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TALENT ASSESSMENT FOR SUCCESSION MANAGEMENT 

Succession Management 
A talent management process to systematically identify, assess and develop potential talent to ensure leadership 

continuity within an organisation 

1 Assess talent potential and readiness to succeed critical roles 

2 Identify strengths and development areas among potential successors 

3 Build a pipeline of potential successors to ensure leadership continuity in the organisation  

4 Identify most-suited potential successors to fit the critical roles 
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THE THREE CORE PEOPLE DIMENSIONS ESSENTIAL IN TALENT ASSESSMENT 

Job 

Performance 

Ability 

Behaviour Competency 

How agile a talent’s cognitive ability 

is to learn and adapt his/her 

competencies and attributes to existing 

and changing environments 

How proficient a talent’s acquired  

   knowledge and skills are to  

     excel within the organisation’s  

   competency expectations 

How a talent behaves 

and demonstrates his/her 

attributes that fit into  

the role requirement 

Culture Fit 

The three core people dimensions in talent – ability, behaviour and competency – interact with each other within the 

ecosystem of organisational culture to predict talent’s performance and qualities at the workplace, as well as his/her 

suitability in the organisational culture. 
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Name: Candidate A Current Role: General Manager
Target Role: 

Divisional Manager

Business 

Diversification

Business diversification 

entails product/service 

diversification and/or M&A to 

counterbalance the 

organisation’s own strengths 

and weakness in order to gain 

a competitive advantage and 

achieve its stretch target.

Operational 

Excellence

Ensure operation efficiency 

based on the principles of 

quality-, cost- and 

convenience-leadership in 

order to achieve strategic 

success. 

People Growth

Human resource

management to equip 

workforce with the tools, skills 

and internal support that are 

essential to achieve 

organisation’s strategic plan. 

Strategic Alliances

Network and partnership 

enable organisation to gain

access to appropriate array of 

resources and competencies 

needed to complement its 

own; to obtain support from 

stakeholders; to gain 

customer loyalty from its 

clients. 

Solving 

Problems

Critical Area / 

Candidate’s Area of 

Development

Non-critical Area / 

Candidate’s Area of 

Development

Influencing 

People

Critical Area / 

Candidate’s Area of 

Strength

Critical Area / 

Candidate’s Area of 

Strength

Adapting 

Approaches

Non-critical Area / 

Candidate’s Area of 

Strength

Delivering 

Results

Critical 

Competencies

Organisation’s 

Strategic 

Plan

Assessment of Talent Potential 

1. Define position 

requirements 

2. Assess talent potential 

and abilities 

3. Analyse and document 

assessment results 

4. Chart out talent 

competency potential 

HOW EVANT & CO ASSESSES TALENT POTENTIAL AND READINESS 

work behavioural 

styles and 

competencies 

a person’s abilities to 

perform certain intellectual 

or cognitive tasks 

broad overall effectiveness 

characteristics of 

performance at work 

Supported by valid and reliable assessment tools 

Aptitude Assessments 

Wave 

Performance 360 

Job Profiler 

Behaviour Assessment 

Talent Potential Overview 
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4. Chart out talent competency potential 
 

Map talent assessment findings to overall strategic 

plan to highlight strengths and weaknesses 

3. Analyse and document results 
 

Present talent potential insights in individual 

development and management-level report 

 

2. Assess talent potential and abilities 
 

Evaluate talent with  psychometric assessments and 

validate assessment findings through feedback 

Swift Executive Aptitude:

This test measures verbal, numerical and abstract 

analysis, which are important in the world of work for 

a variety of roles. This section of the report provides 

a total test score relative to the comparison group: 

Professionals and Managers (IA; 2009). Candidate A 

performed better than 73% of the comparison group.

Wave Performance 360:

This report is based on the completion of Wave 

Performance 360 which explores performance in a 

number of work areas. The results are based on the 

responses of Candidate A (the assessee) and the 

raters‘ evaluation of the assessee’s performance at 

work. Based on others’ feedback, Candidate A is 

effective in driving project completion and 

achievement, while he can work on further to 

enhance his organising skills to ensure more 

effectiveness management of complex projects.

Wave Professional Style:

This report is based upon the Styles assessment, 

which explores an individual's motives, preferences, 

needs and talents in critical work areas. 

The results are based on a comparison with a group 

of over 9,000 professionals and managers and are 

presented on a 1 to 10 Sten scale. Clear strengths 

of Candidate A are creating innovation, 

communicating information and driving success. On 

the other hand, further improvement is 

recommended in the areas of structuring tasks and 

processing details.

73

3

4

Psychometric  Report

Gap & Development 

Analysis

FY14 Talent Management

Name: Candidate A

Current Position: General Manager

Grade: 4

Development Gap:

Impact & Influence and Visionary Thinking are suggested to be 

Candidate A’s areas of improvement. While he performed at an average 

level for these two competencies, there are scopes for further 

development. He appears to be less attentive to others’ perspectives, 

which may potentially hinder his ability to influence others on important 

agenda. Candidate A is good in setting direction and challenging goals, 

however he may not be as effective if he does not improve on his 

leadership competency in leading the team towards common goals. 

Misalignment of goals and directions within the team may happened and 

hence impact the team achievement.

Recommended Development Interventions:

• Do not just rely on formal communication and information sharing 

channels to keep people aligned to a vision. Increase the frequency of 

dialogue and discussion. Always keep reminding team member about 

the big picture, about what is expected of them, and the 

consequences of their actions.

• Learn how to share responsibility for both successes and failures of 

the team and those whom you work with. Make it a point to give due 

recognition and acknowledgement to others when they have done 

well.

• Spend time to listen attentively when others are speaking or sharing 

their points of view.

• Involve and identify with your team the key activities necessary to 

accomplish the vision for the future business, and empower them to 

utilise their strengths towards the goal.

Psychometric  Report

Gap & Development 

Analysis

FY14 Talent Management

Name: Candidate A

Current Position: General Manager

Grade: 4
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Shows competency in 

strategic thinking and 

problem solving

Shows detail 

orientation and task 

focus – may be 

delegated away

Name: Current Role: Target Role:

Commercial
‘Commercial’ entails the selection 

and development of the markets 

in which PE will compete in order 

to gain a competitive advantage 

and achieve its stretch target of 

RM2bil market capitalisation in 

2017.

Processes
PE’s operation efficiency based 

on the 5 basic performance 

objectives that apply to all 

operations in order to achieve 

strategic success, i.e. quality, 

speed, dependability, flexibility 

and cost.

People
Human resource management 

that is aligned to the strategic 

management process to groom 

PE’s workforce into dynamic and 

well-rounded individuals.

Brand
PE’s brand strategy that is 

aligned to the organisation’s 

goals and core values, 

internalised and embraced by 

employees and communicated in 

a clear and consistent manner to 

external stakeholders.

Partnership
Partnerships enable PE to tap 

into the appropriate array of 

resources and competencies 

needed to complement its own; 

with vendors, to obtain cost-

savings; and even with its clients 

to ensure customer loyalty.

Solving 

Problems

Critical Area / Candidate’s 

Area of Development

Influencing 

People

Critical Area / Candidate’s 

Area of Strength

Critical Area / Candidate’s 

Area of Strength

Adapting 

Approaches

Non-critical Area / 

Candidate’s Area of 

Strength

Delivering 

Results

Non-critical Area / 

Candidate’s Area of 

Development

Technical 

Competencies

Critical 

Competencies

PE’s 5-Year 

Mission

1. Define position requirements 
 

Define expectations of critical roles through a job 

profiling exercise 

HOW EVANT & CO ASSESSES TALENT POTENTIAL AND READINESS 
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4. Chart out talent competency potential

Map talent assessment findings to overall strategic 

plan to highlight strengths and weaknesses

3. Analyse and document results

Present talent potential insights in individual 

development and management-level report

2. Assess talent potential and abilities

Evaluate talent with  psychometric assessments and 

validate assessment findings through feedback

Swift Executive Aptitude:

This test measures verbal, numerical and abstract 

analysis, which are important in the world of work for 

a variety of roles. This section of the report provides 

a total test score relative to the comparison group: 

Professionals and Managers (IA; 2009). Candidate A 

performed better than 73% of the comparison group.

Wave Performance 360:

This report is based on the completion of Wave 

Performance 360 which explores performance in a 

number of work areas. The results are based on the 

responses of Candidate A (the assessee) and the 

raters‘ evaluation of the assessee’s performance at 

work. Based on others’ feedback, Candidate A is 

effective in driving project completion and 

achievement, while he can work on further to 

enhance his organising skills to ensure more 

effectiveness management of complex projects.

Wave Professional Style:

This report is based upon the Styles assessment, 

which explores an individual's motives, preferences, 

needs and talents in critical work areas. 

The results are based on a comparison with a group 

of over 9,000 professionals and managers and are 

presented on a 1 to 10 Sten scale. Clear strengths 

of Candidate A are creating innovation, 

communicating information and driving success. On 

the other hand, further improvement is 

recommended in the areas of structuring tasks and 

processing details.

73

3

4

Psychometric  Report

Gap & Development 

Analysis

FY14 Talent Management

Name: Candidate A

Current Position: General Manager

Grade: 4

Development Gap:

Impact & Influence and Visionary Thinking are suggested to be 

Candidate A’s areas of improvement. While he performed at an average 

level for these two competencies, there are scopes for further 

development. He appears to be less attentive to others’ perspectives, 

which may potentially hinder his ability to influence others on important 

agenda. Candidate A is good in setting direction and challenging goals, 

however he may not be as effective if he does not improve on his 

leadership competency in leading the team towards common goals. 

Misalignment of goals and directions within the team may happened and 

hence impact the team achievement.

Recommended Development Interventions:

• Do not just rely on formal communication and information sharing 

channels to keep people aligned to a vision. Increase the frequency of 

dialogue and discussion. Always keep reminding team member about 

the big picture, about what is expected of them, and the 

consequences of their actions.

• Learn how to share responsibility for both successes and failures of 

the team and those whom you work with. Make it a point to give due 

recognition and acknowledgement to others when they have done 

well.

• Spend time to listen attentively when others are speaking or sharing 

their points of view.

• Involve and identify with your team the key activities necessary to 

accomplish the vision for the future business, and empower them to 

utilise their strengths towards the goal.

Psychometric  Report

Gap & Development 

Analysis

FY14 Talent Management

Name: Candidate A

Current Position: General Manager

Grade: 4
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delegated away

Name: Current Role: Target Role:

Commercial
‘Commercial’ entails the selection 

and development of the markets 

in which PE will compete in order 

to gain a competitive advantage 

and achieve its stretch target of 

RM2bil market capitalisation in 

2017.

Processes
PE’s operation efficiency based 

on the 5 basic performance 

objectives that apply to all 

operations in order to achieve 

strategic success, i.e. quality, 

speed, dependability, flexibility 

and cost.

People
Human resource management 

that is aligned to the strategic 

management process to groom 

PE’s workforce into dynamic and 

well-rounded individuals.

Brand
PE’s brand strategy that is 

aligned to the organisation’s 

goals and core values, 

internalised and embraced by 

employees and communicated in 

a clear and consistent manner to 

external stakeholders.

Partnership
Partnerships enable PE to tap 

into the appropriate array of 

resources and competencies 

needed to complement its own; 

with vendors, to obtain cost-

savings; and even with its clients 

to ensure customer loyalty.

Solving 

Problems

Critical Area / Candidate’s 

Area of Development

Influencing 

People

Critical Area / Candidate’s 

Area of Strength

Critical Area / Candidate’s 

Area of Strength

Adapting 

Approaches

Non-critical Area / 

Candidate’s Area of 

Strength

Delivering 

Results

Non-critical Area / 

Candidate’s Area of 

Development

Technical 

Competencies

Critical 

Competencies

PE’s 5-Year 

Mission

1. Define position requirements

Define expectations of critical roles through a job 

profiling exercise

KEY OUTCOMES ACHIEVED FROM STRUCTURED TALENT POTENTIAL ASSESSMENT  

Critical roles have identified potential 

successors with clear development plan 

Established commitment from potential 

successors and senior management on 

development for succession 

With a secure pipeline, focused training 

and development can be implemented to 

sustain the succession management 

cycle 

Talent engagement is enhanced as 

potential successors have a realistic view 

of their career path within the 

organisation 

Talent Potential Assessment  

Key Outcomes 




