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We help you identify and 
implement the  
key talent activities that 
can deliver most value to 
your business



78% of CEOs intend to make a 
change to their strategies for 
managing people.

15th Annual Global CEO Survey, PwC 2012

Are you getting the right results from your talent?

People are an increasingly valuable source of sustainable competitive 
advantage for organisations operating in a global economy 
characterised by only one certainty – change.  Chronic skills gaps 
combined with a mismatch between demand and supply of talent 
means that getting (and keeping) the right people in the right places 
at the right time has never been more challenging.  

Against this background CEOs are once again citing a lack of key 
skills as the hottest issue on their agenda1.  HR leaders are being 
challenged to mobilise talent to help businesses grow.  

If organisations don’t transform themselves to ensure they can 
attract, inspire, motivate, manage, develop and reward their people 
appropriately – they may lose their most valuable assets.  

At PwC, we use a fact based approach to help identify the specific 
elements of talent management which drive the most value in your 
business and industry. Using PwC’s unique Talent Management 
Framework and Diagnostic, we work with you to develop and 
implement strategies that deliver the right improvements – those that 
give you the best return on investment. 

1	 15th Annual Global CEO Survey, PwC 2012
2	 Corporate Leadership Council. October 2010
3	 Millennials at work: Reshaping the workplace, PwC 2011

The true cost of losing key talent is 
equivalent to 6-24 months’ salary.  27% of 
‘high potential’ employees plan to leave 
their employer in the next 12 months2.  
What will it cost your business?

Do you need a talent management rethink?

Is your current talent management plan fit for purpose? Ask 
yourself these challenging questions:

•	 Do I have the talent to quickly and successfully execute my 
organisation’s strategy?

•	 Do I have people with the right skills, the right knowledge 
and the right experience in the right places – now and in 
the next 3 to 5 years?

•	 What will it cost me if I get my talent pipeline wrong?

•	 Which roles drive most value in my business, how do I best 
resource them and what is my cost of turnover?

•	 How am I engaging and rewarding talent in these pivotal 
roles? Am I over-rewarding ‘non-talent’?

•	 Are my global mobility programmes truly strategic - or are 
they reactive?

•	 How do my people metrics stack up to my competitors in 
this industry? Is my people ROI good enough?

•	 How effectively is the HR function delivering what I need?

•	 Finally, does every aspect of my talent strategy directly 
contribute to the business plan and to creating value?

Measure to manage
Only a minority of CEOs are getting comprehensive HR 
management information for the measures they say are important.
Our PwC Saratoga analytics research show some interesting 
correlations:

•	 Organisations with higher revenues relative to their human 
capital investment (i.e. people productivity) and experiencing 
higher rates of revenue growth (>20% per annum) versus their 
competitors are better at talent attraction – they invest more in 
recruiting, and display better quartile performance in improved 
acceptance rates for job offers and more rapid time to hire.

•	 In terms of people management, organisations with lower rates  
of employee absenteeism and resignation, together with a 
greater performance-related component in their reward versus 
the competition display stronger revenue productivity relative to 
human capital investment and grow their revenues more quickly 
over time than competitors.

•	 On a similar basis, these higher performing organisation 
typically invest more in training.

How does your business stack up?

53% of CEOs see lack of key skills as 
a key challenge. Only 30% of CEOs 
are ‘very confident’ that they will 
have access to the talent they need 
over the next 3 years.

15th Annual Global  
CEO Survey,  
PwC 2012

The bad news for employers is 
that just 18% of millennials are 
planning to stay with their 
current employer3.  How are 
you attracting and retaining 
younger workers?
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Managing Talent to Deliver Value

Getting talent management right means you can worry less about your talent problems and more about your business opportunities.  We help 
you identify the specific areas of talent management which could add the most value to your business and the improvements that deliver the 
best return on investment. 

We’ve worked across many industries, geographies and with both growing and mature businesses.  We understand that different 
organisations see ‘talent’ in their own unique way.  For instance in China we have worked with businesses who need to rapidly upscale their 
operations and with others who struggle to incentivise and keep their star performers in pivotal roles.

Kennedy Research has judged PwC as a 
‘Vanguard firm’ – amongst those with the 
broadest and deepest capabilities in the market.

Kennedy, “Global Consulting Marketplace 2010-2013”; © 
BNA Subsidiaries, LLC. Reproduced under license

IDC has named PwC as a global 
leader in talent consulting.

IDC Marketscape; Worldwide Talent 
Related Business Consulting, 2011 
Vendor Analysis

Why PwC?
•	 We understand talent:  We have deep experience in 

supporting our clients in Talent Management across 
the world.  With more than 6,000 specialists in over 
100 countries the PwC network has one of the largest 
human resource consulting organisations.

•	 We understand the drivers of business value: We help 
you to identify and focus your talent management 
activities to pin point what’s important to your 
business plan to drive business benefits.

•	 We are fact-based: Our solid grounding in areas such 
as tax, compensation, benefits, pensions and HR 
analytics and benchmarking is the bedrock of our 
evidence based approach to consulting with clients.  
We help you to solve people challenges with market-
leading human capital analytics – PwC Saratoga holds 
the world’s largest database of human capital metrics.



Global insurance provider – Talent 
management strategy and programmes

We worked with our client to define the business case for 
talent management to ensure they have the skills needed 
for success in a competitive external environment . We 
assisted them to identify key talent segments and 
transform their HR function We also worked with our 
client to identify key moments within the  
employee lifecycle which influenced these  
employee behaviours, to create a practical  
plan to drive engagement.
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Global banking organisation – Managing 
top talent

We helped this global bank consider how a small top 
talent cadre would be best structured, managed and 
assessed as a unit controlled centrally by the Executive 
Committee. They had challenges identifying top 
talent and determining how to coordinate the 
selection process between HR and the Executive 
Committee. Help was also needed to define  
differentiated career development and management 
activities that could be adopted for the top talent 
cadre. We provided external insight on how 
top talent could be best cultivated against the shifting 
global landscape. We provided options regarding the 
management of top talent including Executive 
coaching and creating a committee structure for 
managing top talent globally.
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UK
Richard Phelps
+44 20 7804 7044 
richard.phelps@uk.pwc.com

Karin King
+ 44 20 7213 3547 
karin.a.king@uk.pwc.com

Neil Roden
+44 20 7212 8033 
neil.j.roden@uk.pwc.com	

Gavin Sanderson 
+ 44 20 7212 8193 
gavin.sanderson@uk.pwc.com

US
Ed Boswell
+1 617 530 7504 
ed.boswell@us.pwc.com

Sayed Sadjady
+1 646 471 0774  
sayed.sadjady@us.pwc.com

 
Scott Olsen 
+1 646 471 0651 
scott.n.olsen@us.pwc.com

Who have we helped?

Global Contacts

www.pwc.com/talentmanagement

We’ve supported clients in all aspects of talent management across 
all industries, often in large, global complex businesses.

Global pharmaceutical company – Talent management 
strategy

This global pharmaceuticals company’s existing talent 
management activity had been too focused on current performance 
and leadership capabilities, rather than assessing potential for 
leadership in future roles. The client also faced the issues of the 
inconsistent assessment of potential indicators and the variability in 
line manager’s assessment of employees reporting to them.  We 
worked with them to develop a talent management strategy, which 
was globally aligned and imbedded into the organisation through 
increased line manager accountability. We did this by designing a 
talent review process aligned to the existing performance 
management cycle, ensuring that assessing talent was embedded 
into personal development plans. We also equipped the client with 
further tools for succession planning.
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Large global conglomerate of manufacturing and 
services – Strategic People Plan

We worked with our client to identify and plan for the talent 
requirements of their 5 year business goal to triple revenue 
within their Chinese operations. We defined capability 
requirements, skills and talent gaps, identified pivotal positions 
and developed retention strategies. We assisted the client with 
workforce analytics and planning, talent scenario planning and 
development of the HR business plan to implement operational 
solutions to support the business growth. 
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Global Energy Company – Performance Management

We worked with our client to conduct a comprehensive review of the 
global performance management process applied to over 100,000 
employees. We reviewed the existing performance appraisal process 
for compliance and quality, and advised on process change to drive 
performance value. We supported implementation of the new 
process and tools.

D
ev

el
op

PwC firms help organisations and individuals create the value they’re looking for. We’re a network of firms in 158 countries with close to 169,000 people who are committed to delivering quality in 
assurance, tax and advisory services. Tell us what matters to you and find out more by visiting us at www.pwc.com.

This publication has been prepared for general guidance on matters of interest only, and does not constitute professional advice. You should not act upon the information contained in this 
publication without obtaining specific professional advice. No representation or warranty (express or implied) is given as to the accuracy or completeness of the information contained in this 
publication, and, to the extent permitted by law, PricewaterhouseCoopers does not accept or assume any liability, responsibility or duty of care for any consequences of you or anyone else acting, 
or refraining to act, in reliance on the information contained in this publication or for any decision based on it. 

© 2012 PwC. All rights reserved. Not for further distribution without the permission of PwC. “PwC” refers to the network of member firms of PricewaterhouseCoopers International Limited (PwCIL), 
or, as the context requires, individual member firms of the PwC network. Each member firm is a separate legal entity and does not act as agent of PwCIL or any other member firm. PwCIL does not 
provide any services to clients. PwCIL is not responsible or liable for the acts or omissions of any of its member firms nor can it control the exercise of their professional judgment or bind them in 
any way. No member firm is responsible or liable for the acts or omissions of any other member firm nor can it control the exercise of another member firm’s professional judgment or bind another 
member firm or PwCIL in any way.

ML1-2011-08-11-1313-AA


