
The Solution

The Challenge

A prominent financial services organization 
were looking to improve how they hire, 
retain and develop best-in-class leaders. 

An assessment process that combined 
rigor, objectivity and in-depth insight were 
core requirements for the organization who 
knew that making the right talent decisions 
at leadership level was crucial to them 
realizing their ambitious strategic plans. 

The organization opted to embed Saville 
Assessment’s Leadership Impact model 
into their hiring and development 
processes for senior leader and 
executive levels. 

The Leadership Impact model provided 
recruiters and organizational 
development specialists with a unique 
insight into the likely impact a leader 
might have on key organizational 
outcomes aligned to business need. 

Impactful Selection & 
Development Assessment 
at Leadership Level

3Ps

18 Leadership Styles

9 Impact Areas

36 Dimensions

108 Facets

https://www.savilleassessment.com/leadership-impact-report/


The Outcome

The beginning of each assessment process, 
for both selection or development, started 
with a profiling workshop run by an 
experienced assessment specialist with key 
stakeholders, identifying the core 
operational and strategic requirements of 
the role using the Leadership Impact model. 

In a selection context, leaders 
completed the Wave Professional 
Styles questionnaire, generating a suite 
of Leadership Impact reports which were 
explored with leaders during in-depth 
debriefs with an assessment specialist. 
Key insights garnered on the individual’s 
leadership style, impact and potential 
risks were fed back to hiring managers to 
inform robust selection decisions. 

Implementing these processes has ensured that the organization has a 
streamlined, standardized, in-depth assessment process for all their most 

senior leaders.

Professional Leadership

Leadership Impact Areas

Name of role/project:

We begin all Leadership Impact projects with a needs analysis to help us to 
hone in on the specific areas that are important for individuals to have impact 
in as a leader given the context.

Please review the following list of 9 Impact areas. Using the boxes on the left-
hand side please rank the top 4 Impact areas based on importance, writing a 1 
in the box for your highest priority down to 4 for the lowest priority.

Maintaining productive delivery of goods and/
or services; driving quality customer service; 
delivering appropriate solutions.

Actively controlling risk; championing effective 
corporate governance; ensuring compliance with 
policies, procedures and legal requirements.

Building organisational expertise; promoting 
technical excellence; enhancing organisational 
reputation.

Administrators - focus on the quality of work while 
also maintaining activity levels.

Regulators - make use of establish principles and 
procedures to guide their leadership.

Intellectuals - lead by developing understanding 
and capability within their team.

Co-ordinators - organise and realise detailed 
plans.

Technicians - combine practical skills and factual 
understanding to develop solutions to issues.

Expert Advisors - combine analytical capability 
with an underlying self-confidence in their 
approach.

Service and Product Delivery 

Managed Risk

Expert Reputation

People Leadership

Creating a shared sense of purpose; enhancing 
employee motivation; building organisational 
morale.

Identifying market gaps or routes to market; 
cultivating innovation; generating impactful 
solutions.

Building effective teams; attracting and 
developing talent; utilising potential.

Delivering organisational transformation; building 
commitment to change; actively managing change 
processes.

Delivering influential communication; building 
cross-functional/geographic communication; 
encouraging involvement and consultation.

Increasing stakeholder value; establishing 
challenging organisational goals; driving 
organisational success.

Enthusiasts - engage others by building rapport 
and taking an optimistic approach.

Catalysts - promote new initiative by offering their 
insights and putting forward their approach.

Inspirers - lead by motivating others while 
asserting themselves in the leadership role.

Change Agents - seek out change and act to get 
things done differently.

Persuaders - lead through active communication 
and seek agreements which are mutually 
beneficial.

Strategic Opportunists - combine competitiveness 
with strategic awareness.

Facilitators - lead by responding to the needs of 
others.

Innovators - foster a creative and conceptual 
environment where original thought is valued.

Collaborators - lead by encouraging others to work 
together constructively in order to achieve goals.

Crisis Handlers - react to issues as they arise and 
decisively deal with crisis situations.

Consulters - develop wide networks of contacts 
and are responsive to external feedback.

Growth Seekers - combine a drive to achieve 
with a willingness to challenge the approaches of 
others.

Organisational Commitment

New Product/Markets

Successful Teams

Organisational Transformation

Communication

Organisational Growth

Pioneering Leadership

In a development context, leaders 
completed the same questionnaire and 
partook in coaching development 
conversations to understand the gap 
between current and potential impact and 
blockers that may be impeding that 
individual realizing their potential. Key 
insights from the coaching sessions were 
shared with line managers or mentors to 
support ongoing development.  

https://www.savilleassessment.com/wave-professional-and-focus-styles/
https://www.savilleassessment.com/wave-professional-and-focus-styles/


Benefits to the Organization

A bad hire at leadership level can cost as much as two 
times an employee’s annual salary*. Using an assessment 
process underpinned by the Wave questionnaire can help 
to reduce the risk of an underperforming hire from 1 in 5 to 
1 in 50, optimizing the organization’s chances of hiring the 
right leaders into the right roles. 

QUALITY

Recruiters and organizational development 
specialists are able to share unique insights 
with managers on leaders’ impact, style and 
risk to enable thoughtful decision-making 
based on multiple data points. Furthermore, 
insight gleaned through the process enables 
more individualized onboarding and 
development planning. 

Extensive profiling as standard for 
every role or development initiative 
ensures that all stakeholders are 
focused on where leaders need to 
have impact in order to provide the 
best chance of realizing the 
organization’s strategic ambitions.  

At an enterprise level, the organization has a wealth of data across 
selection and development scenarios to help benchmark the 
impact potential of their leaders and run gap analysis to inform the 
direction of talent initiatives to drive further impact at the most 
senior levels of the organization.



As a predictor of Sustained Engagement, driving 
development initiatives using the Leadership Impact 
output impacts wider engagement metrics across the 
teams that the leaders are responsible for.  

EFFICIENCY

www.savilleassessment.com

info@savilleassessment.com

The streamlined process allowed 100 senior leaders in a 
two-month period to partake in a development event, 
providing targeted development at individual, group and 
enterprise level to the most senior talent in the business in 
a quick and accessible manner. 

A company-wide standardized process for senior level 
assessments increases objectivity and helps reduce bias, 
leading to more diverse talent decisions.

* This Fixable Problem Costs U.S. Businesses $1 Trillion (gallup.com)
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