevere. Looks for disconfirming
evidence of conviction.

Curiosity

Seeks out new experiences, ideas, knowledge and self
improvement. Constantly refreshing oneself on an intellectual,
experiential and personal level. Proactively seeks feedback
and changes behaviour in response.

Engagement

Resonates with others emotions and motivations,
sharing a sense of purpose and caring. Self-aware
and genuinely connects with the hearts and minds of

others.

Insight

Makes sense of a vast range of information,
often discovering new insights that, when
applied, often transform past views or set
new directions (creates vision).






The In our survey of 402 CEOs, we learnt:

Untold StOFy « That they understand that what is required as a leader today
has changed dramatically.

« That many of them have not received sufficient training and
support to succeed—yparticularly when it comes to he human
side of leadership.

k& When you become the final decision maker,
everything changes.



About the CEO study?

Revenues
(USD)
More than 20 billion [ 1%
16-20 billion . 3%
11-15 billion - 4%
6-10 billion | NGz 3>
wsbiion N
Less than 1 billion ||| A 5

402

respondents

Location
of HQ

USA
Germany
India

UK
France
Brazil
Japan
Australia
Sweden
Switzerland
Singapore
Not stated
Other

29.9%
13.7%
11.0%
9.0%
8.2%
55%
47%
40%
3.5%
32%
2.2%
2.7%
2.4%

Last role

President/CEO of Business Unit/Division || [ N : -

Chief Executive Officer || [ AN o
Chief Operating Officer || [ A NEE o>
Ocher [N
Chief Financial Officer | 8%
Deputy CEO | 6%
Chief Marketing Officer . 2%
Head of Sales [ 2%
Head of Strategy [ 1%
Chief Human Resources Officer 0%
Chief Information Officer 0%

Chief Technology Officer 0%
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The importance of a “dual journey”

As CEQO, there is a tension (1]

between “being,” which means 79 /0 OUR VIEW

that the organisation feels your : :

presence, and “doing” the job, OfOCrhS'frfoEXf’C:t"r’:: da%raeted To be successful,

which is executing the they i t);wegcapacity = CEQOs must embark

operational requirements. transform themselves on what we call a
as well as their “dual journey” of

organisation

simultaneous

personal and

organisational
growth.

“ Being brutally honest and
truthful to myself to the
point it hurts. There are
times | have not been
able to do it and admitting
the same publicly has
helped.”




Honest feedback and the role
of the Board

For truly honest feedback, who do you turn to? OUR VIEW

Please select all that apply.

We believe that

i %
our sedies Sl% Boards must support
Trusted lieutenant 41% the CEO'’s personal
Partner or other 39% NG growth
Chairman 357 I through the leader's
5 entire tenure. Boards
I - - - :
Independent board 28% must improve their
Mentor (external or 25% Y connections with
A stunning '
You have to rely on 24% Y lack of CEOs; they have a
Other CEO/Group of  16% INENNNNNNNEN ~ COM™Munication fiduciary duty to
among important provide honest and

External consultant  15% [ ENENGININGGGN stakeholders.

constructive

Someone else  12% [INININIEG. feedback.




For more information on the report, read our EgonZehnder
full report and explore the data on our website:

Read the full Global Report Explore the Data on our Website

https://www.egonzehnder.com/TheCEO_GlobalReport2018.pdf https://www.egonzehnder.com/ceo-study-2018

The CEO

APersonal
Reflection

What does it really feel like to become a chief executive officer?

R/dﬂection A

ADAPTING TO
A COMPLEX WORLD
April 20’8




Backup
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What has helped you or is most helpful now?

Only

44% 28%,

of Chief Executives

e of our respondents agreed or strongly
s = said developing their agreed that they of internally selected CEOs
d said that e
e veC 8ald Tha senior leadership need the capacity to  said they felt fully prepared
their appointment team was more or transform themselves for the job, vs. 38%
was not part of a much more difficult il their
planned and formal than anticipated organisation :
succession process Pr c[))fessé;(')nal
onboarding.

£ More time explaining/
ShOV‘,””Q Whalt a CEO L This job demands more patience
role is like. It is not an than what | expected ... | think
operational role. one has to go through a maturity
cycle. And | suppose you can'’t
teach this.

€L Having an outside coach 1
helping to identify when
you are ‘being’ and
‘doing’ the job has been
extremely helpful.



