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LEADERSHIP RESUME CRITIQUE AND CHECKLIST 
(For those candidate in leadership roles only) 

 

You may agree, for Leadership Executives your core offering to businesses is firstly your talent for People Leadership followed by 

your ‘Strategic Expertise in Growing Businesses’ followed lastly with your Specialist Skills e.g. specialist finance skills if you’re a 

CFO or specialist technology Skills if you’re a CIO.  

 

Many people claim we’re in the toughest leadership market in one hundred years. Apparently there are in excess of two to three 

hundred candidates on average applying for most senior roles all claiming to have outstanding leadership, usually the core 

requirement of the job. Many of your competing candidates have managed larger teams, had greater responsibilities; they may 

have come from better known organizations with bigger budgets and more aggressive growth plans and thus have more notable 

achievements to speak of. Many will have MBAs and already be from the same industry in which the job is you’re competing for. 

Some are likely to be facing bankruptcy if they don’t secure a role fast. In short your competition is savage leaving you with little 

room for error. It’s no longer the ‘War for Talent’; it’s now the ‘War for Jobs’. Four core observations of many candidates in this 

market are: 

 

One of the issues facing most candidates is that they don’t interview other competing candidates and so usually have no real 

understanding of the quality of their competition.  

 

Most candidates spend all their time interviews telling the interviewer why they’re the same as every other candidate. 

 

If you’re not securing interviews with recruiters it’s usually something you’re doing or not doing which is convincing recruiters 

you’re not one of their most saleable candidates. If they ignore you, take this as a criticism of how you’re not communicating 

value. Not always the case, but often the case. 

 

If you’re not securing offers from employers  it’s usually something you’re doing or not doing which is convincing the employer 

(whilst you can do the job) you don’t bring any unique value.  

 

An industry analyst recently commented, for every hundred candidates on the market there are only one to two jobs being 

offered. If a CXO is unemployed for say one to three years whilst they wait for an economic recovery they may no longer be 

employable in the same role when the economy recovers. Many CXOs unfortunately may be forced prematurely into retirement 

as Boards are less likely to employ CXOs who have been on a sabbatical, working in other possibly more junior roles or who may 

have been running their own small business waiting for the economic storm to pass and thus now have apparently little up to 

date experience. A question asked of you may very well be, “If you’re a quality candidate why have you been unemployed for so 

long?”, or if you’ve been consulting, “Are you seeking this role because consulting has been a failure for you?”….. 

 

It’s essential in securing 

Leadership Positions that 

you ‘sell’ your Leadership. 

We encourage candidates to 

incorporate their leadership 

story in their resumes, 

marketing documents and 

interviews.  

 

 

We caution candidates in 

using traditional writers. 

Most traditional writers have little experience in generating interviews for candidates especially at the leadership level. They 

tend to regurgitate basic ideas that simply are not effective in a post GFC economy. 

 

Candidates Up choose to sponsor are required to provide an acceptable resume 

before their membership is confirmed. Members can rewrite their own resumes 

themselves (we can give you some guidance on this), use their own writers or if 

they don’t know of any of suitably experienced writers, they can request to be put 

in contact with writers that have been recommended to us and we quality assure. 
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The table below outlines some ways in which you may not currently be adequately communicating your Unique Value as it 

relates to: 

 

♠ Leadership 

♠ Knowledge of Growing Businesses (Strategy) 

♠ Return on Investment (ROI) 

 

Not all of the points listed will apply to every candidate. This is a brief checklist only.  

Note; it’s not only Recruiters who will be reviewing your resume. The Board will be as well. They’ll be more reluctant to hand 

over the keys for a Division or Group to someone who hasn’t detailed the points in the Resume Critique and Checklist below. 

 

Sales Pitches and Leadership Stories 
 

Imagine giving a good product to a Salesperson to sell; if they don’t have a ‘sales pitch’ to communicate the unique value of 

their product, it probably won’t sell as fast as it possibly could. The same thing goes for selling ‘Leadership Candidates’. If they 

don’t have a ‘sales pitch’, what Up call a ‘Leadership Story’ to communicate your leadership they probably won’t sell as fast as 

they should either.  

 

Its disappointing that most executives only way of selling their Leadership is to say words to effect “I motivate…I am a great 

strategist…I get results…People follow me…” or some other highly subjective and vague proclamation. These proclamations 

are commonly stated attributes of leaders only. You don’t have to be a leader to have attributes.  

 

Sales people may know how to get results but they’re not necessarily leaders. Analysts are great Strategists but they’re not 

usually leaders. Leaders by definition take teams and businesses on a journey from A to B. This is their ‘Leadership Journey’ 

(the proof of their leadership) communicated via a ‘Leadership Story’ which should be detailed in a Leadership Resume 

placing it front of mind to then be easily recollected and used as a ‘core’ sales pitch as required in interviewing. 

 

A Leadership Story is the simplest, most credible and powerful way of selling Leadership. It communicates the journey on 

which a candidate has taken previous businesses as their leader, giving an indication of their capacity to lead the business unit 

with which they’re interviewing.  For example a Chairman interviewing a CEO is thinking, “I need strong Leadership in my next 

CEO, why is this candidate a leader? How is their leadership unique?” Its best this is already pre-emptively communicated in 

the candidate’s Leadership Resume. As they say “Many battles are won in the planning”. 

 

Candidates should include their Leadership Stories in their resume enabling them to more powerfully differentiate their 

leadership, their Knowledge of Growing Businesses and their ROI. Think of a resume as a product manual which trains the 

candidate (the salesperson) in how to differentiate themselves (their product).  

 

The below table represents approximately 10% of the strategies Up request candidates incorporate into their marketing 

documents and interviews.  
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Resume Critique and Checklist 
 

In reviewing your current resume: 
 

 

Functions/ 

Positions  

Seeking 

 

 

Are there any reasons why you haven’t detailed the functions in which you’re seeking to work e.g. Finance, 

Operations, Technology, or Strategy etc? You may agree for example that many CFOs are also COOs. Most 

recruiters don’t have an hour to analyze your resume to determine this. They will often presume you’re just 

the same as your last title, a problem if your last title is not an indication of the spread of functions in which 

you’re seeking to work. How many GMs are open to Operations Leadership positions but miss out because the 

recruiter mistakenly thought they were not also interested in Chief Operations Officer roles? 

 

 

Seniority  

of Roles  

Seeking 

 

 

Is there any reason why you haven’t detailed the seniority of roles you’re seeking? Are you seeking a GM level 

role or Board position? What is the range of seniority of roles you’re seeking? If you’re seeking  a General 

Management role, then putting “Seeking a GM Role” in your resume may result in the recruiter discounting 

you for a Group or Executive General Management role you may also be open to rather than only a Divisional 

General Management role. 

 

 

Quality of  

Employers 

 

 

Is there any reason why you haven’t detailed the quality of the previous employers you’ve been involved 

with? This can largely indicate the quality of experience you’ve captured. Great companies quite often hire 

great people that they give great experience to; experience that other employers want to cash-in on. If you’re 

going up against candidates from well-known companies and you’re from a little known organization, 

educating the reader on the quality of your previous employers is an absolute must. 

 

 

Endorsements 

 

Why haven’t you detailed endorsements or recommendations you or your teams have received; or even your 

awards? CXOs like to hire candidates that are well thought of by others. Is there a reason you haven’t 

highlighted your highest profile endorsement at the top of your resume, so it’s one of the first selling points 

someone sees? 

 

 

Claim to  

Fame 

 

Why haven’t you detailed your highest profile single career defining achievement at the top of your resume?  

This we call your ‘Claim to Fame’.  

 

 

Unique  

Value  

Proposition 

 

Is there any reason why you haven’t detailed your Unique Value Proposition to business (UVP - what makes 

you unique and saleable) on your resume’s front page? Most candidates insert on their resume’s front page 

‘Career Objectives’ etc. Many candidates fail to appreciate that most recruiters don’t care about what you 

want out of your career. They’re not Executive Agents. Many only care about your Unique Value or rather 

assuming you can do the job, “What makes you more saleable to their client when compared to any other 

candidate?” Generally they have one question on their mind, “Are you making me money or costing me 

money?” What’s your ‘X’ factor; your ‘Wow’ factor or the reason you’re truly different to other candidates. 

Candidates especially at the senior level need a ‘sexy’ opening introduction. Boring and vague intro’s will only 

do you damage turning people off before they even get to the second page. 

 

 

Sample  

Career  

Highlights 

 

 

This is a bullet pointed sample list of your better Career Achievements, not just your highest profile single 

achievement (as mentioned above). Is there any reason why you haven’t detailed your career highlights tying 

where possible your achievements back to the top or bottom line? For example don’t say “Developed new 

distribution channels…”; this is vague and lacks any credibility; be specific. For example. “Catapulted 

distribution by in excess of 1M units resulting in uplift in revenue of 50% from $50M to $75M in part through 

bringing on 4 Distribution Partners in Asia”. Did you increase profits, cut overheads, uplift ROI, shot-put 

EBITDA, capture a greater share of the market, or more ‘share of wallet’, slash overheads or reduce customer 

attrition? If so, by what amount, percentage and over what time-frame? 
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Employment  

Chronology 

 

 

Is there any reason why you haven’t detailed in your Employment Chronology your exact month and year of 

employment? Ensure you include months otherwise recruiters will presume you’re being misleading by hiding 

unemployment or tenures that ended badly. Most recruiters have had candidates play every trick in the book. 

Many are very sceptical. Detail your Official Title and Unofficial Title, your Employer’s name, it’s Parent Group 

if a subsidiary, the industry they operate in etc. Many employers sit across many industries not just one.  

 

 

Scope of  

Industry  

Experience 

 

 

Listing industries your previous employers competed in may help you jump industries easier. Is there any 

reason why you haven’t detailed the industries you’ve worked across? Don’t expect a recruiter to analyse your 

resume to work this out. If they’re looking for Transport experience but this isn’t sticking out they may 

presume you don’t have it. You need to facilitate the sale of yourself as a product. Making the sales process as 

simple as possible and idiot proof. 

 

 

Scope of  

Functional  

Experience 

 

 

Is there any reason why you haven’t detailed your ‘Scope of Functional Experience’? Have you done Strategic 

Planning, General Management, Financial Management, Sales and Marketing? If you’re familiar with Sales and 

Marketing insert it as an ‘Experience’; you don’t necessarily have had to have been the Head of Sales and 

Marketing. Not mentioning this is even worse, it communicates that you don’t have knowledge of this 

function at all which may not be entirely true. 

 

 

Renaming  

Titles  & 

(Unofficial 

Titles) 

 

 

Is there any reason why you haven’t detailed your previous roles correctly? If you’re official title is GM but 

most of your time you’re acting as the CEO, than you’re an ‘Acting CEO’ as well. People interview you to 

understand your responsibilities and experience more so than what your title was or is. If you’re the Chief 

Financial Officer but you also head up Operations, you’re the CFO/COO. If you’re an IT Manager but you’re the 

most senior technology person in the business, you report directly into the CEO, you oversee technology and 

strategy; the chances are you’re actually the CIO not the IT Manager. Quit misleading the market. As long as 

you can justify this change of title to the interviewer it’s fine. You are what you do not necessarily what your 

job title says. 

 

 

Leadership  

Journey 

 

 

Is there any reason why you haven’t detailed the actual journeys you’ve taken previous businesses on as 

testament to your leadership; answering the question probably on the Boards mind which is, “If we give you 

the keys to our business what direction will you take the business on, what journey will you take the team on, 

and to what destination?” IMPORTANT – View www.upsonar.com/crashcourse . 

 

 

Who hired  

You? 

 

 

Is there any reason why you haven’t detailed who hired you previously by name and title? For example most 

CEO’s who look to hire a CFO are wondering what other notable CEOs hired or invested in them. Ever bought 

an expensive product and asked the sales person before buying it, “Who else has bought this product? Why 

did they buy it? What did they chose this product instead of others? What use did they get out of it?” 

Introduce the person who hired you. If they have a bad reputation remove their name but mention their title. 

 

 

Commonality  

of Issues & 

Obstacles 

 

 

Is there any reason why you haven’t detailed the top three to five issues and obstacles your previous 

employers were facing at the time they hired you? Don’t you think the Board interviewing you would like to 

know how similar the issues and problems you helped other Boards solve, are to those they’re also facing? 

This will emphasise relevance of experience. The trick here is that most employers are really facing similar 

issues and obstacles. Including this information in your resume then stores it front of mind so you can use it as 

a weapon in in an interview.  

 



6 

 

Copyright©2011.UpSONAR Ltd. All Rights Reserved.www.upsonar.com 

 

 

Why you  

were hired 

 

 

Is there any reason why you haven’t detailed why other people hired you instead of other candidates? You 

may agree if you’re a CEO looking for a CFO and you have five exceptional shortlisted candidates, the obvious 

question you’d have on your mind, is “What’s so unique about you that if we don’t hire you this business would 

regret it?” This question probably won’t be asked in this way but make no mistake it is the question you need 

to answer.  Most questions unanswered become objections. Candidates need to hunt objections down in 

interviews and kill them otherwise they may kill an opportunity for you. 

 

 

Mandates 

 

 

Is there any reason why you haven’t detailed your previous mandates? Mandates are different to 

responsibilities, they’re also broader. Don’t you think the Chairman or CEO interviewing you is wondering how 

similar your previous mandates are to the mandate they may be giving you? The trick here is most mandates 

for most CXOs are very similar across most companies. Mention these in interviews to highlight ‘fit’. 

 

 

Business  

Growth 

 

 

Is there any reason why you haven’t detailed how you ‘Grew Businesses’. Most candidates fail to demystify 

how they grow businesses. The reason we point this out is most senior executives have been driving profit and 

growth for so long it is just something they do and not think about. This is no excuse for not communicating 

your ‘Knowledge of Growing Businesses’ to interviewers. In the Leadership Story in your resume you need to 

communicate your Unique Knowledge of Growing Businesses. Interviewers need to ‘get’, not just hear ‘why’ 

you’re a ‘catalyst to growth’. How many interviews or offers have you lost because you didn’t adequately 

describe how you have grown businesses previously in your resume? As you may know there’s only four core 

ways of growing businesses. Do you explain your intimate knowledge of these by giving short case examples 

that cover: 

 

♠ Increasing the acquisition of customers by M&A or organic growth, 

♠ Increasing margins by slashing costs or  for example increasing the quality of output to justify a higher 

price, 

♠ Increasing repeat purchases from existing customers, and lastly 

♠ Reducing the loss of customers to natural attrition or competitors. 

 

 

Legacy 

 

 

Is there any reason why you haven’t detailed in what ‘condition’ you left previous businesses? If you were 

interviewing for a right hand man, say a CFO, wouldn’t you be wondering in what ‘state’ this candidate left 

other businesses? Did they bail out when things got tough? Did they achieve their mandate? Did they leave 

the business a lot better off than when they first started? Did they remove the obstacles to growth that the 

business was grappling with at the time they hired him? …or did they only leave behind a trail of destruction? 

What are your legacies? 

 

 

Personal  

Values 

 

 

Is there any reason why you haven’t detailed your Personal Values? Not just a generalist view of your personal 

values but rather how your personal values have actually added positively to your previous employer’s 

development and growth. How leaders, such as you, instil their personal values into company cultures, 

understanding culture development can make or break companies. How do you portray your personal values 

as a fit/development/extension of the board’s and companies current culture? Mentioning your Personal 

Values and taking care in expressing how you have instilled them in cultures in your resume will emphasise 

that, as a leader, you can define, evolve and establish winning cultures based on winning values. Not 

mentioning these will communicate you really may have little knowledge of cultural dynamics and 

transformations. 

 

 

Personal  

Strengths 

 

 

Is there any reason why you haven’t detailed your Personal Strengths? These may overlap to some extent with 

your Scope of Functional Experience, but why not add this section to further emphasise your value? It’s 

another sales touch point and something further to discuss in interviews. 
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Keyword  

Searches 

 

 

Many employers due to the sheer volume of resumes they receive use key-word search programs which 

search for specific criteria. So how do you exploit their system search protocols to be ‘found’ much easier. 

How do we do this without appearing to be overly repetitious in our wording or obvious? There is a very 

effective solution to this. Unfortunately this solution is for Members only that have a Leadership Resume 

compiled by UpBestPracticeResumes™. 

 

 

Pictures  

and 

Photos 

 

Simply, don’t use these. If an interviewer looks at your photo and thinks you look ‘uptight’, ‘too conservative’ 

or ‘like someone they just sacked’, this may result in them making a biased judgement of your personality and 

thus your cultural fit even before you get the chance to have a conversation with them. Unless you’ve 

overseen major infrastructure projects for example where only a picture can adequately describe the 

magnitude, don’t use pictures. A picture of a factory to communicate you work in manufacturing isn’t 

necessary. 

 

 

Optimal  

Interviews 

 

How many interviews has your current ‘professionally’ written resume not captured for you? How many offers 

have you not received because the Board felt your Leadership, Knowledge of Growing Businesses and your ROI 

was unclear?   

 

It’s rare the best candidate that gets the best job,  

but more often the most strategic, those who are best at selling themselves. 

 

 

Some further thoughts to consider in compiling a Leadership Resume. 

 

1. “Just how long should my resume be?” This is an age old question. Most recruiters say to keep the resume to under 3 pages 

because: 

 

I. Most resumes are boring and vague that any more than three pages would be even more painful to read, (i.e. it’s of poor 

quality and doesn’t make for exciting reading),  

II. Most don’t have an appreciation of what a Leadership Story is or how it helps in selling leadership. 

III. They’re pushed for time and thus only want an overview. 

 

Simply, you wouldn’t ‘dumb-down’ a product’s value in a hyper competitive market so why ‘dumb-down’ your leadership offering 

to three pages and simple achievements and responsibilities in a hyper competitive leadership job market? 

 

If the Board, after the final interviews are tossing up between you and two other candidates would you want to have more quality 

material for them to read or less? 

 

Your resume may be three to ten pages long. The first three pages are often all the summaries and key sections. The Appendix. 

‘Detailed Professional History’ or ‘Detailed Skills Table’ is an add-on. Thus, depending on who is reading your resume they either 

have a short three to four page summary resume or a detailed resume. Common-sense. Looking at this logically, if a recruiter 

reads your first 3 pages and doesn’t like what they’re reading the extra pages will be irrelevant as they won’t read them anyway. If 

they like what they’re reading in the first 3 pages there’s now more content to persuade them.  

 

Most people are taught to write resumes at school or in their life when they’re in either specialist positions or other non-

leadership positions. Here it’s OK to avoid defining your leadership because leadership is not usually a core requirement of these 

roles. The problem is that as you ascend into Leadership Positions you now need to define your core offering which is your 

Leadership; this is not communicated through 3 pages simply detailing your Titles, Tasks, Achievements and Responsibilities. 

 

Most Recruitment Organisations encourage you to keep your resume short and basically only list Achievements and 

Responsibilities. The problem with this is it doesn’t adequately communicate your Leadership Journey, being the Journey you took 

previous businesses on as testament to your Leadership. Mentioning your achievements doesn’t convince the reader what 

proportion of these were attributable to the changing market, an increase in budget or resulting from the work of your 

predecessor. A Leadership Story gives the intelligent reader a more comprehensive understanding of your Achievements by 

communicating the challenges in capturing these achievements, the obstacles and thus how you got your experience. 
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2. Don’t waste valuable reading time and turn the reader off by mentioning the obvious. Most Interviewers know what you do by 

definitions of your role. Recruiters want to know why you represent a unique and easy candidate to sell. CEOs want to know what 

value you represent that other candidates don’t. Telling a CEO that you do the same as what every other candidate is reasonably 

thought to do doesn’t answer this key question. 

 

 

 

 

 

 

 
 


