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Management Practices 

Leadership 

External Environment 

Individual & Organisational  
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Individual Needs  

& Values 
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To what extent are you involved in decisions  

that directly affect you at work? 

How clear are people about the  

organisation s direction? 

How would you describe your company s  

current environment (marketplace)? 

Is it relatively stable or rapidly changing? 

What are the primary performance indicators  

for the organisation as a whole? 

How do you know whether you are doing well? 

What are the blocks, hindrances, and barriers that 

you experience in trying to do your job, in the way  

that you believe it should be done? 

How clear are you with what is expected of you: 

your role, your responsibilities, your goals? 

What seems to drive people in the organisation? 

What is that consistently gets their attention? 

What behaviour gets rewarded in your organisation? 

How does it tend to get rewarded? 

To what extent do you feel free to conduct your 

 work in the way that you think it should be done? 

What words or phrases would you use to describe  

the current strategy of the organisation? 

How is it trying to achieve its central purpose? 

Which aspects of the organisation are centralised? 

Which are de-centralised? 

How challenged do you feel in your present job? 

The Burke-Litwin Model ï Organisational Performance & Change 

FEEDBACK FEEDBACK 



Brand Attract  
Secondments 

Job Moves 

Manage 
Performance  

Onboard 
Recruit  

Reward & 
Recognition  

Develop 

Learn  

Retain  

Succession 

LEADER-OWNED PEOPLE PROCESSES 
ENABLED BY HR 

1 0   G U I D I N G   P R I N C I P L E S 

Year 1 Year 2 Year 3 etc  



FOUR KEY LEVERAGE POINTS 
TALENT MANAGEMENT 

SIMPLE DEFINITION BUSINESS EQUIVALENT 

Performance  Results delivered Share price / company value  

Potential  
View of work that could 

be done in the future  
Estimated future share price  

Succession 
Filling vacant jobs quickly 

and with confidence  

Sustainability of business 

model 

Development  Managed growth Managed business growth 



TEN CORE PRINCIPLES 
IN SUMMARY 

Talent management is about the sustainable success of the business, and at 

the core of every leader s job.  
 

10 Guiding Principles:  

1. Every job must be necessary and add appropriate value  

2. The key is to make everyone  a full performer  

3. Full performance is about both the what and the how 

4. Performance needs to be demonstrated year after year    

5. There is no potential without  performance 

6. Everyone  must keep adding value to the business 

7. Today s top performers are not  necessarily tomorrow s 

8. Everyone must develop every year  just to keep up  

9. The primary role of a leader is to enable the success  of those who report to them  

10. A succession legacy is a leader s critical responsibility  

1 0   G U I D I N G   P R I N C I P L E S 

Year 1 Year 2 Year 3 etc 



THE END GAME 
IT S ALL ABOUT é 

 

Strategic Talent Management exists to satisfy the business end 

game, which can be stated as:  

 

 

To add value for customers, shareholders,  

and employees, now and in the future  

no matter how much their needs change.  



Leadership  Pipeline 



LEADERSHIP PIPELINE 

Manage self 

Manage managers 

Manage function 

Manage business 

Manage group 

Manage enterprise 

Manage others 

Most difficult  Guru 

É Charan, Drotter and Noel (2001) 



PERFORMANCE 


