
Copyright © 2006-2017  IMD -  International Institute for Management Development. All rights, including copyright, pertaining 
to the content of this website/publication/document are owned or controlled for these purposes by IMD, except when expressly 
stated otherwise. None of the materials provided on/in this website/publication/document may be used, reproduced or 
transmitted, in whole or in part, in any form or by any means, electronic or mechanical, including photocopying, recording or 
the use of any information storage and retrieval system, without permission in writing from IMD. To request such permission 
and for further inquiries, please contact IMD at pressroom@imd.org. Where it is stated that copyright to any part of the IMD 
website/publication/document is held by a third party, requests for permission to copy, modify, translate, publish or otherwise 
make available such part must be addressed directly to the third party concerned.  

 
 
 
 

 
 
 
 
 
 
TALENT COMPETITIVENESS AND LEADERSHIP 
QUALITY 
 
INSIGHTS FROM THE IMD WORLD TALENT REPORT 

By IMD Professor Arturo Bris with Christos Cabolis and José Caballero 

 
 

IMD 
Chemin de Bellerive 23 

PO Box 915, 
CH-1001 Lausanne 

Switzerland 
 

Tel: +41 21 618 01 11 
Fax: +41 21 618 07 07 

info@imd.org 
www.imd.org

mailto:pressroom@imd.org
mailto:info@imd.org


TALENT COMPETITIVENESS AND LEADERSHIP QUALITY | Insights from the IMD World Talent Report 
 
 

IMD – www.imd.org                                                                                   Page 2/4 
 

Public policies can strongly influence the quality of leadership capabilities and competencies 
available in a particular country. For example, policies that increase education expenditure, 
personal security and workforce internationalization may determine the supply of high quality 
business leaders. To assess what public policies might have the greatest impact on high quality 
leadership, we performed a series of tests to identify which talent competitiveness indicators from 
the IMD World Talent Report have a significant influence on the components of IMD’s Global 
Leader Index (GLI). 
 
Talent competitiveness 
 
Talent is the set of individual competencies necessary for enterprises and the economy to achieve 
long-term sustainable value. There are two components to talent: 1) “hard” competencies, which are 
structural and function as enablers of development – for example, investment in the educational 
system; and 2) “soft” competencies, which are in a sense the outcome of hard competencies and 
include language skills. These factors go beyond a mere increase in investment and include other 
elements that boost, for example, the motivation and productivity of the workforce through suitable 
incentives. Talent competitiveness is thus the extent to which an economy strikes a balance 
between hard and soft talent components, which enables it to achieve long-term value creation. 
IMD’s talent competitiveness structure – which includes both “hard” and “soft” competences – is 
presented in Table 1. (Find out more about the methodology).  
 

 
Table 1: Talent competitiveness 

 
Global leadership 
 
The GLI assesses individual global leadership capabilities. It is composed of four leadership 
capabilities or factors: Strategic, execution, stakeholder and personal. Strategic leadership 
evaluates the capacity of leaders to define strategic objectives. Execution leadership is the ability to 
implement the organization’s strategy to achieve specific objectives. Stakeholder leadership refers 
to the capacity of individuals to engage other relevant players to achieve organizational changes. 
Finally, personal leadership focuses on individual characteristics that allow leaders, for example, to 
inspire others. Each of these capabilities is composed of four competencies that were developed 
through survey questions that evaluate respondents’ leadership practices. Table 2 introduces the 
GLI structure. 

 

 
Table 2: Global leadership 

 

http://www.imd.org/
file:///C:%5CUsers%5Cmisavage%5CAppData%5CLocal%5CMicrosoft%5CWindows%5CTemporary%20Internet%20Files%5CContent.Outlook%5CC9AS4WR0%5CSee%20the%20IMD%20World%20Talent%20Report%20for%20details%20about%20the%20methodology%20underlining%20this%20structure%20http:%5Cwww.imd.org%5Cuupload%5CIMD.WebSite%5CWcc%5CNewTalentReport%5CTalent_2016_web.pdf
https://global-leader-index.imd.org/help-center/methodology
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Talent competitiveness and leadership quality 
 
Global leadership capabilities 
 
At the GLI capability level, we found evidence that highly skilled talent is attracted by the diversity 
level in the receiving communities. An increasing percentage of the female labor force (a proxy for 
workforce diversity) partially drives two leadership capabilities: strategic and stakeholder leadership. 
Strategic leadership is also highly influenced by total public expenditure on education, the quality of 
healthcare, the prioritization of talent attraction and retention, and remuneration. In addition, 
strategic leadership is also driven by three indicators of internationalization: availability of 
internationally experienced senior managers, language skills and student mobility. Other drivers of 
stakeholder leadership are expenditure on education, remuneration, language skills, student 
mobility, and high personal security and protection of private property. Evidence highlights the 
fundamental role of expenditure on education for the other two leadership capabilities – execution 
and personal leadership. Other drivers of personal leadership capabilities include personal security 
and private property protection, and student mobility.  
 
Global leadership competencies 
 
At the GLI competence level, the driving innovation competency includes the ability to encourage 
finding innovative solutions. Evidence shows that this competency is driven by a greater female 
labor force, remuneration, student mobility and strong educational achievements (as assessed by 
PISA). We find that the quality of a country’s health infrastructure is significant for communicating 
and implementing a company’s vision and strategy. There is also evidence that the cost of living, a 
limited brain drain and an effective tax system contribute to the clarity and execution of the vision 
and strategy. International mobility also drives this competency. The mobilizing stakeholders 
competency is driven by expenditure on education, the percentage of female labor force and 
language skills. In addition, the effectiveness of the health infrastructure, remuneration, an effective 
personal income tax rate and student mobility are statistically significant for stakeholder 
mobilization. Evidence suggests that the percentage of female labor force is also significant for 
empowering others (e.g., delegation of authority to increase others’ efficiency). Attractiveness of the 
country for foreign highly skilled people and management remuneration also drive this competency. 
Finally, we find that exposure to internationalization (i.e., student mobility) and educational 
achievements are also fundamental for the empowering people sub-factor.  
 
Conclusions  
 
Our study showed that the essential drivers of leadership are indicators related to diversity and 
internationalization. Evidence suggests that greater female labor force leads to the attraction and/or 
development of high quality leadership. In addition, our results highlight the positive leadership 
synergies resulting from the workforce exposure to international experience, language skills and 
mobility factors (i.e., proxies for internationalization). The latter is a source of global knowledge, 
broader experience and wider set of best practices. Our tests also show that investment in 
education and the country’s health infrastructure positively affect the quality of the available 
business leadership. Compensation levels are important but seem to play a less important role than 
investment in education, diversity and internationalization.  
 
Overall, the evidence shows that the impact of talent competitiveness on high quality leadership 
results from achieving a degree of harmonization between “hard” elements of talent (e.g., 
investment in education) and some of their “soft” counterparts (e.g., language skills). Public policies 
that ensure alignment between both sets of talent components contribute greatly to an economy’s 
competitiveness. 
 
Read more about the recently released IMD World Talent Report. 

 
Arturo Bris is Professor of Finance at IMD and directs the IMD World Competitiveness Center. 
Christos Cabolis is Chief Economist with the IMD World Competitiveness Center  
José Caballero is Senior Economist with the IMD World Competitiveness Center. 

http://www.imd.org/
http://www.imd.org/wcc/news-talent-report/
http://www.imd.org/about/facultystaff/bris.cfm
http://www.imd.org/wcc
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