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Tracking Trends in Talent Strategy: SIOP Highlights 

What do leading thinkers and practitioners see as important innovations & trends in talent management? 

Cambria is pleased to provide you with a quick digest from Building Future Leaders — the 9th annual 
SIOP Leading Edge Consortium which was held recently in Virginia. 

Topics 

 The Business Case for Investing in Leadership Development 

 Leadership Development: A CHRO View 

 Assessments for Development: Trends, Learnings and Applications 

 Leadership Development: Learning through Job Experience 

 Leadership at the Top 

 

The Business Case for Investing in Leadership Development 

Speaker: Moheet Nagrath, Leadership Strategist, Leadership Architecture Worldwide; 
former Chief Human Resources Officer, Procter & Gamble 

Key Highlights 

Nagrath gave an excellent keynote address focused on: Why leadership matters — examining the 
business case for investing in leadership as well as the relationship between talent strategy and business 
strategy. He stated that organizations need to pay significant attention to leadership development, with 
the right level of resources and rigor. Confidence in the quality of management is a key factor for 
investors.  

Other points touched on by Nagrath: The tone set from the top makes a big difference. Development of 
leaders is the ONE thing that matters in growth and competitive advantage. Long-term business growth is 
the result of sustained leadership development. Leadership development initiatives need to be run like a 
business, with goals, resources and flawless execution. He went on to say that experience can be a 
major factor in the development of leadership capabilities that are needed for results…competencies 
alone are NOT the main focus. Organizations need to know what experiences help develop the best 
leaders. If you can find where the best leaders are in your organization, they can become the “schools of 
learning.” A key concept for creating a culture for development is that leadership needs to treat their talent 
as consumers, not just resources to be used up.  
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Leadership Development: A CHRO View 

Panel discussion with leaders from Ingersoll Rand, US AID, Brink’s, Yahoo, and SHRM. 

Key Highlights 

Business strategy and talent management should not be left to HR. Core business capabilities should 
drive talent strategy. The view from the top HR executives is that top leaders in their organizations are 
trying to shift towards more of the “how” verses the “what” when evaluating their leaders. The CHRO 
panel recommended linking the science of talent management to the business and urged practitioners to 
simplify the messages and actions. Leadership development professionals should focus on the macro not 
micro, look to be involved in the entire planning process and seek true integration. 

Assessments for Development: Trends, Learnings and Applications 

Speakers: Allan Church, VP, Organization & Management Development, PepsiCo 
Sarah Brock, Director of Assessment & Development, Johnson & Johnson 

Key Highlights 

There is a lack of formalized research regarding assessment usage. PepsiCo did a benchmark study in 
early 2013 and found that 70% of the top leadership companies use formal assessment tools and 
processes. Of those companies using assessment, 90% do senior level assessments more for 
development than for succession decision making. The most used methods for assessment were 360 
multi-rater and personality tests (Hogan, TK, CC, etc.). 

Johnson & Johnson reports their assessments are driven by market challenges and change. They found 
that their best approach was using multi-rater methods, i.e. interviews, simulations, personality, 360 
surveys. Their results indicate that they have more talent movement and more robust pipelines as a 
consequence of ongoing assessment. Going forward, J&J will be looking for assessments that go deeper 
and are done earlier for various leadership populations. 

Leadership Development: Learning through Job Experience 

Speakers included leaders from Accenture, Google, Johnson & Johnson, and Carlson Companies. 

Key Highlights 

The pace of change in business is rapid and accelerating with larger magnitude and unpredictability. 
Leadership development strategies must reflect this reality. To lead differently requires a shift in 
perspective that enables leaders to be more responsive to the global marketplace. Job experience in 
emerging markets seeks to provide a different lens to help shift the perspective of the individual. 

Past behavior is not always a predictor of future behavior. The challenges presented by rapidly changing, 
conflict laden and dissimilar business environments require that leaders adapt and learn from their current 
context — and not rely solely on their past experience. Focusing on the mostly positive, teaching through 
sound-bites, and contrived learning experiences are actually inoculating leaders against the profound 



Cambria Consulting, Inc. November 2013 SIOP Highlights Page 3 

lessons they need to learn from the real world. This substantiates the 70-20-10 model for development. 
As an example, equally matched competitors win 50% of the time but underdogs win about 40% of the 
time. Why? Underdogs are mindful of what needs to be different about their approach in the moment of 
struggle. [see Duke research study: Leading in Context] 

Topic: Leadership at the Top  

Speakers: Jack Wiley, Founder Emeritus, the High Performance Institute by Kenexa 
Sandra Davis, CEO, MDA Leadership Consulting 

Key Highlights 

Sandra Davis: Coaching at the C-suite is expanding due to a larger turnover rate in CEOs currently. This 
is the consequence of the time compression for corporate results. CEO coaching is markedly different 
than C-suite coaching. The CEO-Board relationship sets the coaching agenda apart from the more 
traditional behavioral approach and requires a highly individualized set of activities on the part of the 
coach. In many circumstances the coach will adopt an advisory role.  

Jack Wiley: A recent global survey of a broad base of employees indicates that what employees want 
from their top leaders (CEO) is to be: inspired, respected and rewarded. [see jackwiley6@gmail.com for 
the PowerPoint presentation] 

But why should leaders pay attention to what employees want? Because the three “wants” framework 
identified from the survey affect the balanced scorecard of corporate performance in delivering value to 
customers and shareholders (i.e., employee engagement, performance confidence, customer 
satisfaction, return on assets). The survey also asked employees to rate how their leaders are doing 
against the framework. Results were: Inspire= 50%; Respect= 42%; Reward=49%. The top “most 
admired Fortune companies” all have ratings well over 50% in each category. These results are 
lackluster, indicating the need for improvement in top leadership. How to improve? More executive 
coaching, executive leadership development and employee survey measurement. 

For further information, please contact Robert Morlot at rmorlot@cambriaconsulting.com. 

 

 

 

Robert, a principal at Cambria, brings significant business experience to clients seeking organizational 
change, leadership development, and performance improvement. His extensive human capital 
development skills have enabled him to produce results for organizations that need to stay competitive 
by tapping the energy, creativity, and talent of their people. During his career, Robert has held senior 
leadership roles at several well-known global consulting firms. As a management consultant and 

practitioner, he has concentrated on developing practical approaches to talent management in environments that 
require a high degree of employee involvement and empowerment. This includes designing operational structures 
and frameworks consistent with business strategy and translating these frameworks into detailed jobs, teams, 
functions, skills, and processes. 
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