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1. EXECUTIVE SUMMARY 
 
The last couple of years have been extremely turbulent for global organisations.  The 
collapse of the major financial markets have sent shock waves in the business 
community causing sudden “knee jerk” reactions leading to massive reorganisations, 
cost cutting and the inevitable job losses.  “People are our greatest asset” was the war 
cry of many a CEO during the War For Talent era, however, today we are far away from 
that.  As it stands, unemployment is still at record highs – over 10%, and that doesn’t 
include those millions more discouraged enough not to even bother looking for new jobs. 
 
As a result of this most leadership development and talent management programs were 
put on ice or delayed indefinitely leaving people with little hope of any meaningful career 
progression.  
 
We wanted to try and understand what was the aftershock effect of the economic 
turbulences on talent management practices that were once so dear to the executive 
suite.  
 
The survey results are puzzling to say the least. Bottom line is that we’re doing all the 
right talent “things”, however the final impact is not there.... 
 
Or survey reveals that although organisations are identifying, developing and describing 
the skills required for talent management, they are still desperately lacking in the 
capabilities such as coaching and feedback to make it happen! 
 
 
 
 
 
  

Methodology 

We conducted this survey between July 2012 and January 2013. In all 
273 global heads of human resources, talent management and 
organisational development specialists participated. The response rate 
was 16%.  

A total of 10 questions were asked specifically aimed at assessing 
leadership development and talent management practices. 
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2. RESULTS OF THE SURVEY 
 

The following pages outline the results of our survey. We have summarised them 
so that it makes for quick reading.  
 
The questions that we asked were focused on the following topics: 
 
 

1. The skills required to execute the business strategy 

2. Process for the identification of talent 

3. Specific development plans 

4. Creating the right opportunities 

5. Diversity of talent 

6. Leadership bench strength 

7. Preparing future leaders 

8. Setting the right leadership example 

9. Engaged in talent management and leadership development 

10. Accountability for developing talent 
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1. Understanding the skills required to execute business strategy 

 

The skills required to execute our strategy are clear and understood by 
all concerned in our organisation.  

 
The results suggest an overwhelming 
understanding of the skills required to 
execute the strategy -61,4% total that 
agree or strongly agree. This still leaves 
approximately one third where there is 
no clear link or understanding.  We think 
that one of the reasons is that all these 
reorganisations and cost cutting 
exercises driven by the short-term 
results orientation of Wall Street have 
shifted the focus to short term results 
vs. longer-term strategies. 
 
 

 

 
 

 
 

2. Process for the identification of Leadership Talent 
 
 
My company has a process for identifying, and developing the next 
generation leaders in all its business segments 
 
The results here shows a marked 
strongly agree and agree by the 
majority of the participants, over 
68% in fact. This still leaves around 
32% that are still working on the 
identification of the talent for the 
future. Interesting to note that 
around 16% do not have a process 
or are not aware of it to identify the 
next generation of talent in the 
organisation.  
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3. Specific Development Plans 
 
We have specific development plans for our high performers 
 
 
 
An overwhelming majority of the 
respondents strongly agree or agree 
with having specific development 
plans for high performers. This is 
probably due to the fact that most 
annual performance management 
systems take into account individual 
development plans. Typically high 
performance organisations have 
career plans for the high potentials 
as identified in the talent pools. 
Yet there is still over 20% that don’t 
have any specific plans 
 

 
 

 
 
 

 
4. Creating the Right Opportunities 
 
We are able to deploy the right people when emerging opportunities 
arise, quickly and without significant disruption to other parts of the 
business 
 
 

Even after all that effort on 
development plans, there is still a 
challenge with succession 
management. Strongly agree and 
agree account for over 50% of the 
sample, suggesting there is still 
another 50% that are finding talent 
deployment a challenge. This seems 
to be an issue today as we have 
scaled back so much in many 
organisations that resources are very 
thin on the ground and leaders are 

not prepared let their talent go to 
another area in the same company.  
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5. Diversity of Talent 
 
We have a diverse and plentiful pool of talented employees, who are 
ready, willing and able to be deployed to new opportunities at the 
expert, managerial and leadership levels. 
 

By asking this question, we wanted 
to establish just how diverse of a 
talent pool the respondents have. It 
is very clear from the results that 
progress has been made. Over 50% 
are doing a great job of developing a 
diverse pool of talent. There is a lot 
of work still to be done, as nearly 
20% are not fully up to speed in 
their talent pipeline.  The contrast 
between these results and questions 
3 and 4 suggest that talent 
management process have not, as 
yet, produced the desired effects. 

 
 
 

 
6.  Leadership Bench Strength 
 
We have a diverse and plentiful pool of leaders who are capable of 
moving into the most senior executive roles 
 

 
 
 

 
  

Just how well is our sample 
respondents doing at the succession 
planning process? Our results show 
a mixed performance with only 41% 
that strongly agree and agree to this 
item. Over 31% of the respondents 
strongly disagree or disagree, 
meaning that they still have a lot of 
work to accomplish in building bench 
strength.  
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7.  Preparing Future Leaders 
 
 
We offer managers and executives, developmental experiences 
specifically aimed at preparing them for the unique challenges of 
leading complex international organisations.  

.  

 
 

 

8.  Setting the Right Leadership Example 
 
 
The leaders in our company are skilled at coaching techniques and fully 
committed to nurturing and developing talent.  

 
 

 
 
 
 
 

 

The role of senior leadership is 
paramount to the whole success of 
developing future leaders. The 
majority of sample respondents (63%) 
fully support the fact and are actually 
doing it. Despite this there are still 
around 34% not happy with the way 
their leadership is being a role model. 
If any organisation does not have a 
leadership that “walks the talk” 
regarding talent development 
especially coaching others, then any 
initiatives are surely doomed to fail. 
	  

Experiential learning is key to giving 
talented individuals an opportunity to 
gain insights and hopefully learn from 
their success AND failures.  In our 
sample the majority of respondents 
(48%) are already doing this. However 
the remainder seem not to be actively 
engaged in offering these key 
experiential experiences.	  
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9.  Engaged In Talent Management and Leadership Development 
 
 
Issues related to the management and development of talent and 
leadership are discussed regularly at board level meetings.   
 

 
 
 
 

 
10.  Accountability for Developing Talent  
 
The company holds our leaders accountable for identifying and 
developing talent in their business unit/functional area. 

 

 
 
 
 
 

The whole “Talent Mind-set” is a 
real success factor and this is 
demonstrated by the results that 
point to this  - with 63% agreeing 
and strongly agreeing, our 
respondents are telling us that 
talent development is in their 
company culture. This leaves 
13,6% that disagree and strongly 
disagree, showing that there is 
still some work to be done there. 
	  

A key success factor of any talent 
initiatives is the role that the 
leaders have in creating the right 
environment for talent to flourish. 
How the organisation recognises 
this effort is also of importance. In 
our survey, the results indicate 
that 52% strongly agree and 
agree that they hold their leaders 
accountable for development. 
actions. This leaves 42% that 
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3. SUMMARY 
 
 
If we then look further at the question items and arrange them in order 
according to the top 3 and bottom 3 rated responses: 
 
 
 
TOP THREE RATED RESPONSES: 
 
2. Process for the identification of talent     75% 
 
9. Engaged in talent management and leadership development  73% 
 
1. Understanding the skills required      72% 
 
BOTTOM THREE RATED RESPONSES: 
 
8.  Setting the right leadership example (coaching)    57% 

6.  Leadership bench strength       61% 

4.  Creating the Right Opportunities      65% 

 

 

This indicates that there are great efforts placed devising and implementing 
talent management and leadership development strategies that are aligned to 
the business strategies, identifying the talent capabilities and giving individual 
development plans, and yet, according to the bottom three items, there are still 
big efforts to be made.  The  “leadership pipeline” is not even primed and 
opportunities are not being created for the talents that have been identified.  
The most worrying response concerns the capability of a leader to coach and 
develop the talented individuals in their organisation.  
 
 
 
 
 

 

 



	  

TalentWorks	  Group	  ©	   11 

 

4. CONCLUSIONS AND RECOMMENDATIONS 
 
 
We have concluded from the survey results that there is an URGENT need for 
companies to focus on a number of key areas so that they can begin to create a 
leadership pipeline that has a diverse pool of skills and capabilities, and at the 
same time offering the right experiential opportunities when required by the 
individual so that they can contribute to the success of the enterprise.  There is 
also a requirement to bolster the coaching capabilities of leaders so that they 
can fully develop the skills of their team members.  
 
So what exactly can you do in your organisation to address this situation?  
 
We recommend the following focus items: 
 
 
1. Building Leadership Bench Strength: 
 
The new business realities, including ever increasing complexity and the 
downsizing that has happened, organisations dramatically reduced their 
investment in talent development, greatly reducing or even eliminating training 
programs, development assignments and coaching time. This is not new, it also 
occurred during other downturn economic cycles in much of the 1970’s, and 
1980’s. This has led to a shortage of leaders.  Today, the need for leaders has 
grown exponentially, therefore demand by far outstrips the supply and there is a 
severe lack of raw talent from which to develop new leaders!   
 
Building sufficient bench strength is not only a requirement it is a necessity.  To 
begin doing this you MUST intentionally view, and assign a given percentage of 
new positions or tasks not as jobs to be done but as “developmental 
assignments.”  Doing this will create the right experiences for the talents and 
help them to grow into future leaders.  Weaving talents through different 
function areas also contributes to this development.  
 
 
2. Building a coaching culture, starting with the top team 
 
Creating an inspiring and challenging workplace where talent can mature and 
develop is one of the key tasks in ensuring that there is a “ready now” pool of 
talent. The manner in which you segment the different talent pools and are able 
to direct your efforts accordingly will give the best results. As you think about 
current and future organisational diversity requirements, base your conclusions 
on the following: 
 

- Core Capabilities. Every single person in the organisation needs these 
capabilities regardless of their position. These are linked to the values of 
the organisation and can include, customer focus, trust, accountability, 
and feedback on performance.   
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- Job family related capabilities. These are very specific and apply to certain 
groups, for instance executives or managers. 
 
- Job specific capabilities. These are very specific to a job. For example a 
person in financial accounting 
 
- Leadership/management/team/change management capabilities. 
These are also a key requirement, this includes; inspiring others, building 
bridges, facing adversity, emotional intelligence, creativity and innovation 
 
- Supporting the needs of non-traditional talents. Achieved by developing 
relationships with people from different cultures and backgrounds and learning 
from their experiences in your organisation whether they are positive or 
negative. 
 
 
3. Creating the Right Opportunities 
 
The ability to move talent around in any organisation is paramount not only for 
the individual concerned but also for business survival.  Implementing a 
“Leadership Pathway” by mapping out the key functions in your organisation 
chart and look at where your most critical jobs are. Next is to determine where 
your top performers are, and if you are aligned, the critical jobs should have a 
top performer as jobholder. If they do not, it means that there is a potential 
opportunity for other talent to step in. 
 
Also preparing the key talents by giving them the right experiences will help 
them to develop the necessary skills for the future. This can include some form 
of “hardship” assignments, where the talents are stretched out of their comfort 
zone. Research has shown that generally this is where the greatest learning 
occurs.  
 
On-going coaching and mentoring will inspire commitment from talents by 
building on motivation and enhancing the developmental experiences.  
Developing and implementing capability-enhancing programs will contribute 
greatly to the creation of opportunities for talents to gain the right combination 
of learning experiences.  
 
4. Real leadership development takes practice 
 
Spending at least 2 hours per day practicing leadership skills is a way to 
enhance engagement amongst the workforce. This is a direct connection 
between the quality of leadership in an organisation and engagement. Recent 
research shows that demographic variables such as: age, gender, country, 
education, position, function, industry and size account for 0.2% engagement. 
Leadership quality accounts for 28%. This shows that two leaders can go into 
the same organisation with the same employees and one can succeed and the 
other fails.  
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5. ABOUT THE AUTHORS 
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ABOUT TALENTWORKS GROUP 
 
Talentworks Group is a global management consulting firm. We are passionate about helping 
our clients unleash the full potential their leadership assets. 
  
We work with leading organizations across the globe in the private, public and social sectors.  
 
We are a network of seasoned and credible experts that have "been around the block" and bring to 
the table outstanding business and leadership skills. 

 
  

Pasquale is Managing Partner with Hamilton Davenport Partners. 
He has 30 years professional experience.  He has advised 
numerous international Fortune 500 and European companies on 
their executive talent strategies, partnering with line 
management and human resources, particularly in the areas of 
talent acquisition, employer branding, retention strategies, 
performance management, executive coaching, organisational 
change, and workforce mobility.  Pasquale holds a Bachelor of 
Science degree (Cum laude) from the University of Wales, UK. , 
and has completed post-graduate programs in Human Resources 
at I.E.S.E in Barcelona, and INSEAD in France 
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