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Getting the right people through the door is one of the 
most undervalued areas in HR.

Without the gatekeepers of the organisation bringing in 
good people, an organisation will go nowhere.  

Guard your front door well and you solve a lot of issues 
about performance, talent and engagement; do it poorly 
and you’re storing up problems down the line, ending in 
underperformance, grievances, and a convoluted and 
inefficient talent pipeline.

Good talent acquisition is also the key to getting diversity 
right – without diversity an enterprise will stagnate. 
Abandon the cookie-cutter ‘like-me’ approach and seed 
in a range of talent, and you can mitigate bias, as well as 
giving the organisation the agility to shift with the 
climate of disruption pervading business across the 
globe in the 21st century.
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Roche: Transforming 
Recruitment into an internal 
Talent consultancy



Roche

The third largest pharmaceutical company in the world, 
employing over 94,000 people in its entirety, Roche are 
pioneers in healthcare.

Understanding the importance of talent acquisition, 
they had a vision for their function that placed it in an 
advisory role to the rest of the organisation, adding 
unique value and bringing in a mix of talent that would 
feed the long-term strategic agenda.

They wanted to move away from a numbers-based 
model, bringing in the same type of talent based on an 
outdated model that emphasised speed of hire. They 
would replace this with a more consultative stance, 
focusing on finding the people that, although in need of 
some investment and development, would reduce the 
pain, time and money that go into underperformance. 
This meant more persuasive seeking and ‘selling in’ of 
talent, as well as a focus on diversity.

They also wanted to improve the candidate experience, 
so that whether or not they were offered the job, people 
would feel that they had been treated well and had 
learned something about themselves.

The first step towards these goals would have three 
objectives. To equip the recruitment team with the skills 
and competence to be successful; to help them better 
understand themselves to achieve that; and to give 
them clarity about what they want to do in their lives. In 
short:
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“ “To help people work out what 
they want to do, and then be 
brilliant at it.” 

Andrew Armes, 
Head of Recruitment



One: Investigation

Stage one of the process focused on gaining self-
insight. Using IG’s Insights Coaching approach, and 
psychometrics, we helped each individual gain a 
much better understanding of themselves, their 
capability and how that would likely play out in the TA 
context.

Committing to this process isn’t easy.

But it can bring some truly valuable insight, tackling 
issues that are at the heart of what hold people back 
in their professional, and personal, development.
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“ “Personal insight doesn’t always 
come with bells on – it brings 
some darker stuff with it too. 
The uncomfortable truths can 
be hot and difficult.” 

Andrew Armes

“I’ve always wrestled with the 
idea of being bold, finding the 
balance between being 
forthright with my vision and 
respecting someone’s right to 
choose. The work with IG has 
helped me step into this 
dynamic with greater 
confidence. As my team said to 
me post-intervention: ‘Andrew, 
if you see it, call it.’ And now I 
feel happier doing that.”

Andrew Armes

“



Two: Aggregation

Stage two aggregated all the data we had collected, 
creating a gap analysis that would juxtapose the ‘As Is’ – 
how things are now – with the ‘To Be’ – the vision of the 
future. This looked at the capability of the team members, 
the culture, and the management practices. It also 
evaluated the overall team dynamic, looking at how 
individuals’ qualities and capabilities fitted together as a 
working unit.

Two key development areas for improved insight and 
influence came out of this evaluation.

1. Building people judgement skills

As well as improving the team’s ability to assess individuals, 
this meant establishing a framework or toolkit to bring 
more data and objectivity to judgements about people.

2. Stakeholder management skills

As internal consultants, one needs influence: the ability to 
create opportunities by working proactively with hiring 
managers, leverage the networks of people they hire in, get 
better feedback on the candidate experience, and 
establishing leads for other available talent.
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Three: Planning

Stage three was concerned with bringing the team 
together to discuss what they had learned so far, and 
bridging the gap between the current status quo and 
the vision for the future with a concrete series of 
actions.

Some reflections on the process from 
those involved:

“

“ “An enlightening, non-judgmental 
and empowering experience. They 
say knowledge is power, but 
knowledge of one’s self is powerful ... 
and I left feeling powerful.”   

Tamsyn Elahi, Talent Attraction & 
Resourcing Partner

“Embracing this experience has helped me 
define who I am, to recognise my own 
brilliance and make the move from 
ordinary to extraordinary.” 

Tracey Anderson, Global Resourcing Specialist

“
“The work has caused a wonderful 
removal of separation between the 
members of the team and myself. 
There’s less miscommunication and 
less need for communication overall – 
because nearly all our energy is 
heading in the same direction now.” 

Andrew Armes
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“The discussions with Alex were 
incredibly useful. His coaching has 
helped me prioritise and set clear 
goals. He helped me achieve clarity 
in relation to my career aspirations 
and challenged certain mis-
perceptions I had about myself.”

 Andrew Nelson, UK Early Careers (Interim Consultant)

“IG had a lovely approach. Dan and 
Alex have a rare ability to understand 
their agendas and get their own egos 
out of the way of the work. They 
managed to reach a delicate balance between 
this and holding the overall outcomes in mind. 
There are lots of 
good coaches, but this combination 
is rare and has been a powerful transformative 
force for the team. I’m 
really appreciative of their work.” 

Andrew Armes

“

“

Feedback from the wider organisation was also very positive: they 
felt that the team’s ability to add value and build relationships had 
grown. Even at this early stage, they could see a culture of self-
insight, clear communication and honesty percolating through the 
layers of the organisation.




