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JOB



Unlock your 

hidden talent



Imagine
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LEAP Talent Technology5

An agile approach
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Productivity growth 
is slowing

Employee engagement 
remains stubbornly low

Talent Shortage
is at a 10-year High

4.0

2.0

0.0
1991 2001 2011

3.0

5.0

1.0

Pe
rc

en
te

p
er

 y
ea

r 

of empolyees are engaged

are not engaged

36%

64%

60%

30%

0.0
2009 2012 2019

40%

70%

20%

50%

20152010 2011 2013 2014 2016 2018

69%

Non-Farm Labor Productivity Growth
(Bureau of Labor Statistics)

Employee Engagement Remains Low
(Gallup, 2020)

U.S. Talent Shortages
(ManpowerGroup, 2020)



Not Delivering on Employee Expectations
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Not Using 
Skills Well

Would Stay 
Longer

Likely to Leave
if Not Learning

42% 93% 
2 of 3

2017 Deloitte Global Human Capital Trends
Linkedin, Workforce learning Report, 2018



We need to:
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Rethink how work 
gets done

Develop

employees
Leverage all

employee skills



Diversity & Choice

Equal access



Six Core Principles

1. You Get What You Give 4.    Democratize the Work

2. Know What You Have 5.     Create an Agile Organization

3. Create A Learning Organization 6.     Bust the Functional Silos
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You Get 
What You Give



Case Study
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Opportunity to 
upskill the existing 
team while meeting 
project deadlines



Poll

The ITM Journey

Internal Talent Mobility (Talent Marketplaces) are a 
hot topic in many companies today. How familiar 
are you with this concept?

a) This is new to me.

b) I have heard about it, but I am not that familiar 
with how it works.

c) I have a good understanding of the concept and 
how to implement it.

d) I have helped companies implement an 
Internal Talent Marketplace.



The Future of Internal Talent Mobility
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From
Moving employees to different 

jobs within the company to 
create learning opportunities

To
Breaking jobs into projects –

and then making room for an 
extra project



Managers not 

encouraging movement

Employees not willing to 
change geographies

No positions to move 
employees into

Employees don't understand 
the benefits of movement

We view talent mobility only 1-
dimensional (geography vs 
vertical)

“What inhibits your organization to move talent?”
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25%

27%

39%

42%

50%

Source: i4cp

46%

74%

High Performing
Company

Low Performing
Company

Strong negative correlation to TMRI
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Scarcity vs Abundance

A New Mindset for the Future



LEAP Talent Technology21



Know What
You Have
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AN EQUAL “OPPORTUNITY” PLATFORM
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I do these 
things”

“I did this”

“I want to 
do this”

“I can do 
this”

Declared Aspired

Inferred
Demon-
strated



Democratize
the Work
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How to get started

Build your 
Business Case

Assess Org 
Readiness

Create a Change 
Mgt Plan

Enable the 
Process

Define Ways 
of Working

Deploy to the 
Enterprise and 

Evolve

Collect Feedback & 
Adjust Change Plan

Pilot

Align HR
Systems

Manage the Change Manage the Process Implement the Solution



Talent Optimization

Improved Outcomes 

Personalized Learning

Increased Engagement



Big Journeys begin 
with Small Steps

What steps will you take to unleash the capacity of your organization? 
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