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Chorus was coming to the end of the broadband fibre network 
roll out across the country and there was a critical need for the 
organisation to think differently about how they identify talent. 
This led Chorus to partner with Added Insight and Divergent & Co 
to assess the leadership capability in the organisation.

At the time, Kim Culpan, was Head of Organisation Development 
with Chorus. As part of her role, Culpan was responsible for 
learning and development, employee engagement, diversity and 
inclusion, and talent identification and development.

Previously, talent identification at Chorus was 
largely an ad-hoc process. 

“There wasn’t really a system in place,” says 
Culpan. “Talent identification was typically based 
on a chat between senior managers and the 
executive team. Performance came into it, but it 
was more about who you knew, as opposed to a 
systematic, robust analysis of the personnel and 
capabilities in the leadership team.”

When Mark Hutchinson from Divergent & Co 
started working with Chorus in 2016 he introduced 
the HR and executive team to the Talent Potential 
Survey he developed. 

The Talent Potential Survey started out as a 
paper-based workbook but it’s been through 
several iterations. During the lockdown in 2020, 
Hutchinson teamed up with Added Insight to 
leverage their expertise in talent assessment 
measurement and data analytics to turn the 
paper-based survey into a sophisticated online 
survey and reporting tool. 

“The survey is based on first principles from 
psychology, human potential and performance and 
my experience of working with leaders in different 
sectors and organisations,” says Hutchinson. “The 
fact that it's grounded in theory highlights how 
challenging it is to ask managers and executive 
teams to assess the talent in their organisation 
without some form of evidence-based support.”

“Without a tool like this, leaders are essentially 
flying blind. They're hostage to their own biases 
without realising it.

They promote people largely based on gut feeling 
and intuition. The Talent Potential Survey is a more 
objective way of assessing your talent pool and is 
designed to help line managers make better 
judgments to identify, manage and keep great 
people. It can also help organisations analyse and 
address issues with diversity and inclusion.”

Divergent & Co worked with Chorus with the initial 
talent calibration sessions and integrated the tool 
into their annual review and talent development 
process. 

“The new online tool is a significant 
improvement,” says Culpan. 

“It’s very user-friendly and quick and easy for line 
managers to complete. It saves a significant time 
but also gives you confidence in the data because 
the analysis and reporting is built-in.”

Typically it takes a manager 10-15 minutes to do 
an individual assessment and it’s usually done as 
part of an annual review. The survey assesses 
individuals using the AIM model of potential 
measuring the following traits:

The challenge for us wasn't with retention because 
Chorus is recognised as a good employer,” says Culpan. 
“The challenge for us was around future-proofing our 
organisation as it evolves and changes. 

Acumen — including focus, solution finding, 
future framing;

Influence — including self-awareness, 
interpersonal acuity and personal impact

Momentum — including drive, resilience and 
tenacity, initiative.

| 0
2



It also considers potential derailers like how volatile, defensive, over controlling or 
risk-averse an individual is, and how that impacts their potential and 
performance. It highlights people’s strengths and the areas they need to develop. 

As well as providing valuable insights on the individuals in a team the survey can 
also act as a red flag for managers completing the survey. 

“If a line manager is struggling to answer some of the questions then maybe they 
need to have more conversations with their team about their aspirations or 
concerns,” says Hutchinson. “The survey isn’t a blunt tool or a silver bullet 
solution. It's not a replacement for good line management; it's an aid to good line 
management. It supports line managers and HR to have better talent 
conversations and helps organisations manage people and their careers in a 
more intelligent and empathetic way.” 

The executive team at Chorus reviewed the data from the Talent Potential Survey 
as part of a broader discussion of the talent within the organisation. For Chorus, it 
was a new way of thinking about the talent identification process. Some of the 
questions the survey helped answer included: 
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How engaged and aligned are these people in the 
organisation?

What potential do they have to develop and grow into more 
complex roles?

What individual and collective strengths and development 
areas do our leaders have?

Are there any derailers or behaviours of concern that need to 
be addressed?

How are we developing them? 

What's their next move? 

| The Result
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“When you get into the nitty gritty of assessing 
people and their potential it shouldn’t be a ‘tick the 
box’ exercise,” says Culpan. “You really have to 
think about your answers. The survey forces you to 
look at the people you work with every day in a 
different light. One of the key issues it helps to 
uncover is whether or not any of your senior leaders 
might be a flight risk. That has always been critical 
— especially for the top talent in an organisation — 
but it's even more so today given how challenging 
the recruitment market is.”

“It's a reminder that retention is just as important as 
recruitment. Executive teams are often so focused 
on running the business, it’s easy to lose track of 
their key people and where they're at. The cost to 
the business of losing key senior people who have 
invested years in the organisation is huge. There's 
an enormous amount of intellectual property that 
goes out the door when a senior leader leaves an 
organisation.” 

If companies don't manage their internal talent they 
end up with no choice but to go to market. They 
have to go through a costly and time consuming 
recruitment process. The reporting capability of the 
Talent Potential Survey gives executive teams an 
overview of who they might be at risk of losing and 
how important they are to the organisation.

One of the major benefits for Chorus was the ability 
to get a deep understanding of their managerial 
team at an individual level but also an overview of 
the talent pool within the company.

“The more data you can use to support decision 
making in an organisation, the better,” says Culpan. 
“This tool gives you data and reports that are really 
valuable when it comes to the talent development 
process. It has implications for future processes and 
personal development programmes both for 
individuals and in terms of the general capability 
across the leadership group. It helps you answer 
the question: ‘What skills and qualities are lacking 
in our leaders or do we need to develop as a 
priority?”

The survey is not just a sorting mechanism. The real 
value lies in the data that helps inform the broader 
talent conversation in organisations.

“It helps executive teams manage and 
develop their people better,” says 
Hutchinson. “If they know who their best 
people are they can put a plan in place for 
their development and do their best to make 
sure that they're happy.”

“People usually leave organisations because they 
don't feel they're growing. Most companies have 
figured out how to create good working 
environments for their staff but not many have 
figured out how to ensure their key staff feel valued. 
This survey tool helps organisations identify and 
manage and develop their people so they've got the 
leaders they need for the future.”
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Added Insight

Added Insight is on a mission to connect people and change lives 
through insight and learning. We deliver strategic people and 
capability insights and innovative solutions to transform people, 
teams, and organisational performance at scale. Added Insight 
partners with a broad range of NZ and global organisations, 
supporting clients with Talent Strategy through to the 
assessment of executives, leaders and professionals. We help 
your team and business grow by simplifying data analytics and 
turning it into meaningful, predictive insights.

Divergent & Co

With a vision to enable leaders to realise transformational potential 
at the personal, organisational and societal levels, Divergent & Co 
is a leadership and organisational change consultancy delivering 
strategic partnership to New Zealand organisations in the 
leadership, capability and culture space. Divergent & Co works to 
raise the performance and capability of executive teams in 
significant New Zealand organisations.
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Added Insight &
Divergent & Co
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