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Welcome to the first issue of the Four Groups Leadership, Intangibles and Talent review. The purpose is to try to distil and comment on some of the more interesting and articles shaping the field. That said, the subject matter is not
strictly defined but takes into account wider economic issues, particularly given the challenging climate. In this
issue, articles have been included from the likes of Deloitte, IBM, McKinsey, The Hay Group and Towers Perrin. There
is no set criteria for inclusion, just that an article, survey or blog entry should be thought provoking, challenging or
state more than the obvious. Comments and feedback are of course welcome.
Summary for Q4 2008
Unsurprisingly, many articles are focusing on what it will take to emerge from the current downturn in a position of strength.
As such the main themes focus on;
• Is creativity and intelligence being filtered out of the system?
• The need to let go of many of HR’s traditional functions
• The need for senior level sponsorship
• The psychological change agenda
• Managing talent
• Ethics and employee branding
There seems to be considerable agreement that the organisations likely to manage and emerge from the downturn in the
strongest position are ones which are; flexible, promote clear and consistent communication, are innovative and exhibit consistency between their internal and external behaviour. The theme tying all these attributes together is developing the ability to manage the intangibles of organisational behaviour, such as; social networks, collaboration, innovation and change.
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