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Factors to consider during the CEO succession process

External factors

Geopoalitical forces
Macroeconomic climate

Company needs
- Current long-term strategy
+Industry-specific concerns

Candidate qualities

Appropriate leadership style
+ Internal vs. external matters
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What is the best way to manage
communication with candidates
who aren't selected?

As with many areas of this process, communication with candidates
who are not selected is key. The selection process for CEOs is
inherently competitive. Sometimes, the constellation of qualities that
are needed means an individual may be highly qualified but just not
a good fit for the CEQ role at the time. After all, boards want to see a

combination of qualities that can be hard to find in a single individual:

agility, resilience, team leadership, and vision.

But while communication and transparency are important for
everyone in the process, they are especially key for internal
candidates. Otherwise, internal applicants who are not selected
could see it as an indictment of their leadership or work quality. That
can result in talent loss by prompting high quality (if not quite ready -
yet) internal candidates to seek opportunities with other companies.

For those who are interested in CEO
positions, what are the best ways to be
competitive?

Many prospective candidates are starting to work extensively with
coaches and mentors who specialize in CEO-level roles. In addition,
sometimes serving on another company's board can provide
future candidates with a valuable perspective on the ties between
governance and succession planning.

Finally, especially for candidates, it can be important to remember
that CEO selection involves many parties with varying sway in

the decision-making process. For instance, in most cases the
outgoing CEO will have an influential voice in the selection of his or
her successor.® Sometimes even if a candidate seems otherwise
qualified, the individual is unlikely to be selected without a strong
vote of confidence from the current CEO. That vote matters even
more when you consider that retiring CEOs often stay on as
executive chair or in a similar capacity.

8 Ormonde Cragun, Anthony Nyberg, and Pat Wright. “CEO Succession: What We Know and Where to Go?" Journal of Organizational Effectiveness: People and Performance,

January 1, 2016.
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