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ÁWelcome and Introduction

ÁWho is MDA?

ÁWhat is Talent AcumenÊ?

ÁThe Impending Talent Storm

ÁNavigating the Storm with Innovative Talent Strategies

Todayõs Agenda
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ÁLeadership Matters

ÁStrengthen individual, team & organizational leadership

ïIdentify the right talent

ïAccelerate development of leaders

ïSharpen alignment between talent and strategy

ÁCompetitive advantage through Talent AcumenÊand 

leadership results

Who is MDA?
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Talent AcumenTM

A keen understanding of the talent strategies and capabilities 

necessary to deliver business results.

Talent

Business

Technical

FinancialACUMEN

4



ÁRelate business context to current and future talent needs

Á Insightful about current talent and overall bench strength

ÁApply competitive knowledge to talent planning 

ÁConsider potential risks of failing to build a talent pipeline

Á Invest in talent acquisition, development, deployment, and 

retention

ÁRetain top talent

ÁTreat talent the same as other key business components 

(finance, marketing, sales, IT, etc.)

Hallmarks of Strong Talent Acumen
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ÁThe Impending Talent Storm

ï78 Million baby boomers are looking to retire 

ïQuantity + quality dilemma

ïRetention will become harder as economy strengthens

ïBench strength a major concern of chief human resource 

officers

ïLeadership has become more important and more complex

Why is Talent Acumen Important?
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Talent Acumen Survey
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Individual ðTeam ðOrganization 

Developing Talent Acumen
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Á Focus on entire process - recruiting through succession

Á Identify future talent needs

Á Understand the impact of the culture 

Á Educate and engage management 

Á Collect data on performance and potential

Á Leverage assessment tools to enhance the prediction

Á Align processes and systems to business strategies

Á Integrate selection and succession management with 

organization development initiatives

Identify the Right People
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Identifying Potential

ÁHow does your organization identify potential?

ÁWhat criteria do you use to determine potential?

Table Conversation



MDAõs High Potential Model
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Nancy Weidenfeller,

Principal Consultant and Executive Coach

Shortening the Time to Impact
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ÁRemedial (historical)

ïCorrective focus

ïClear deficiency exists

ïLeast strategic

Á Integration/Transition (strategic)

ïShorten the time to impact

ïProactively address potential derailers

ïAccelerate learning in a new role, new team, or new structure

ÁDevelopmental (strategic)

ïAccelerate development of high potential leaders

ïEnhance, evolve existing capability and readiness

Uses for Coaching
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Sharon Lessard

VP of Store Design Services

SUPERVALU 

ÁJoined SUPERVALU in 2009

ÁResponsible for bringing cutting edge, brand right store designs 

to SUPERVALU

ÁVM & SD Editorial Advisory Board and President of the 

Minneapolis/St. Paul Retail Design Institute Chapter

Integration / Transition Coaching Example
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J Glasnapp, 

VP Sustainability and Quality

Andersen Corporation

ÁStarted at Andersen in 2001 ðPresident of EMCO

ÁResponsible for enterprise quality, sustainability and issues 

management

ÁServes on boards for Window and Door Manufacturers  

Association & Hudson Hospital

Integration / Transition Coaching Example
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In Our Nature

Andersen Corporation ïConfidential. For internal use only. Do not copy or distribute. 

Sustainability
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