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COACHING 

ACCOMPLISHMENTS

Companies need to use 

coaching to break the “law of limited  

performance;” people soon discover the 

level of performance their managers will 

settle for and gravitate to that level.  

Managers assume that’s all people are  

capable of achieving, so they accept it as 

fact and quit challenging them to get  

better.  By shifting the coaching mindset 

and focusing on what people can  

accomplish instead of what they can’t do, 

you’ll unleash the achievement drive  

required for continual improvement. 

BEING PEOPLE-FOCUSED

Although healthcare professionals expect 

salespeople to have deep knowledge of 

product features and benefits, they’re 

buying from — and for — people. They 

can sense whether the rep is there just to 

make a sale or to provide solutions that 

make life better for the patient, physician 

and organization. People are compelled 

to listen to and act on recommendations 

from a trusted advisor. Patient focus, 

honesty, integrity, sincerity, respectfulness 

and passion to make a difference shine 

through.

Workplace Values Matter More than Pay

% US CEOS WHO AGREE THAT TOP TALENT PREFER TO 

WORK FOR ORGANIZATIONS…

With social values aligned 

to their own

That provide competitive 

compensation

Today 2020 Today 2020

57% 63% 39% 34%

Source: PwC 2016 US CEO Survey

56 March 2016  ●  PharmaVOICE

ccording to PwC’s 2015 US CEO survey, 
CEOs say they want a workforce that 
reflects an increasingly diverse customer 

base that’s more global and tech-savvy. They 
are also creating new models to pave a new 
path forward. 

They are using data-supported talent strat-
egies; fostering innovation-friendly cultures; 
thinking of diversity differently; and pairing 
up producers, the ideas people, with perform-
ers, those who convert good ideas to good 

business so that opportunities — the known 
and the unknown — don’t get missed.

PwC analysts report in a world with more 
opportunities, U.S. CEOs know they need to 
scale up their organizations’ ability to learn and 
innovate. They’re looking for talent in more 
places to fuel the bigger bets they’re making. 
In all, 80% of U.S. CEOs say they are looking 
for a much broader range of skills when hiring 
than they did in the past. And 92% say they’re 
using multiple channels, including online and 
social, to recruit candidates.

Skills shortages are a factor as companies 
revamp recruiting methods: 78% of U.S. 
CEOs are concerned over the availability of 
key skills, up from 70% a year ago. Concern 
levels are rising even as CEO hiring plans are 
little changed on the year with 59% expecting 
to expand headcount in 2015 versus 62% who 
said the same a year ago.

Stronger growth in the United States this 
year, and the added interest from CEOs around 
the world in growth from this market, will in-
crease the pressure building on U.S. businesses 
to secure the people they need to expand in 
new ways. 

In PwC’s 2016 US CEO survey, among the 
top 10 trends noted is that the millennials — 
the “digital-first” generation — last year be-
came the largest cohort in the U.S. labor force, 
and the oldest among them are now in their 
30s. There is agreement that top talent want 
more from work than pay, and that they want 
to work for companies that reflect their values. 
Understanding what motivates people to stay 

and help grow the business now 
and in the future is important.

According to McKinsey’s 
2015 Global Growth Model 
study, from 2005-2015 there 
were three times as many work-
ers as retirees. By 2025, the 
ratio of workers to retirees will 
be 1:1, making the candidate 
pool much smaller. Couple that 
with a need for specialized em-
ployees, especially in the tech-
nology and life-sciences fields, 
and it is clear candidates are in 
the driver’s seat. 

Often entertaining multiple 
job offers, workers are choos-
ing the employer whose values 
align with their own and one 

that lays out a clear path to career advance-
ment for them — making a strong employer 
brand critical to winning the best talent.

The skills companies need are different, 
too. Most U.S. CEOs (65%) say they are 
changing how they develop their leadership 
pipeline. The next generation of business lead-
ers will have to be comfortable with many new 
technologies.They will also need to be able to 
operate in a world with multiple stakeholders 
and diverse attitudes toward legal systems and 
values. The definition of global experience as 
a requirement for the C-suite is broadening 
beyond knowledge of overseas market demand 
and supply chain intricacies. 

 As the marketplace changes, companies need to realign their talent 
management strategies.

 Talent Optimization

Top Talent Trends in 2016

1.  Candidates are in the driver’s seat

2.  Investment hiring to edge out  

competition

3.  Smart data to source and develop talent

4.  Streamlined HR technologies enabling 

centralized global recruitment

5.  Candidate concierge experience

6.  Talent from within will be realized as a 

true asset

7.  Graduate recruiting for today and into 

the future

8.  Embracing diversity proving key to 

growth

Source: Korn Ferry
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APELLA EVENT SPACE AND
RIVERPARK, A TOM COLICCHIO RESTAURANT

AT THE ALEXANDRIA CENTER FOR LIFE SCIENCE
450 EAST 29TH STREET

NEW YORK, NY 10016

SEPTEMBER 15, 2016

Save the Date

Celebration
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