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Leadership Selection and Development

The selection and development of executive such as chief executive officers and presidents can be challenging highlighting the need to integrate I/O in tis important practice. Taking into account the abilities, skills and knowledge of the potential executives solely rest of the I/O specialist and the HR manager. The value of I/O psychologists to the selection of leaders is essential to the overall success of the firm and the continued success. The selection of executives requires the understanding of the psychological trait organizations should look for. Notably, the identification of the appropriate assessments that provide insights into the talents within the organization capable of delivering value as leaders is necessary. I/O psychologists therefore must understand the benefit of integrating best practices and assessments techniques capable of identifying potential leaders within the organization. Two of the assessments that may be useful in managerial selection include 360-degree assessments and DiSC assessment.

The applicability of the assessment methods is an area that would be critical to the Human Resources manager to understand. First, assessments used in managerial selection have to align with the strategic objectives of the organization and show that the employees selected to leadership positions would advance the goals of the firm. The 360-degree assessment of instance I valuable as in managerial selection s it provides insights into how an employee is performing from their peers (Groth-Marnat, 2009). It is through the 360-degree assessment that understanding the strengths and weakness of the employee as a leader are uncovered. For instance, the findings of the supervisors may highlight the leadership competency of the employee in question while the views of their coworkers highlights their ability to build and sustain relationships all of which ae essential to successful leadership. On the other hand, DiSC assessment is useful in evaluating the personality behaviors of an individual on four categories that are dominance, influence, steadiness and conscientiousness (Groth-Marnat, 2009). These behaviors are critical in determining the effective leadership potential therefore informing the best candidate suitable for the leadership position. The personality profile provide by this assessment is essential in identifying how suitable an employee is to the various leadership positions within the organization.
There are various recommendations that can be made to the HR manager to inform their succession planning strategies within the firm. First, adopting regular 360-degree assessments within the organization can be essential to providing insights into the performance of employees and those who have the competencies necessary to lead the organization (Aamodt, 2012). After conducting the 360-degree assessments the next step involves selecting the employees o fit the leadership profile the organization seeks and providing them with targeted leadership training. The DiSC assessment should also be integrated during the selection and recruitment of the employees to narrow down on those who have the desired personality traits that would lead to effective leadership. Another recommendation for the HR manager is that he or she must communicate the value of the assessments to the employees within the organization. 
The application of the assessment does not require specific academic qualification or credentialing in the administration. However, there is a need to adhere to ethical guidelines in the field of psychology. First there is a need to ensure that there is informed consent before the application of these assessments within the organizational environment. Another ethical requirement that must be met is the maintenance of confidentiality and protection of privacy of the data collected. However, a qualified and certified clinician in I/0 must be involved in the administrating and interpreting the results of the assessments. The assessment methods must be carried out according to ethical and legal standards that must be adhered to. 
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