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Turning Leadership Potential into Performance





Case Study:  
Developing a ‘Fit for Purpose’ Talent Strategy

Client

· Large publicly listed Financial Services Organisation
· A highly competitive landscape with many new entrants and resulting high retention risks
· Sydney head office with representation globally

Presenting issues 

New growth strategy launched, requiring a profoundly different competitive response to market and client opportunities. No clear or shared view about the talent required to deliver on growth ambitions. No systematic approach to  dealing with the organisational barriers that stood in the way of a strong talent/development culture emerging.
The consulting brief 
The brief was to develop a coherent talent strategy that reflected the new growth strategy. This involved working with the top team to identify not only the nature of talent required into the future, but also identify the ‘cultural’ conditions necessary for talent to thrive and stay engaged.
Deliverables

· A coherent Talent Strategy successfully executed through high levels of clarity, consistency and commitment from the top team.

· A set of Group Guiding Principles that helped clearly define what was ‘tight and loose’ to create optimal flexibility for businesses operating in a decentralized organisational structure 
· A gap analysis which included reviewing current practices through developing a series of hypotheses about how leaders were currently being developed and how talent was currently being surfaced in the organisation, and testing these hypotheses via data based evidence

· A robust review of the definition of potential/talent to ensure a shared view across the BUs, and one that was aligned to the organisation’s growth imperatives. This included a review of all talent pipelines to ensure sustainable solutions 

· A consistent assessment methodology and framework for the systematic identification of talent. This included reviewing the use of assessment providers across all BUs, and bringing about a common approach across the Group. The use of executive coaches was also included in this brief, requiring the design of accreditation guidelines that would be used in selecting appropriate executive coaches
· A stakeholder engagement plan which included ‘Talent Master Classes’ as part of skill building for the business embedded HR partners

· Replacing the current succession planning process with a growth aligned approach led by the CEO covering all business critical roles. The approach developed was better able to deal with the risks associated with under-developed successors and over-promoted derailment risks
· Design of a workshop to improve the feedback skills of the senior executives – this was identified through the project as a key barrier to a strong development culture emerging
· A risk management framework that dealt comprehensively with all manner of risk including portfolio risk, vacancy risk, retention risk, readiness risk, and transition risk

· Developing lead and lag measures of success (in the form of a Talent Scorecard) in order to track progress in implementing the Talent Strategy

· Advice in setting up a Talent Council to ensure an on going leader-led approach to talent management

· On-going advice (on a retained basis) on the People Day process conducted twice a year and led by the CEO through providing objective external calibration
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