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In most organizations, talent is the essential resource1—
in fact, your talent is the one thing that can distinguish 
you from your competitors. Without the right people 
to execute and deliver the organization’s strategy and 
objectives at all levels, the business will fail to reach its full 
potential. 

A board’s oversight responsibility is well understood 
in the areas of risk governance, ethics, and corporate 
responsibility, but less often mentioned with regard to 
talent. Yet, talent is an intrinsic part of the risk culture of an 
organization. 

Instances where talent is at the core of major organizational 
risk are increasingly prevalent. Talent is, however, an area 
of organizational risk where boards often fail to implement 
comprehensive controls. 

Oversight of an organization’s talent clearly falls within 
the board’s responsibilities. Traditionally, talent had 
been focused on hiring the chief executive officer, 
determining executive compensation, planning senior 
executive succession, and recruiting and developing board 

1 In this paper, the term “talent” refers to every person who affects the 
success of the organization and drives disproportionate value. 

members. Yet the board’s responsibility for talent extends 
well beyond those duties. The ability to attract, develop, 
and retain talent, particularly at the leadership level, has 
become a major factor in all capital investments, business 
strategies, and organizational growth. As a result, it is an 
important consideration for boards of multinational and 
owner-managed businesses alike. 

How can the board help the organization attract, develop, 
and retain talent?

Boards play a key role in overseeing that talent strategies 
are in place to execute on the overall business objectives 
as well as manage the talent-related risk inherent in the 
commercial world today. In this role, the board should 
confirm that its organization has an effective and robust 
talent management program capable of delivering value 
for shareholders. As noted by the Deloitte Governance 
Framework, talent is one of the five critical governance 
elements over which the board provides active oversight. 
Executing active oversight with regard to the five 
elements—performance, strategy, governance, talent, and 
integrity—cannot be delegated to management.2

2 Hot Topics: CEO Succession Planning and Talent Considerations, 
Deloitte Center for Corporate Governance, 2012.

The essential resource
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This publication aims to assist board members in defining 
and carrying out their oversight responsibilities with regard 
to talent. To that end, it covers six important emerging 
issues that affect the strategic management of talent in 
today’s organizations:

1.	 Overseeing talent-related risks

2.	 Increasing management accountability for talent

3.	 Considering the impact of demographics on business 
and talent management strategies

4.	 Understanding the talent retention risks

5.	 Maintaining the right talent oversight by the board of 
directors

6.	 Planning for succession in family businesses.

Deloitte offers this publication to boards as a guide 
focused on key strategic issues relating to talent. Our 
objective is to assist boards in defining their roles 
and responsibilities with regard to talent oversight 
and to provide ideas, as well as questions, to pose to 
management regarding this essential resource. 
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1. Overseeing talent-related risks

Risk oversight is the foundation for the board and 
management to govern the organization and make sound 
business decisions. Organizational risks include talent-
related risks and are frequently identified by organizations 
as some of the most critical issues they face. Talent-related 
risks traditionally include lack of succession planning; 
planned or sudden loss of key personnel; lack of return 
on leadership investment or senior external hires; and 
failure to attract, develop, and retain talent. These risks 
can extend to poor talent planning to support capital 
investments and business strategy; for example, limited 
leadership bench strength3, reputational exposure, 
productivity risk, and inability to execute due to lack of 
workforce planning. 

To more effectively oversee risks related to talent, boards 
should periodically and proactively consider the following 
talent-related risks identified in a recent Deloitte report:4

•	 Reputational risks: Financial missteps, ethical breaches, 
legal problems, or even poor performance by executives 
can have an impact on a company’s revenue, profits, 
and market value for years to come, particularly when 
publicly reported in the media. This is particularly 
important because decisions are often made by one or 
more key individuals in an organization.

•	 Crisis management: “Black swan” events—
low-probability events that have far-reaching impact—
are increasingly common. Does senior management 
have a detailed crisis management plan that governs 
how the organization addresses these issues? Risks 
include changes in economic and market trends, the 
sudden departure of business-critical talent, poaching of 
whole teams by external sources, and health and safety 
incidents. 

•	 Business and regulatory risks: Boards should satisfy 
themselves that their talent strategies, compensation, 
and incentive plans are aligned to create a culture that 
supports the pursuit of business goals within regulatory 
constraints.

3  Bench strength refers to the capabilities and readiness of potential 
successors to move into leadership positions.
4 Human Capital Trends 2012: Leap Ahead, Deloitte,  
www.deloitte.com.

•	 Broader HR risks: HR risks have expanded beyond 
compliance with labor regulations. While those remain 
important, companies now face a broad range of 
talent-related risks that can undermine organizational 
performance. These range from security, intellectual 
property, employee fraud, and financial risks to the risks 
of incompetence, poor judgment, and lack of loyalty.

Improving oversight of talent-related risks
Improving the oversight of talent risk begins with 
understanding those risks and management’s approach 
to addressing them. Here are five key steps for boards to 
consider in their talent oversight role: 

•	 Review talent-related risks: Many boards have 
adopted a twice-a-year talent review in which the 
chief human resources officer (CHRO) summarizes 
the external talent trends, and workforce and talent 
strategy for the business, including a comprehensive 
review of talent, HR risks and the associated mitigation 
strategies.

•	 Develop measurable outcomes: It is also wise to 
request a benchmark analysis that covers employee 
engagement, top performer and executive attrition, 
and other factors related to talent retention at the 
senior levels and for other critical positions. This can be 
accomplished by leveraging industry or HR data and/or 
using historical organizational data as comparisons.

•	 Assign the responsibility: More and more boards 
designate a director and/or members of the 
remuneration committee to address talent-related 
issues and risks (often a former or current CHRO), and 
ask for frequent “in camera” sessions with the board 
on talent-related risks. The head of HR could report 
to both the CEO and the board. For the board, this 
designated director can help raise awareness of talent 
issues; moreover, this individual has the appropriate 
background to question management and inform the 
board about talent-related risks and how management 
is addressing them.

•	 Monitor the talent pipeline: Talent supply and 
demand data should be reviewed as part of capital 
investments and business strategy reviews at least 
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annually, and ideally more frequently. In addition, the 
need to develop new products, enter new markets, 
or combat new competitors will dictate the demand 
for specific experience and skills. The board should 
ascertain that management and the HR team have plans 
in place to meet that demand.

•	 Align the talent and business strategy: In reviews 
of strategy, the board should ask management how 
it aligns the talent strategy with the business strategy. 
Forward-looking talent strategies maintain this 
alignment while helping target investments in talent 
development for optimal efficiency and effectiveness. 
The board should also be aware of talent issues 
related to any initiative that comes up for its review 
or approval. For example, in merger and acquisition 
(M&A) situations, talent due diligence is often neglected 

and talent the organization intended to acquire on 
Day 1 may be lost. In a recent survey, only a quarter of 
respondents indicated that talent/HR metrics were used 
to determine the overall success of their transaction. 
Among the same respondents, those that rated their 
M&A as successful or highly successful were far more 
likely to have considered talent implications during the 
due diligence stage.5

In general, sound talent management strategies and 
programs can greatly reduce risk, improve sustainable 
performance, and improve the organization’s ability to 
attract external talent. Board oversight into this process can 
not only provide experienced insight, but help to identify 
and reduce the risks and take talent management to the 
next level.

5 Human Capital Risk in Mergers and Acquistions, FEI Canada, 2012.

Questions for directors to ask:

•	 What are the key talent risks associated with our core business 
strategies? With our major investments?

•	 What is our talent bench strength? How is our organization 
mitigating succession risks?

•	 What plans are in place to bring about smooth succession or 
substitution of our key talent, if the need arises?

•	 How can we strengthen our talent-related due diligence in joint 
venture and M&A situations?
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2. Increasing management 		
		 accountability for talent 

Boards are facing more public scrutiny and increasing 
stakeholder expectations at a time when management is 
seeking ways to expand organizations more rapidly while 
managing risks and reducing costs. The latter goal—cost 
reduction—often involves changing leadership, workforce 
size, location, and deployment. Furthermore, on the topic 
of public scrutiny and increasing shareholder expectations, 
some jurisdictions have instituted shareholder advisory 
votes on compensation (e.g., say-on-pay in the United 
States and similar rules in the United Kingdom, Germany, 
Australia, and elsewhere) that allow shareholders to vote 
against compensation packages for corporate executives. 

In this context, Deloitte’s research of several hundred 
company directors highlights the importance of boards 
obtaining management assurances with respect to 
workforce strategies. A distinct shift in board inquiry 
is emerging, going beyond the important questions of 
executive compensation and succession planning.

Boards and management teams should focus on 
understanding the talent strategies underpinning the key 
business objectives. Increasingly, boards are looking for 
more integration between business and talent strategies as 
well as more talent-related data to inform their decisions:

•	 Business strategy oversight: Boards are conducting 
formal reviews with business leaders to understand the 
leadership and talent strategies that support execution 
of their business objectives and key capital investments.

•	 Accountability and execution: Boards are taking a 
closer look at how leaders are executing and reviewing 
key performance indicators (KPIs), with emphasis 

on sustained performance versus “one-off” peaks in 
performance. Boards are asking for more KPIs that 
are connected to the business strategy and leadership 
contribution. Business-unit and functional departments 
should provide boards with measurable contributions to 
operational excellence related to talent matters.

•	 Succession is more than reporting the number 
of succession candidates within an organization: 
Boards are looking for more visibility into executive 
management successors and asking for more rigor 
regarding the professional development of succession 
candidates, including exposure to these individuals 
at the board level. In 2011, only 32 percent of the 
announcements of CEO successions indicated that the 
candidate was identified through the board succession 
management planning process.6

6  CEO Succession Practices, The Conference Board, 2012 Edition, 
(http://www.conferenceboard.ca/e-library/abstract.aspx?did=4798). 

Important talent-related board KPIs
There are a number of metrics that directors should be given 
access to that would help provide more clear insight into 
talent-related risks. These include:

•	 Succession bench strength

•	 Pipeline for critical organizational roles

•	 Leadership capabilities required in the future vs. current 
capabilities

•	 Value of engagement score increase (dollars per point)

Questions for directors to ask:

•	 What is the talent strategy that supports our business objectives and capital investments?

•	 What talent KPIs are we monitoring at the board level? How do they connect to our business strategy?

•	 What development have we provided our key successors in the past year? Has our leadership bench 
strength changed and why? 

•	 How does our management access the necessary talent to support operational excellence, such as lean 
and other quality and process improvement methods? What improvements are being made?

•	 Which board committee provides primary oversight for our talent programs and policies? Should a board-
level talent/human resources committee be formed to allow more focused oversight by the board?
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3. Considering the impact of 				  
	 demographics on business 				  
	 and talent management strategies
Workforce demographics at global, national, regional, and 
local levels are affecting the availability of talent, and in 
planning talent-related strategies, leadership teams should 
consider relevant demographic trends. 

One relevant demographic trend affecting organizations 
around the world is generational differences that have an 
impact on talent-related strategies. Boomers7, although 
a shrinking pool of skilled employees, are now staying 
longer than expected in the workforce, so opportunities 
for Generation X8 to progress are being affected. Members 
of Generation X are now entering the executive ranks and 
are seeking ways to make their marks, but Generation Y9 
is snapping at their heels with expectations for accelerated 
development, progression, and recognition. Generation 
Y is introducing innovative attitudes and ideas to the 
workplace and challenging traditional ways of working, 
such as how and where work gets done.

Important demographic trends to consider when 
formulating plans that involve talent include the following: 

•	 Gender roles have changed and continue to do so, 
redefining the position of men and women in the 

7 Boomers are commonly defined as having birth dates from the 
mid-1940s to the mid-1960s.
8 Generation X is commonly defined as having birth dates from the 
mid-1960s to the early 1980s.
9 Generation Y is commonly defined as having birth dates from the early 
1980s to the 2000s.

workplace. Although women comprise nearly half of 
the workforce today, they hold only 16 percent of the 
seats in Fortune 500 boardrooms.10

•	 Life stages are quickly becoming an important topic 
to consider, because the impact of what is occurring 
in one’s life affects one’s behavior in the organization. 
For example, there is a large increase in the number of 
people delaying parenthood; it is now typical to have 
employees in their 20s, 30s, 40s, and 50s all starting 
families.

•	 Diversity raises challenges for companies in managing a 
more complex workforce with differences in nationality, 
culture, socioeconomic background, lifestyle, and 
education, as well as more traditional diversity factors 
such as gender, race, ethnicity, and religion.

•	 Technology, particularly in the form of mobile devices 
and social media, while not a strictly demographic 
trend, has had a strong impact on workforces. 
Technology holds its own risks (such as cyber-attacks, 
privacy risks, and intellectual property risks) yet improves 
the ability of talented people to collaborate and work 
remotely, influencing how and where work is done and 
how decisions are made.

10 Limited Seating: Mixed Results on Effects to Seat More Women at the 
Corporate Board Table, Knowledge@Wharton, October 26, 2011.

Questions for directors to ask:

•	 Which demographic trends are affecting—and are likely to affect—our organization 
and our ability to execute our business plans?

•	 How is management reporting to the board on an ongoing basis regarding how the 
organization is responding to these trends?

•	 What are the largest demographic risks for our organization? How has management 
addressed these trends, particularly in comparison with peer companies? 

•	 When evaluating performance, does our board or board committee examine how 
the CEO is addressing demographic trends and risks?
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4. Understanding the talent 		
		 retention risks

Some organizations say, “People are our most important 
asset,” but employees can perceive it as a hollow slogan. 
Organizations focus on growth, cost management, 
investment, risk, and the customer, yet often miss the 
talent component inherent in executing on these fronts. 
If people are the most important asset but they are not 
managed as such, the organization’s ability to execute and 
deliver sustainable results may become limited.

Some years ago the phrase “war for talent” became 
popular as companies tried to outbid their competitors for 
high performers. This strategy proved somewhat futile; 
the quest for talent today involves much more than an 
attractive salary. 

Onboarding and connecting
Actively onboarding and connecting external senior 
executive leaders to the organization while measuring the 
impact on the business is as important as training a new 
client service representative. If you are bringing senior 
leaders into your organization, the investment and failure 
rate is high. 

The failure rate of executives placed into new companies 
is anywhere from 30 percent to 40 percent after 18 
months.11  The costs associated with this failure rate 
could include recruiting fees, missed business objectives, 
unproductive employees, and productivity. A risk this high 
requires board oversight. 

11 Ashkenas, Ron, “Hire Senior Executives That Last,” Harvard Business 
Review, August 3, 2010.

Leading organizations recognize the potential value of 
their culture and place their bets on refining the talent 
experience over the long term as the most powerful talent 
attraction and retention strategy. 

Culture and connection
Creating a culture that is attractive to top talent means 
recognizing that significant value is created by improving 
connections among employees, customers, suppliers, 
and other stakeholders. The ability to attract and retain 
exceptional leaders and build an employee brand through 
word of mouth and social media is a new dimension of 
organizational culture that leaders must manage. 

A 2012 Deloitte report12 stated that “Social media 
platforms can easily become forums for spreading rumors 
and misinformation,” and that these risks should be actively 
managed. If an organization is not truly focused on good 
talent management, social media will spread the word 
quickly. Current and former employees freely exchange 
opinions about their workplaces, which can affect the 
ability of the organization to retain existing talent, let alone 
attract new talent. 

This evolving environment has implications for both 
management and the board in terms of how they engage 
and communicate with the broader business and the 
capabilities required for leaders to be effective in a digital 
business environment. 

12 Human Capital Trends 2012: Leap Ahead, Deloitte,  
www.deloitte.com.
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Leaders are increasingly operating in a more 24/7 
environment where traditional geographic boundaries 
are becoming less important; new technologies mean 
the workforce is more mobile; and younger generations 
in particular expect more engagement, feedback, and 
exposure than in previous decades. 

High-talent individuals are looking for a clear line of 
sight between the broader business strategy and what 
they are doing day to day; they want engaging dialogue 
with leaders and thoughtful career planning as well as 
more robust integration and early connection with the 
organization upon hiring. An organizational culture that 
does not enable these conditions presents significant 
retention risk.

Questions for directors to ask:

•	 How clearly are our key business objectives communicated 
within our organization? Can our talent clearly articulate how 
they affect key business objectives?

•	 What is our external hiring success rate?

•	 Do we have an onboarding strategy and do we measure its 
success?

•	 What is our social media strategy and how is it connected to 
our talent strategy?
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5. Maintaining the right 		
	 talent oversight by the 		
	 board of directors

Corporate boards themselves face potential talent issues, 
especially as demands increase and the composition 
of the board changes. Boards need directors who are 
independent of management; who have more time 
to devote to board service; and who have expertise in 
risk, global trends, talent, technology, sustainability, and 
social media. In addition, boards may require improved 
communication, education and development, coaching, 
mentoring skills, and, perhaps, experience with regulatory 
agencies. One way for boards to be provided with a 
refresher on these matters is to conduct periodic training 
sessions involving internal or external experts. Experts can 
be called on to facilitate board discussions and inform 
members of critical updates affecting their board service 
roles.

Board recruitment should also consider the business 
demographics and customer base to include diversity of 
gender, ethnicity, nationality, and age. For example, some 
countries, such as France, Belgium, Norway, and India, 
have introduced quotas requiring a certain percentage of 
women on the boards of companies that meet specific 
criteria by a certain date.13 However, gender diversity alone 
is not enough; broader team effectiveness is an important 
characteristic of a board.

In fact, a number of studies have found a positive 
relationship between board diversity and improved 
financial performance, including returns on equity, returns 
on sales, and returns on invested capital, although not 
all evidence supporting this business case is necessarily 
economics-based.14 

Like the organization it oversees, the board should 
continually assess its own talent requirements and develop 

13 Women in the Boardroom: A Global Perspective, November 2011, 
Deloitte, www.deloitte.com.
14 Revisiting Justifications for Board Diversity, The Conference Board, 
November 2011.

ways to recruit, enrich, and retain that talent while 
maintaining the governance functions that board members 
fulfill for investors, management, employees, and other 
stakeholders.

Board committees, such as the audit, governance, finance, 
risk, and HR committees, should also manage talent issues 
with assistance from the full board. Committee members 
typically require specific expertise as well as integrity, 
independence, and reputation—essential qualifications 
for any board member. For example, the complexities of 
financial risks and regulations call for board members with 
the experience, knowledge, commitment, and credibility 
with management to exercise strong governance. In some 
jurisdictions, regulators have introduced financial expertise 
requirements for audit committee members.15 

When boards evaluate their qualifications and 
performance, through self-evaluation, peer evaluation, or 
third-party evaluation, they should consider specific skills, 
whether those skills have been exercised, and which skills 
need improvement. Then the board, or a subset of the 
board, can craft a plan to acquire any talent needed to 
round out the composition. While talent can be recruited 
to succeed board members whose terms are coming to an 
end, it may also be possible to develop the required talent 
within the existing board through board education. 

Instituting term limits for directors is another way to round 
out the composition of the board and keep talent. Director 
term limits allow for a constant inflow of new talent on 
the board. Without these types of policies forcing director 
turnover, boards could be faced with replacing a large 
number of directors at one time, and could suffer from not 
having new talent bring new ideas and experiences to the 
role. 

15 History of 52-110 — Audit Committees, Ontario Securities 
Commission, (http://www.osc.gov.on.ca/en/13550.htm).
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Considering board composition
Regarding its composition, the board should consider the 
following factors, which are usually included in the board’s 
or board committee’s charter:

•	 Methods of assessing required, existing, and missing 
competencies at the board level

•	 Roles and relationships between the board and 
management and the extent to which the board 
provides—and management uses—advice and guidance

•	 Industry, products, services, and business processes of 
the organization and the implications for the board’s 
talent requirements

•	 Processes the board—and boards at peer companies—
use to ensure that board members have the required 
expertise, experience, and skills

•	 Performance benchmarks that enable board and 
committee members to gauge their effectiveness and 
whether they are improving.

Given today’s business and regulatory environment and 
rising shareholder expectations, companies require high-
performing and effective boards. Board effectiveness is 
a talent issue, yet the board largely governs itself. For 
that reason, it is best for a board to periodically obtain 
an external assessment of its effectiveness, practices, 
talent requirements, and options for improving its 
performance. An increasing number of countries require 
board assessments; for example, the UK Governance Code 
suggests an annual assessment and an external assessment 
once every three years.16

16 UK Corporate Governance Code, Financial Reporting Council, 
(http://www.frc.org.uk/getattachment/a7f0aa3a-57dd-4341-b3e8-
ffa99899e154/UK-Corporate-Governance-Code-September-2012.aspx).

Questions for directors to ask:

•	 What are the key board talent issues we need to consider over the next four 
years?

•	 What are our talent requirements at the board and board committee 
level from the standpoints of the business, management, regulators, and 
shareholders?

•	 What professional expertise and personal qualities—such as communication 
skills or credibility with management—are missing from our board? 

•	 How can we ensure our board has diverse points of view? What is our 
optimal board composition (e.g., skills, experience, demographics)?
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6. Planning for succession 	
		 in family businesses

Boards of family-owned businesses are responsible to the 
owners for the governance and oversight of management. 
However, in some family-owned businesses, the owners 
serve as the board of directors. This can make it more 
challenging for the board to provide appropriate oversight. 

Advising management and the family regarding senior 
executive succession planning is the most important 
talent-related issue these boards face. This can be more 
complex in a family-owned organization than in public 
companies because family members’ expectations must 
be managed all the more sensitively. These expectations 
often include the desire of certain family members, usually 
in the succeeding generation, to be promoted to executive 
positions.

This makes succession planning and talent development 
extremely important. A family business will not survive if 
unqualified family members are promoted to leadership 
positions. On the other hand, a family-owned business 
can and should provide opportunities for family members 
when appropriate. So the challenge facing the board is one 
of setting the right expectations among family members 
and assisting management in planning and implementing 
succession. 

Executives in the senior generation often resist succession 
planning. Understandably, they do not want to think 
about giving up control of the business due to illness, 
age, accident, or death. When the executive is a majority 
owner, the situation becomes more complicated—and 
even more difficult when he or she chairs the board. For 

these reasons, some family-owned businesses separate 
the positions of board chairman and chief executive of the 
company. Many also establish separate succession planning 
committees. 

Leading family-business succession practices
Although the structure of boards and committees varies 
widely, boards of family-owned businesses should consider 
the following leading succession practices:

•	 Understand the need to balance business considerations 
and family considerations, and be honest with family 
members regarding the leadership needs of the 
business.

•	 Establish formal job descriptions and qualifications 
for all positions in the company, including executive 
positions, and apply them to family and to non-family 
members. The job descriptions should consider the 
business strategy and key capabilities required in the 
future to execute on strategy.

•	 Establish a formal talent-development and mentoring 
program to ensure that people promoted to executive 
positions are prepared for their responsibilities.

•	 Ensure that senior-generation executives have 
something to retire to, as well as the financial security 
and emotional support they will need when they give 
up their management roles.

•	 Implement succession gradually over a period of years 
to give successors the opportunity to grow into their 
roles and develop more fully.
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A board that establishes a mentoring program and a 
succession plan will help to implement smooth management 
transitions and maintain business continuity. The board should 
also balance family and business considerations in ways that 
enable the family to benefit from the business and enable 
the business to benefit from the experience, knowledge, and 
loyalty of the family.

Questions for directors to ask:

•	 How are we developing our talent to produce strong candidates for 
succession to executive positions?

•	 What are we doing to encourage family members who are not 
designated to leadership positions to continue working in ways that are 
aligned with our business and with the family’s vision? 

•	 As part of our succession strategy, how can we retain talented 
non-family executives?

•	 How do we use corporate governance principles and practices to 
address successions with objectivity and professionalism?
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A key part of a larger picture

As the world becomes more complex and business 
becomes more global, the role the board plays in the 
oversight of talent is all the more critical. If, as has been 
said, an organization’s culture will “eat strategy for 
breakfast17,” it is of paramount importance for the board 
to understand and receive assurance from management 
that the talent risk is being managed proactively. It is 
both leaders and the broader talent base that define an 
organizational culture—good or bad.

No competitor can replicate an organization’s culture 
or the experience individuals have while building their 
careers. A talent strategy is a source of competitive 
advantage that requires astute oversight by the board.

17 “Culture eats strategy for breakfast,” a remark attributed to Peter 
Drucker and popularized in 2006 by Mark Fields, president of Ford 
Motor Company. 
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Heather Stockton

Human Capital 

hstockton@deloitte.ca

Chile 

Fernando Gaziano Perales

Corporate Governance 

fpgaziano@deloitte.com

Arturo Platt

Corporate Governance 

aplatt@deloitte.com

Jaime Valenzuela

Human Capital 

jvalenzuela@deloitte.com

Colombia 

Maria Cristina Pineros

Corporate Governance 

mpineros@deloitte.com

Jesus Salcedo

Human Capital 

jsalcedo@deloitte.com

Mexico 

Daniel Aguinaga

Corporate Governance 

daguinaga@deloittemx.com

Jorge Castilla

Human Capital 

jocastilla@deloittemx.com

United States 

Maureen Errity

Corporate Governance 

merrity@deloitte.com

Nicole Sandford

Corporate Governance

nsandford@deloitte.com

Jason Geller

Human Capital 

jgeller@deloitte.com

Uruguary

Veronica Melian

Human Capital 

vmelian@deloitte.com
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Asia-Pacific

Australia 

John Meacock

Corporate Governance 

jmeacock@deloitte.com.au

Nicky Wakefield

Human Capital 

nwakefield@deloitte.com.au

China 

Jungle Wong

Human Capital 

junglewong@deloitte.com.cn

Hong Kong 

Danny Lau

Corporate Governance 

danlau@deloitte.com.hk

Hugh Gozzard

Corporate Governance 

huggozzard@deloitte.com.hk

Jonathan Lo

Human Capital 

jonlo@deloitte.com.hk

India 

Abhay Gupte

Corporate Governance 

agupte@deloitte.com

P. Thiruvengadam

Human Capital 

pthiruvengadam@deloitte.com

Japan 

Masato Mori

Corporate Governance

masato.mori@tohmatsu.co.jp

Masahiko Sugiyama

Corporate Governance 

masahiko.sugiyama@tohmatsu.co.jp

Kenji Hamada

Human Capital 

kehamada@tohmatsu.co.jp

Korea 

Jae Kwon Lee

Corporate Governance 

jklee@deloitte.com

Seok Hoon Yang

Human Capital 

seoyang@deloitte.com

Won Seok X Hur

Human Capital

wohur@deloitte.com

New Zealand 

Andrew Burgess

Corporate Governance 

aburgess@deloitte.co.nz

Peter Gulliver

Corporate Governance 

pegulliver@deloitte.co.nz

Richard Kleinert

Human Capital 

rakleinert@deloitte.co.nz

Philippines

Gregorio S. Navarro

Corporate Governance 

gsnavarro@deloitte.com

Singapore 

David Chew

Corporate Governance 

dchew@deloitte.com

Gek Choo Seah

Corporate Governance 

gseah@deloitte.com

Hugo Walkinshaw

Human Capital 

hwalkinshaw@deloitte.com
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Europe, Middle East & Africa

Austria

Erich Kandler

Corporate Governance 

ekandler@deloitte.at

Christian Havranek

Human Capital 

chavranek@deloitte.at

Belgium 

Joel Brehmen

Corporate Governance 

jbrehmen@deloitte.com

Laurent Vandendooren

Corporate Governance 

lvandendooren@deloitte.com

Yves Van Durme

Human Capital 

yvandurme@deloitte.com

CIS 

Gary Bauer

Corporate Governance 

garbauer@deloitte.ru

Czech Republic 

Jan Spacil

Corporate Governance 

Jspacil@deloittece.com

Evzen Kordenko

Human Capital 

ekordenko@deloittece.com

Denmark 

Henrik Kjelgaard

Corporate Governance 

hkjelgaard@deloitte.dk

Kim Domdal

Human Capital 

kdomdal@deloitte.dk

Finland 

Mikael Paul

Corporate Governance 

Mikael.Paul@deloitte.fi

Anne Grönberg

Human Capital 

anne.gronberg@deloitte.fi

France 

Carol Lambert

Corporate Governance 

clambert@deloitte.fr

David Yana

Human Capital 

dyana@deloitte.fr

Germany 

Udo Bohdal

Human Capital 

ubohdal@deloitte.de

Claus Buhleier

Corporate Governance 

cbuhleier@deloitte.de

Greece

Michael Hadjipavlou

Corporate Governance

mhadjipavlou@deloitte.gr

Eleana Giabana

Human Capital

egiabana@deloitte.gr

Hungary

Tim Mahon

Corporate Governance 

tmahon@deloittece.com
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Ireland 

Colm McDonnell

Corporate Governance 

cmcdonnell@deloitte.ie

Cormac Hughes

Human Capital 

cohughes@deloitte.ie

Israel

Irena Ben-Yakar

Corporate Governance 

ibenyakar@deloitte.co.il

Italy 

Ciro di Carluccio

Corporate Governance

cdicarluccio@deloitte.it

Sylvia Gutierrez

Corporate Governance

sygutierrez@deloitte.it

Lorenzo Manganini

Human Capital 

lmanganini@deloitte.it

Luxembourg 

Justin Griffiths

Corporate Governance 

jugriffiths@deloitte.lu

Filip Gilbert

Human Capital 

fgilbert@deloitte.lu

Middle East 

Fadi Sidani

Corporate Governance 

fsidani@deloitte.com

Ghassan Turqieh

Human Capital 

gturqieh@deloitte.com

Rami Wadie

Corporate Governance 

rwadie@deloitte.com

Netherlands

Caroline Zegers

Corporate Governance 

czegers@deloitte.nl

Ardie van Berkel

Human Capital

avanberkel@deloitte.nl

South Africa

Mark Victor

Corporate Governance 

mvictor@deloitte.co.za

Trevor Page

Human Capital 

trepage@deloitte.co.za

Spain 

Juan Antonio Bordas

Corporate Governance 

jbordas@deloitte.es

Enrique de la Villa

Human Capital 

edelavilla@deloitte.es

Sweden 

Anders Hult

Corporate Governance 

ahult@deloitte.se

Jonas Malmlund

Human Capital 

jmalmlund@deloitte.se

Turkey

Evren Sezer

Corporate Governance 

esezer@deloitte.com

United Kingdom 

William Touche

Corporate Governance 

wtouche@deloitte.co.uk

David Parry

Human Capital 

davidparry@deloitte.co.uk
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