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Dataset composition

Total: 6,111 executives

Gender: 4,417 male and 1,496 female executives

Leaders: 626 CEOs, 1,744 CxOs

Regions: 2,526 EMEA, 2,437 Americas, 940 Asia Pacific

Sector: 1,386 Financial Services, including 689 Banking

This paper explores the growing importance 
of innovation leadership and inclusive 
leadership in banking. It is based on a study 
of over six thousand senior executives 
carried out over the past four years, and 
provides new perspectives on these 
indicators of forward-thinking leadership.

Part 1. Changing how to analyze and develop talent

Part 2. A new lens on leadership competencies

Part 3. A new lens for identifying talent
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Use Data to Uncover Strengths and Weaknesses

Talent data can provide valuable insights as to where pools of desired competencies sit within 
an organization. It can help us to understand which functions are causing the greatest drag on 
transformation efforts, and those that are drivers of change.

For banks, there is a critical need for innovation and inclusion leadership competencies to tackle the digital, social and 
cultural challenges the industry is presently facing. 

Analysis of our benchmark of senior banking executives shows that there is a high degree of variance in these 
competencies across functions within the sector, with a particular division between customer-centric teams and those in 
the back-office. 
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Russell Reynolds executive assessment analysis 29.06.21; n=820
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Use your internal talent data assets to identify the functions within your company where you 
are most likely to find leaders who are advocates and drivers of change. Leverage these 
across other segments where these competencies are comparatively weaker.
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Leverage Your Inclusive Innovators

Our benchmark data highlights banking go-to-market functions tend to outperform 
significantly in both innovative and inclusive competencies.

These are the organizations’ experts in customer experience, engagement and insight, with the vision and discipline to 
scale up successful ideas. They are often immersed in new technology, particularly as it relates to customer activation and 
engagement. 

Go-to-market
Functions

Growth

Marketing

Commercial

Ecommerce

Product

Customer

Experience

Digital
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Within these functions we see three leadership archetypes whose competencies can improve the overall effectiveness and 
efficiency of change initiatives.

Bring together leadership teams with a blend of creative scientists, customer gurus and 
charismatic risk-takers to bring innovation, creativity and a practical commercial lens to your 
transformation initiatives.

• Quick-witted, inventive and 
a problem solver

• Comes up with new, 
unpredictable ideas

• Good connector, able to 
socialize their thinking 
more broadly

• Values innovation and 
creativity

• Socially confident

• Effective at putting new 
ideas into action

• Highly social and well 
connected, cares about 
others

• Lacks cynicism, open to 
new ideas, and willing to 
take risks

• Seeks the opportunity to 
lead

The Creative Scientists

Creative approach to the 
application of new 

technology in digital 
innovation

Innovation with a 
customer-centric perspective, 

driving enhanced customer 
journeys

Transformation with a 
distinct commercial 

application and a 
focus on ROI

The Customer Gurus The Charismatic Risk-takers

Digital, eCommerce roles Marketing, customer & 
experience roles

Commercial, product & 
growth roles

Impact
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Innovation Does Not Blossom in Isolation

Technology functions are at the frontline 
of digital disruption in the banking sector, 
and the right leaders here can supercharge 
change. 

Our data shows that, on average, technology leaders tend to 
offer strong innovative and disruptive competencies. This 
suggests that they are likely to be adept at experimenting 
with new technologies and new ways of doing things.

However, they tend to score lower on relationship and 
pragmatic-oriented competencies, and so may lack 
connectivity with the business and a sensitivity to the 
needs of its customers. This risks innovation being 
developed without a practical commercial or customer-
oriented intent.
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Banking technology assessment scores 
benchmarked against other functions

Science

Inquisitive

Risk-taking

Determined

Interpersonal�
Sensitivity

Socially Adept

Average of other functions

Source: RRA executive assessment analysis (2021); n=986 

When hiring technology leaders, a focus should be on finding those who can navigate 
complex internal ecosystems and can partner with the business to design and deliver 
commercially applicable innovation.
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Foster Cross-Functional Partnerships

We have seen digital transformation delivered effectively in banking and across other sectors 
where technology and go-to-market leaders have operated in close unity, to deliver digital 
solutions that meet evolving customer expectations.

Digital leaders who can span across both - with an awareness of the potential applications of new technology, insight into 
customer needs, and of the practical side of service delivery - can supercharge the effectiveness of this partnership.

Technology
Functions

Go-to-market
Functions

Network &
Cloud

Product
Engineering

Data & AI Cyber
Security

Tech & IT

Innovation

Growth

Marketing

Commercial

Ecommerce

Product

Customer

Experience

Platforms

Digital
Leaders

Find leaders and develop prospective future leaders who have the competencies to 
effectively operate across both areas and can develop commercially impactful technology. 
Structure your organization in a way that fosters stronger connectivity between commercial, 
customer and technology functions. 

Customer talent with 
technology-orientation

Enhanced 
Partnership

Technology talent with 
customer-centricity
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Combine Data Sources For Greater Insight

Changing the target competency mix can impact an organization’s ability to meet sales targets, 
deliver efficiency gains, develop new products, or even improve overall performance.

Correlating executive competency data to these 
performance metrics can offer perspectives on what works 
best, and whether maintaining your current approach is 
good enough.

For example, indicative analysis of our dataset shows that 
companies in the banking sector with stronger innovation 
and inclusive leadership competencies have been more 
resilient through the COVID-19 period, with higher overall 
market capitalization growth. 

This insight allows us to better advise clients on how to 
find and develop leaders who will be more likely to have a 
beneficial impact on their bottom line.

Innovation Leaders

Inclusive Leaders

-1.9%

0.8%

0

Banking firms with more competent leaders 
experience higher growth

Above Average Firms 

Innovation Leaders

Inclusive Leaders

Below Average Firms 
Below Average Firms 

Average market capitalization �
growth per annum (2018-21)

Source: RRA Analysis; S&P Capital IQ (data 2018-2021); n=243

9.6%

7.1%

1.  Map out the desired competencies 
that work within the specific 
context of your organization and 
its strategic objectives.

2. Build these in to a centralized and 
fully integrated talent data 
analytics platform to generate 
predictive and prescriptive 
insights.

Design internal talent information 
systems to correlate competency 
and performance metrics. Key here 
is close collaboration between HR, 
technology and firm leadership to:

Integrated 
Talent System

Organizational 
Performance Data

Leader / Team 
Competency 

Data

Assessment Data

Development Data

External 
Competency 
Benchmarks

Leader / Team 
Performance Data
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Appendix: Methodology

Changing how we measure potential

The methodology was developed by our in-house psychologists in partnership with Hogan Assessments. It is 
based on studies of “best-in-class” senior leaders, mapped to a 95 percent confidence interval, and synthetically 
validated against a dataset of 5.5 million executives.

Innovation Leadership Inclusive leadership

Intra-personal Inter-personal

• Innovative

• Disruptive

• Bold in leadership

• Socially adept

• Determined

• Identifying motivations, privilege 
& acumen

• Reading situations/challenges

• Reflecting with empathy

• Holding self accountable

• Leveraging differences to win

• Fostering open dialogue

• Developing with feedback

• Holding others accountable

These are derived from weighted aggregates of twenty eight psychometrics, normalized against our global senior 
executive assessment dataset: 

• Adjustment

• Aesthetics

• Affiliation

• Altruistic

• Ambition

• Bold

• Commerce

• Compliance

• Diligent

• Dutiful

• Excitable

• Grounded

• Hedonism

• Inquisitive

• Interpersonal Sensitivity

• Learning Approach

• Leisurely

• Power

• Prudence

• Recognition

• Reserved

• Restrained

• Risk-tolerant

• Science

• Security

• Skeptical

• Sociability
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Please feel free to contact us to discuss any of these topics further

Mary Caroline Tillman
Financial Services
E: marycaroline.tillman@russellreynolds.com
T: +1 212 351 2085
New York

Jane Bird
Financial Services
E: jane.bird@russellreynolds.com
T: +44 20 7198 1807
London

Sophie Saeed
Financial Services
E: sophie.saeed@russellreynolds.com
T: +44 20 7198 1863
London

Chris Davis 
FinTech & Innovation
E: chris.davis@russellreynolds.com
T: +1 212 351 2590
New York

Sean Dineen 
Leadership & Succession
E: sean.dineen@russellreynolds.com
T: +1 617 722 6253
Boston

Tina Shah-Paikeday
Diversity, Equity & Inclusion
E: tina.shah@russellreynolds.com
T: +1 415 352 3362
San Francisco

James Diggines
Financial Services
E: james.diggines@russellreynolds.com
T: +65 6496 0606
Singapore

Robert Voth
Financial Services
E: robert.voth@russellreynolds.com
T: +1 312 993 0748
Chicago

Mark Temple
Financial Services Knowledge
E: mark.temple@russellreynolds.com
T: +44 20 7198 1811
London

Mina Ames
FinTech & Innovation
E: mina.ames@russellreynolds.com
T: +44 20 7343 3632
London

Bennett Hanig 
Leadership & Succession
E: bennett.hanig@russellreynolds.com
T: +1 212 351 2089
New York

David Lange
Leadership & Succession
E: david.lange@russellreynolds.com
T: +1 212 351 2284
New York
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About 
Russell Reynolds 
Associates

Russell Reynolds Associates is a global leadership advisory and search firm. 
Our 470+ consultants in 47 offices work with public, private and nonprofit 
organizations across all industries and regions. We help our clients build teams 
of transformational leaders who can meet today’s challenges and anticipate 
the digital, economic and political trends that are reshaping the global business 
environment. From helping boards with their structure, culture and effectiveness 
to identifying, assessing and defining the best leadership for organizations, 
our teams bring their decades of expertise to help clients address their most 
complex leadership issues. We exist to improve the way the world is led.    

www.russellreynolds.com

Global 
offices

Americas

• Atlanta
• Boston
• Buenos Aires
• Calgary
• Chicago
• Dallas
• Houston
• Los Angeles
• Mexico City
• Miami
• Minneapolis/St.Paul
• Montreal
• New York
• Palo Alto
• San Francisco
• São Paulo
• Stamford
• Toronto
• Washington, D.C.

Europe

• Amsterdam
• Barcelona
• Brussels
• Copenhagen
• Dubai
• Frankfurt
• Hamburg
• Helsinki
• Istanbul
• London
• Madrid
• Milan
• Munich
• Oslo
• Paris
• Stockholm
• Warsaw
• Zürich

Asia/Pacific

• Beijing
• Hong Kong
• Melbourne
• Mumbai
• New Delhi
• Shanghai
• Shenzhen
• Singapore
• Sydney
• Tokyo
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