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Developing Talent from Within

—— 10 Tactics That Actually Build Capability ——
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11 DEVELOPMENTAL CHALLENGES

1. Success and failure are both possible and will be obvious to others.

Outcomes matter. There is a real chance of failure, and others will
know the results.
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Requires aggressive individual, “take-charge” leadership.
Involves creating a vision, managing expectations, and being
personally accountable.

. Involves working with new people, a lot of people, or both.

Includes exposure to unfamiliar groups, such as different functions,
cultures, or stakeholders.

. Creates additional personal pressure.

High stakes, tight deadlines, visibility, and significant responsibility
increase tension.

. Requires influencing people, activities, and factors over which the

manager has no direct authority or control.

Requires the ability to gain buy-in and drive outcomes through
persuasion, credibility, and relationships rather than formal
positional power.

. Involves high variety.

Ambiguity, change, conflicting demands, and managing multiple
issues simultaneously.

. Will be closely watched by people whose opinions count.

Visibility to bosses, senior leaders, or external stakeholders.

. Requires building a team, starting something from scratch, or

fixing or turning around a team or an operation or project in trouble.
Includes starting something new, turning around performance,
or restructuring.

. Has a major strategic component and is intellectually challenging.

Requires thinking beyond the immediate task, often in ambiguous
or unclear conditions.

Involves interacting with an especially good or bad boss.
Learning comes from observing leadership behavior, both
effective and ineffective.

. Something important is missing.

The assignment lacks something critical, such as information,
authority, resources, or clarity. The leader must identify and
compensate for it.

Source: Lombardo, M. M., & Eichinger, R. W. (1989). Eighty-eight assignments for development in place:
Enhancing the developmental challenge of existing jobs (Report No. 136). Center for Creative Leadership.




