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CEOs with Magnifying Glass and Telescope 
 
 

Are you a CEO?  It's you I wanted to talk to… 
 

 
 
 

 
 

Dr. Roberto Vola-Luhrs (*) 
Year 2011 

 
 
Do you keep hearing about the current shortage of talent? It's likely you yourself go on about this 
same idea, although I very much doubt you believe in it deep inside. Paradoxically, one thing is 
real: the voice of the market is saying “There's a lack of talent” but... (to cut a long story short): 
“What there's plenty of is talent”. 
   
Actually, I put forth the latter idea (about an abundance of talent, or a generalization of talent) in 
an article published by the newspaper “El cronista Comercial” in Buenos Aires in 2007, in contrast 
with the elitist, almost aristocratic view that “what's lacking is talent”, which has grown and grown 
within the corporate world to unsuspected, alarming, and even obnoxious or demeaning 
proportions.  Those who thought of themselves as talented used to harbor the illusion of becoming 
successful, famous, gaining recognition or joining the ranks of the newly rich. Up until Woody 
Allen's film “Match point”, when we learnt that talent lies below luck in the hierarchy of 
achievement.  
 
My goal is to aid your “luck” in finding the people whose help will guarantee your management 
success and enable you to leave your personal imprint for the years to come.  You will thus 
become a CEO equipped with magnifying glass and telescope.  But how? 
 
 
Firstly, the Magnifying Glass, to have a closer look at what surrounds you 
 
You surely receive reports from third parties about the people in your organization.  At least for a 
while, try to leave aside performance evaluations and confidential reports on profiles and 
competences. 
 

• Mark those positions you consider key in the organizational structure. 
− Identify the people who cover those positions. 

• Arrange one-to-one meetings in your office with each of these people. 
− Devote the necessary time to these meetings. 
− Do not let anything interrupt you.  You're not available for anyone else. 
− Make a note of any significant aspects. 
− Tell them about yourself. Get on a par with each of them.  
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− Identify where the interest of each collaborator lies: do they prefer highly technical tasks or 
are they cut out for leading people? 

• There are those who seek greater freedom; get to know who they are and what they would 
expect from the company.   

• Or there are those who choose a company that will ensure them a stable future, get to know 
them! (They tend to be highly loyal). 

• Individuals with remarkable “corporate creativity” may have landed up in routine-like 
information-checking jobs. 

• For a certain kind of people, service or dedication to a cause may be what allows them to lead 
a life in keeping with their personal values. Find out what opportunities there are for them to 
contribute to these causes within the company, if the organization shares a commitment to 
them.    

• There are those who need to feel the adrenaline of “pure challenge”; you may know about a 
new project they could join.   

• Finally, there are those who long for the “work-life balance”.  
• How compatible are each of these people with their current jobs in the organization? How 

does each one perceive the satisfaction (or lack of it) of working in their current position?  
 

Also remember to identify from within your “pool” those youngsters with a potential.  You are 
likely to find great talent to add to your first division team there.  If not now, may be in a few 
months' time.  Value your people! Value your organization!    
 
When Maslow discussed his theory of motivation and placed self-fulfiment at the top of the 
hierarchy of a person's needs, it was not necessary for him to even mention talent, as we all 
understood that people have greater commitment and devotion and give their best when they are 
doing a job that is well-suited to them.    
 
When people receive recognition for doing what they prefer to do, the right conditions are given 
for them to deploy all their talent in the organization they belong to.  CEOs must learn what the 
organization is doing for these people, not indirectly through anonymous surveys or reports biased 
by another person's opinion, but straight-forwardly as discussed above.  Learn to listen, make the 
space necessary for this to happen. Take the time to do it and you will achieve prestige and results 
throughout your time in management.       
 
Some people state that talent or the lack of it are inborn traits. These people adhere to the view that 
each of us is part of the “normal and arbitrary” distribution of gifts Nature has made, at one end of 
which it is worth having been born whereas at the opposite end it is not.  By listening to  your key 
collaborators you will begin to offer each of them differentiated attention. Thus you will obtain 
differentiated results from them.  Then, you will have become a talent developer for all of them! 
 
Allow me to infer that an individual who is committed to a goal is not willing to give up on it or be 
content with less.  An individual's greater or lesser degree of commitment is directly linked to the 
extent to which they are willing to be where they are; i.e.:  one commits oneself to what one wants 
or values, not to what provides satisfaction or prestige.  My fellow CEO: you have the invaluable 
opportunity to sow the seeds of commitment in your collaborators.  In other words, you  can sow 
talent in your organization.  
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In an organization, culture can go far beyond policies and Human Resources procedure handbooks. 
Culture is expressed by employees' attitudes, their feelings, the stories they tell about what has 
happened and what is happening in the company. Culture is the “chemistry” and the “vibes” that 
emanate from the working environment.  You are aware that the stronger a company culture, the 
more client- and market-oriented it is, the less need there is to impose formal tools such as 
organizational policy manuals and/or procedure standards.  
 
 
Secondly, the telescope, to bring closer what is far away.  
 
You are a CEO, there are many people wanting to speak to you.  There are a lot of people you are 
interested in who want to meet you. However, these encounters are normally left to chance or 
coincidence.  There are people you meet by chance whom you think might make a significant 
contribution to your organization.  In those circumstances, though, it is quite hard to express it. It 
would be like declaring your love to a total stranger.  No, it doesn't work that way.  
 

• Mark those positions you consider key in the organizational structure. Now you will look from 
inside out. 

• Identify the companies with similar functions, which have better practices or simply those 
competitors whose presence “hurts” the hardest. 

• Know who are the people who cover those positions in such companies. 
• Have a meeting arranged at a place which guarantees total confidentiality to the other person 

(Never at your office). 
• Do not seek contact in a direct manner.  Others can and must do this for you. 
• Devote the necessary time to these meetings.  Never show disappointment respect of the other 

person, even though you feel it. 
• Generate an environment of mutual trust. 
• Show your interest in getting to know this person.  You may not get the opportunity to meet 

them right away, and if so, you might get a chance in the medium or longer term. 
• Let them know you have the best references about them from the market. (Otherwise, you 

would not be talking to them…) 
• Ask them how they feel about their current workplace and what could motivate them to 

change companies. 
• Match the person's comments to the reality at your organization. 
• Make notes about any significant aspects and share them with the person before he or she 

leaves. 
• Picture this person at your company from a creative perspective, don't limit yourself to 

pigeon-holing them into your current company structure. There are people whose profiles in 
fact shape the structures of the organizations they work for.  You yourself may have been and 
probably still are one such case.     

• Project this candidate's development two or three years ahead. If they are not ripe for the 
change yet, let them ripen at the “tree” where they are now growing.  It is not convenient to 
transplant when it's not the right season. 

• Tell him or her about yourself.  Get on a par with them.  
• Thank them for their time and offer to reciprocate, in case he or she might need something 

from you in the future. 
• Adopt a “Farmer”, not a “Hunter” approach. 
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• Know how to maintain total confidentiality regarding these meetings. 
 
Selection processes to cover a position are stressful for both the selector and the individual hoping 
to get selected.  First meetings, such as those described above, should be conducted in a calm and 
relaxed environment for both parties.  You are surely acquainted with a headhunter who can 
provide support in making these meetings happen.  This headhunter has also changed roles and has 
now become a Farmer; share  your queries with him or her and you will get the response you are 
expecting. Remember that Headhunters are always looking out through their telescopes! 
 
(*) Dr. Roberto Vola-Luhrs has a Degree in Human Resources from the University of Buenos 
Aires and a PhD in Political Science. He is a co-founding partner of Voyer International and a 
Lecturer at different Latin American universities, as well a renowned conference speaker in his 
field of expertise. vola-luhrs@voyer.com.ar 
 
 


