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Abstract 

In today's competitive landscape, the success of organizations hinges on their ability to leverage critical talent effectively. This 

study delves into the essential process of building and sustaining a vital talent pool within organizations. A vital talent pool 

comprises individuals who are crucial for driving business objectives and maintaining competitive advantage. The research 

outlines the methodology for identifying critical roles, assessing talent needs, and implementing strategies to address talent 

gaps. The study emphasizes the significance of defining internal and external talent pools, evaluating and developing 

candidates, and refining sourcing strategies to ensure the availability of top talent for key positions. It highlights the 

importance of robust talent management technology, which integrates data on skills, competencies, and development progress, 

to support these practices. Key challenges include the need for accurate talent intelligence, managing global talent mobility, 

and adapting to evolving business demands. The study also explores the implications of these practices on organizational 

performance and suggests that a strategic approach to talent management can enhance recruitment, development, and retention 

of critical roles. By leveraging data-driven insights and a unified talent management platform, organizations can improve their 

ability to fill critical positions and support long-term success. 
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Introduction 

In today’s competitive landscape, exceptional talent 

distinguishes thriving organizations from those struggling to 

keep pace. The impact of talent varies significantly within 

an organization, with some roles having a greater influence 

than others. Every company has crucial roles essential for its 

success, not limited to leadership positions. These critical 

roles might be central to daily operations or pivotal for long-

term strategies. Organizations lacking the right individuals 

in these positions risk missing revenue opportunities, 

innovating sluggishly, and losing their competitive edge due 

to an inability to adapt to changing markets. 

Organizations must identify, attract, and cultivate the right 

talent to support and advance their business. A best practice 

is to develop a vital talent pool to ensure a steady flow of 

qualified individuals for these critical roles. 

 

Need for the Study 

A recent survey shows that over 60% of companies aim to 

enhance their internal talent pipelines, and 51% plan to 

create more development opportunities for talented 

employees. However, 40% of companies believe that new 

hires might bring fresh perspectives and innovative 

approaches. This debate underscores the importance of 

investing in strategies to understand industry dynamics and 

make informed hiring decisions. 

 

Objective of the Study 

Building a Vital Talent Pool 

Building a Vital Talent Pool involves: 

▪ Assessing both internal and external talent. 

▪ Identifying gaps between existing and required talent. 

▪ Determining the best strategies for developing and 

acquiring the necessary talent. 

▪ Implementing, monitoring, and refining these strategies. 

 

These practices occur within broader business contexts 

influenced by global talent mobility, skill shortages, and 

economic volatility. Business agility demands rapid 

adaptation to changing conditions, including new products, 

markets, and evolving strategies. CEOs, as noted in 

PricewaterhouseCoopers’ “13th Annual Global CEO 

Survey,” are redefining roles to manage people through 

change, making talent management a critical focus. 

 

Key Questions 

To build effective talent pools, organizations need to 

address several key questions: 

▪ How do we identify critical roles and the competencies 

required? 

▪ How can we recognize employees with the right skills 

and ambitions for these roles and keep this information 

updated? 

▪ Which sources are likely to provide the best candidates 

for critical positions, and how can we maintain our 

employer brand among them? 

▪ Is it more beneficial to source critical talent from 

current employees or external candidates? Are our 

assessment programs effective in identifying the best 

candidates? 

▪ How should we define, refine, and implement 

development programs to prepare employees for critical 

roles? 

 

Organizations often struggle with HR data, disjointed 

technologies, and manual processes. An effective approach 

leverages comprehensive talent management technologies 

that provide a unified view of skills, experiences, and 

aspirations of both current employees and candidates, 

supporting talent intelligence and monitoring development 

and retention. 
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Step-by-Step Methodology for Building a Vital Talent 

Pool 

1. Decide Current and Future Needs: Identify and 

analyze critical roles based on their impact on revenue, 

customers, intellectual property, and business 

execution. Evaluate which roles provide the highest 

value and the risks associated with unfilled positions. 

2. Evaluate the Talent Inventory: Define the skills and 

competencies needed for success in critical roles. 

Assess current employees' skills, flight risks, turnover 

rates, and preferences to understand gaps and potential 

candidates. 

3. Establish the Mix for Filling Gaps: Determine 

whether to pursue external recruiting, internal 

development, or both based on labor market conditions, 

internal development infrastructure, and cultural 

factors. 

4. Define the Pool of Internal Candidates: Create 

specific talent pools for internal candidates to 

streamline development activities and monitor progress. 

5. Assess and Develop the Pool: Assign development 

activities to internal candidates to address skill gaps 

through training, mentoring, or rotational assignments. 

6. Assess Development Progress: Regularly evaluate 

whether development activities are meeting 

expectations and adjust programs as needed. 

7. Assess Promotion and Turnover Rates: Monitor 

promotion rates and turnover within the talent pool to 

identify areas for improvement or adjustments in hiring 

strategies. 

8. Classify the Pool of Existing External Candidates: 

Use historical data to identify and assess external 

candidates for critical roles. 

9. Define and Execute Campaigns to Engage 

Candidates: Engage with potential candidates through 

industry events, associations, and social networks. 

10. Assess and Refine Current Sourcing Strategies: 

Evaluate the effectiveness of sourcing strategies based 

on past performance and refine them accordingly. 

11. Implement and Monitor Sourcing Strategies: Collect 

and manage information about candidates' skills, 

experiences, and contact details for ongoing 

engagement. 

12. Track the Size and Quality of Internal and External 

Pools: Use databases to track candidates, development 

progress, and readiness to ensure a robust talent pool. 

 

Talent Intelligence 

Organizations require precise data and analytics for talent 

intelligence to advance their strategies and build vital talent 

pools. To make informed decisions, they need 

comprehensive visibility into the skills, experiences, and 

interests of both current employees and potential external 

candidates. Essential talent intelligence information 

includes: 

▪ The risk of losing critical employees or positions 

▪ Detailed individual talent profiles 

▪ High-potential employees by division or department 

▪ Rates of employee development plan submissions 

▪ Progress on employee development plans 

▪ Analysis of recruiting sources 

 

A global research survey indicates that HR and line-of-

business executives agree on the significance of talent 

intelligence data for managing vital talent pipelines. 

However, there are considerable gaps between the 

importance companies place on this data and their access to 

reliable information: 

▪ In the U.S., half of the survey respondents reported 

having no access to data on the risk of losing critical 

employees or positions, while 27 percent said the data 

they had was unreliable. This information is crucial for 

prioritizing efforts to maintain bench strength. 

▪ Only 28 percent of respondents have reliable access to 

individual talent profile reports. These reports, which 

include structured data on skills, development plans, 

and goals, are essential for identifying and evaluating 

talent for vital talent pipelines. 

▪ In France, despite 92 percent of respondents expressing 

a need for detailed talent profile reports containing 

skills, development, and goal information, only 60 

percent have access to reliable data. 

▪ In the U.S., only 40 percent of respondents and 60 

percent in the U.K. have successfully identified high-

potential employees. Identifying this talent pool is 

important for replenishing a shortlist of candidates for 

critical roles and informing recruiting efforts based on 

their skills and competencies. 

▪ In Australia, 62 percent of respondents have access to 

data on employee development plan submission rates, 

while only 50 percent have reliable data on 

development plan progress. In contrast, only 39 percent 

of U.S. respondents have data on submission rates, and 

fewer than 25 percent have reliable information on 

progress. 

 

The rate of plan submissions can indicate compliance, but 

development plans and progress data are essential for 

determining if employees are ready for critical roles. 

Additionally, fewer than half of U.S. respondents have 

access to reliable recruiting source analysis. Understanding 

the best sources for external candidates is crucial, as new 

hires contribute to vital talent pipelines. 

The value of talent data depends on its timeliness and 

accessibility. Talent data should be self-generating and self-

refreshing. The foundation of this data starts with capturing 

core information about a candidate’s prehire history, 

including skills, experience, and aspirations. This 

information should be stored in a talent profile and updated 

throughout the employee’s tenure, covering hiring, 

onboarding, performance reviews, and development 

progress. Data collected during these stages should be 

consistently captured and presented in a way that aids 

managerial decision-making. 

Only 14 percent of U.K. organizations identify critical talent 

segments based on business goals, compared to 36 percent 

of U.S. companies. Without this segmentation, talent 

initiatives are less customized and generally less effective. 

Some companies are creating cross-divisional talent pools, 

developing employees with broad competencies that apply 

to various roles. Although the fit may not be perfect, these 

companies find that just-in-time training and coaching can 

help bridge any gaps. 

 

Retaining Essential Talent 
Regardless of the economic climate, securing key skills 
remains a challenge, necessitating a robust system capable 
of tapping into the talent database to identify individuals 
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with the right expertise for critical roles. A survey by the 
Corporate Executive Board revealed that most recruiters 
struggle to find qualified candidates, with over 80% 
reporting that fewer than half of their applicants meet the 
necessary qualifications, despite the increase in 
unemployment since the last recession. The difficulty in 
attracting and retaining talent varies by region, but it is 
especially severe for employees with critical skills 
worldwide. 
United Airlines has implemented two distinct metrics to 
evaluate the effectiveness of its talent management program. 
The first metric, known as bench strength, assesses the 
number of employees prepared for promotion within the 
total talent pool, reflecting the readiness of successors to 
step into roles. The second metric, planning ratio, measures 
the proportion of succession planning candidates who are 
promoted relative to the total number of critical positions, 
indicating the success of the succession plan. 
A comprehensive understanding of organizational needs and 
workforce capabilities can help mitigate the risk of losing 
talent from essential roles by proactively implementing 
retention strategies. This is particularly crucial during 
periods of organizational change, which often lead to 
increased turnover among top performers. Special attention 
should be given to high performers in critical positions. 
During a reorganization, one company identified that 44 key 
employees, vital to its success, were at risk of leaving. 
Developing a Vital Talent Pool. 
While all roles within an organization are important, certain 
positions are pivotal to operations and directly influence 
business goals and outcomes. However, the talent required 
for these roles may be scarce. Companies can minimize 
their risk and ensure the availability of top talent by creating 
and maintaining Vital-talent pipelines. 
To achieve this, precise and accessible data on critical talent 
is essential for generating valuable insights. Analytics 
capabilities must be timely, intuitive, and integrated, 
avoiding the need for separate processes. A unified 
approach to managing talent data—offering real intelligence 
on the organization’s most valuable asset—should form the 
foundation of this process. 
Building and sustaining a Vital talent pool, supported by a 
comprehensive talent database, is a crucial component of a 
broader talent management strategy aimed at fostering 
organizational success. 
 
Conclusion 
Organizations that leverage a robust technology platform to 
support their strategy for developing a crucial talent pool 
can reap substantial benefits. By integrating advanced 
technology into their talent management processes, 
companies can achieve several key objectives: 
1. Precision in Identifying Skills Gaps: A sophisticated 

technology platform enables organizations to accurately 
assess and forecast deficiencies in essential skills and 
competencies. This foresight allows businesses to 
proactively address potential gaps before they become 
critical issues, ensuring that they have the right talent to 
meet future demands. 

2. Effective Talent Gap Fulfillment: With a clear 
understanding of existing gaps, organizations can 
implement a comprehensive plan to address these 
deficiencies. This plan may involve both internal talent 
development and external recruitment, ensuring that the 
organization attracts and nurtures the necessary skills 
and competencies to sustain its growth and success. 

3. Enhanced Development and Recruitment Strategies: 

Accurate profiles of the required talent, generated 

through technology-driven insights, facilitate the 

creation of more targeted and effective development 

programs and recruitment strategies. Organizations can 

tailor these programs to address specific needs and 

align them with the strategic goals of the company, 

thereby improving the overall effectiveness of their 

talent management efforts. 

4. Continuous Improvement of Programs: Regular 

insights into the progress of recruitment and 

development initiatives, supported by technology, allow 

organizations to continuously refine and enhance their 

programs. This ongoing evaluation ensures that talent 

management strategies remain aligned with the 

company's evolving needs and goals. 

 

To achieve these outcomes, it is essential to capture talent 

data at the source of transactions within a well-structured 

process during daily talent management activities. 

Consolidating this structured data within a comprehensive 

talent profile, and subsequently integrating it with advanced 

talent analytics, embodies the best practices for building a 

robust and dynamic talent pool. By doing so, organizations 

can ensure that their talent management efforts are not only 

efficient but also strategically aligned with their long-term 

objectives, fostering a thriving and resilient workforce 

capable of meeting future challenges. 
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