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Survey Overview

Target Survey Population

The target population for this research was talent development professionals across different 

organizations and industries. Surveys were completed by 497 talent development professionals.

Survey Instrument 

This report is based on a sub-section of the salary, skills, and benefits survey. The entire survey was 

composed of 65 questions, including those related to the demographics of the respondents. For this 

report, we focused on eight questions from the survey. 

Procedure 

ATD Research distributed a link to an online survey to the target population in May and June 2023.  

The survey closed in June 2023. 
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Introduction

1 L. Spinelli, “Top 10 Skills to Get You Ahead in L&D,” ATD, March 2, 2021, td.org/insights/top-10-skills-to-get-you 
-ahead-in-l-d.

2 ATD, “Talent Development Capability Model,” td.org/capability-model/about. 

3 ATD, “Definitions of the Domains and Capabilities,” td.org/capability-model/accompanying-resources. 

In 2021, ATD published an article outlining the top 10 skills organizations were targeting for 

learning and development professionals. The top three were project management, change 

management, and leadership skills.1 As a profession, it’s important to determine the skills 

needed to be successful in talent development. It can help organizations with recruiting and 

building a strong talent development team. It can also aid professionals to know the right 

skills to develop and highlight on their resume. 

To help talent development professionals and organizations be successful, ATD created 

the Talent Development Capability Model. It is “a framework to guide the TD profession in 

what practitioners need to know and do to develop themselves, others, and their organiza-

tions.”2 The model outlines 23 capabilities needed for success, which are divided into three 

domains: Building Personal Capability, Developing Professional Capability, and Impacting 

Organizational Capability. ATD members are able to take the self-assessment to understand 

areas where they may need additional training. In this study, participants were shown 

a description of the 23 capabilities and asked to rate themselves—they did not take the 

full assessment.

ATD determined that “successful talent development professionals need knowledge and 

skills from all three of these areas to be most effective.”3

About the Participants
When conducting research about talent development skills and capabilities, it is important 

to understand who was included in the study. ATD Research surveyed 497 talent develop-

ment professionals. All survey participants lived in the United States. Two-thirds of survey 

participants were members of ATD.

To get a full understanding of professionals in the talent development field, ATD Research 

invited participants to share details about all their jobs. This means that respondents 

could select more than one job type. 
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Ninety-seven percent of participants were employed full time, 5 percent were self-employed 

or an independent consultant, 2 percent were students, and less than 1 percent worked part 

time (Figure 1). 

FIGURE 1

97% of Respondents Worked Full Time
What is your current employment status? (Select all that apply.)

97%

<1% 2%
5%

Employed full time Employed part time Student Self-employed or  
independent 
consultant

The survey also asked respondents how long they had been in the talent development field, 

including time they spent in full-time, part-time, and independent consultant roles. The 

most common response (29 percent) was between 10 and less than 20 years (Figure 2). 

However, participants across the survey had anywhere from less than one year of experi-

ence to more than 30 years in talent development.

FIGURE 2

29% of Respondents Had Between 10 and 19 Years of TD Experience
How many years of experience do you have in the talent development or training profession?

4% 6%

17%

24%
29%

16%

4%

Less than 1 year 1 to less than  
2 years

2 to less than  
5 years

5 to less than  
10 years

10 to less than 
20 years

20 to less than 
30 years

30 or  
more years
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Talent development professionals tend to be a highly educated group. Most respondents 

had at least a two-year college degree, with more than half obtaining a master’s degree or 

higher (Figure 3). Five percent of respondents had a doctorate or professional degree. One 

percent had only a high school diploma or GED. To provide some perspective, when we look 

at the US Census Bureau’s latest research on educational attainment in the United States, 

9 percent of Americans had less than a high school diploma; 28 percent had a high school 

diploma; 15 percent had completed some college; 10 percent had a two-year degree; 23 per-

cent had a bachelor’s degree; and 14 percent had a master’s degree, professional degree, or 

doctoral degree.4

FIGURE 3

More Than 50% of Respondents Had at Least a Master’s Degree
What is the highest level of education that you have attained?

1%
7%

3%

28%

6%

50%

4%
1%

High school 
diploma or 

GED

Some  
college

Two-year 
college degree

Four-year 
college degree

Some 
postgraduate 

education

Master’s 
degree

Doctorate 
degree

Professional 
degree (e.g., 

MD or JD)

Talent development professionals also tend to earn professional credentials. In this study, 

credentials refers to both certificates (evidence of completing an educational program) 

and certifications (evidence of passing a test that assesses professional skills with a recer-

tification component). Nearly half of the survey respondents had at least one certificate or 

certification. Given that the survey was sent to ATD members and professionals associated 

with ATD, it is unsurprising that the Certified Professional in Talent Development and the 

Associate Professional in Talent Development were among the most common certifica-

tions (6 percent and 4 percent, respectively). 

Other common designations included the Myers-Briggs Type Indicator and Six Sigma Green 

Belt (5 and 4 percent, respectively). In 2022, according to the US Bureau of Labor Statistics, 

24 percent of the full-time, employed civilian labor force has a certification or license.5

4 US Census Bureau, “Census Bureau Releases New Educational Attainment Data,” February 16, 2023,  
census.gov/newsroom/press-releases/2023/educational-attainment-data.html.

5 US Bureau of Labor Statistics, “Labor Force Statistics From the Current Population Survey,” January 25, 2023,  
bls.gov/cps/cpsaat49.htm.
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Skills and Capabilities
In this study, ATD Research asked participants to rate themselves on a description of each 

capability within the Talent Development Capability Model using the following scale:

 • Exploring: I have had no exposure to this concept, or I have little knowledge or skill 

in this area. 

 • Informed: I only have general, conceptual knowledge or awareness of this concept, 

or I have a limited ability to perform this skill. I need reference materials to complete 

tasks related to this concept. 

 • Capable: I am able to apply my knowledge of this concept in my work, or I can con-

sistently perform this skill with minimal guidance. 

 • Advanced: I am able to apply in-depth knowledge of this concept, or I use my experi-

ence in this skill to lead or coach others in performing it. 

 • Expert: I provide expert advice and make sound judgments using my knowledge of 

this concept, or I provide consultation and leadership to others using this skill. I can 

foster greater understanding of this concept among colleagues and stakeholders. 

The full definitions for each capability can be found at td.org/capability-model. 

Building Personal Capabilities
The Building Personal Capability domain includes foundational skills that professionals 

in the business world need to have. The seven capabilities in this domain are typically con-

sidered soft skills that are needed in the workplace (Figure 4). 
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FIGURE 4

More Than 80% of TD Professionals Said They Were an Expert or 
Advanced in Communication Skills
How would you rate yourself on the following personal capabilities?

 Expert or advanced     Capable     Exploring or informed

Communication 83% 15% 2%

Lifelong learning 80% 16% 4%

Emotional intelligence and decision making 79% 17% 3%

Collaboration and leadership 78% 19% 3%

Cultural awareness and inclusion 66% 28% 6%

Compliance and ethical behavior 66% 26% 8%

Project management 53% 38% 9%

Communication
Communication is about connecting with others. Skills included in this area are active listen-

ing, facilitating dialogue, and expressing ideas clearly. Eighty-three percent of respondents 

indicated that they were advanced or an expert in this area and only 2 percent indicated that 

they were exploring or informed. 

According to Ryan Avery, author of “The Value of Communication Training,” when orga-

nizations prioritize communication skills training, they will see the benefits, including 

increased collaboration, ideas being clearly articulated, active listening, and constructive 

discussions. This can lead to better teamwork, increased productivity, improved problem 

solving, reduced workplace conflicts, and more innovation and creativity.6

Lifelong Learning
Having the motivation to continue learning is another personal capability. Four in five 

respondents indicated that they were advanced or an expert in this area and 4 percent indi-

cated that they were exploring or informed. Organizations benefit when they nurture lifelong 

learners. These benefits include “improvements in employee engagement, organizational 

performance, employee retention, and the ability to meet changing business needs.”7

6 R. Avery, “The Value of Communication Training,” ATD, June 7, 2023, td.org/newsletters/the-buzz/the-value 
-of-communication-training.

7 P. Ketter, “Lifelong Learning Is a Vital Capability for TD Professionals,” ATD, September 23, 2020,  
td.org/insights/lifelong-learning-is-a-critical-capability-for-td-professionals.



8 ATD Research Report

Professionals who had been in the field for 20 or more years were more likely to indicate 

that they were an expert or advanced at lifelong learning as compared with professionals 

with less experience (Figure 5).

FIGURE 5

Lifelong Learning
How would you rate yourself on lifelong learning?

68%

80% 82%

92%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Emotional Intelligence and Decision Making
Emotional intelligence (EQ) is “the ability to understand, assess, and regulate your own 

emotions, correctly interpret the verbal and nonverbal behaviors of others, and adjust 

your behavior in relation to others.”8 The ability to make good decisions is also important. 

Eighty percent of respondents indicated that they were advanced or an expert in this area 

and only 3 percent indicated that they were exploring or informed. 

According to LinkedIn, “Employees with higher EQ are often better able to handle stress, 

work effectively in teams, and communicate more effectively with others. They also tend 

to be more resilient and adaptable in the face of change.”9

8 ATD, “Accompanying Resources: Talent Development Capability Model,” td.org/capability-model/accompanying 
-resources.

9 ABC Corp, “The Importance of Emotional Intelligence in the Workplace,” LinkedIn, May 1, 2023,  
linkedin.com/pulse/importance-emotional-intelligence-workplace-abc-corp-nepal.
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Collaboration and Leadership
When TD professionals encourage teamwork and effectively align people and tasks, it 

shows they have strong collaboration and leadership skills. More than three-quarters of 

respondents indicated that they were advanced or an expert in this area and only 3 per-

cent said they were exploring or informed. According to Indeed, when employees collab-

orate, they experience job satisfaction, conflict resolution, learning new skills, inclusivity, 

networking opportunities, and self-awareness.10

Eighty-five percent of respondents who held a credential said that they were an expert or 

advanced with collaboration and leadership, which was more than the 71 percent of TD pro-

fessionals without a credential who rated themselves as an expert or advanced. 

There were also significant differences depending on how long professionals had been in the 

talent development field. TD professionals with a tenure longer than five years were more 

likely to say they were an expert or advanced at collaboration and leadership (Figure 6). 

FIGURE 6

Collaboration and Leadership
How would you rate yourself on collaboration and leadership?

63%

80%
85%

88%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

10 Indeed Editorial Team, “10 Reasons Why Collaboration Is Important in the Workplace,” Indeed, February 28, 2023, 
indeed.com/career-advice/career-development/why-is-collaboration-important.
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Cultural Awareness and Inclusion
TD professionals need to be able to foster an inclusive environment by showing respect 

for different perspectives, backgrounds, and abilities, along with ensuring employees are 

respected. Two-thirds of respondents said that they were advanced or an expert in this 

area and 6 percent said that they were exploring or informed. Cultural awareness in the 

workplace can lead to increased job satisfaction, engagement, and open communication.11

Compliance and Ethical Behavior
TD professionals need to know about the regulations and laws in their area, and be able 

to act with integrity. Two-thirds of respondents indicated that they were advanced or an 

expert in these skills and 8 percent indicated they were exploring or informed. 

Professionals who were in the field for 20 or more years were significantly more likely to 

rate themselves as an expert or advanced at compliance and ethical behavior (Figure 7).

FIGURE 7

Compliance and Ethical Behavior
How would you rate yourself on compliance and ethical behavior?

53%

61%

70%

84%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

11 Indeed Editorial Team, “Why Does Cultural Awareness Matter in the Workplace?” Indeed, July 9, 2022,  
au.indeed.com/career-advice/career-development/cultural-awareness-in-the-workplace.
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Project Management
Being able to plan, organize, and direct tasks to complete specific goals are necessary skills 

for proficient project management. A little more than half of respondents indicated they were 

advanced or an expert in this area and 9 percent indicated they were exploring or informed. 

Professionals with a credential were more likely to say they were an expert or advanced at 

project management, as compared with professionals without a credential (59 and 46 per-

cent, respectively). 

There were also significant differences by how long professionals had been in the TD 

field. Talent development professionals with a tenure longer than five years were more 

likely to say they were an expert or advanced at project management (Figure 8). 

FIGURE 8

Project Management
How would you rate yourself on project management?

34%

55% 57%

70%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Developing Professional Capability
The Developing Professional Capability domain includes the skills TD professionals need 

to have to create processes, systems, and frameworks that foster and develop the potential 

of employees. There are eight professional capabilities in this section (Figure 9). 
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FIGURE 9

74% of Respondents Said They Were an Expert or Advanced at 
Training Delivery and Facilitation
How would you rate yourself on the following professional capabilities?

 Expert or advanced     Capable     Exploring or informed

Training delivery and facilitation 74% 20% 6%

Career and leadership development 55% 28% 17%

Instructional design 53% 31% 16%

Coaching 52% 26% 23%

Technology application 49% 35% 15%

Knowledge management 46% 36% 18%

Evaluating impact 36% 40% 24%

Learning sciences 34% 34% 32%

Training Delivery and Facilitation
By understanding the right learning environment, building rapport with learners, and 

using appropriate delivery options, talent development professionals can be successful 

with training delivery and facilitation. Nearly three-quarters of respondents indicated that 

they were an expert or advanced at this skill and 6 percent indicated they were exploring 

or informed about training delivery and facilitation. 

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at training delivery and facilitation compared with professionals with-

out a credential (79 and 68 percent, respectively). 

There were also significant differences by how long professionals had been in the field of 

talent development. TD professionals with a tenure longer than five years were more likely 

to say they were an expert or advanced at training delivery and facilitation (Figure 10). 
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FIGURE 10

Training Delivery and Facilitation
How would you rate yourself on training delivery and facilitation?

57%

74%

81%
87%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Career and Leadership Development 
Talent development professionals need to think about the current and future needs of the 

organization and then develop programs that create pathways for employees to advance 

within the organization. Fifty-five percent of respondents said they were an expert or 

advanced in career and leadership development and 17 percent said that they were explor-

ing or informed about this topic. 

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at career and leadership development compared with professionals 

without a credential (67 and 42 percent, respectively). 

There were also significant differences by how long professionals had been in the field. 

Talent development professionals with a tenure longer than five years were more likely to 

say they were an expert or advanced at career and leadership development (Figure 11). 
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FIGURE 11 

Career and Leadership Development
How would you rate yourself on career and leadership development?

31%

54%

68% 70%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Instructional Design
Talent development professionals need the skills to select the appropriate learning strategy,  

methodologies, and technologies to maximize the learning experience. More than half of 

respondents said they were an expert or advanced with instructional design; 16 percent 

said they were exploring or informed about this topic. Good instructional design can help 

reduce employee turnover, increase the return on investment, and promote productivity 

among workers.12

There were also significant differences by how long professionals had been in the field.  

Talent development professionals with a tenure longer than five years were more likely  

to say that they were an expert or advanced at instructional design (Figure 12). 

12 H. Tieger, “Why Must Organizations Take Instructional Design Seriously?” ATD, April 12, 2023,  
td.org/atd-blog/why-must-organizations-take-instructional-design-seriously.
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FIGURE 12 

Instructional Design
How would you rate yourself on instructional design?

32%

53% 55%

78%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Coaching
To be strong coaches, talent development professionals need good listening skills, the abil-

ity to ask the right questions, and the ability to take action. More than half of participants 

said they had expert or advanced coaching skills and 23 percent said they were exploring 

or informed about coaching. Coaching has the ability to improve leader performance, 

strengthen well-being, and improve retention.13

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at coaching compared with professionals without a credential (59 and 

45 percent, respectively). 

There were also significant differences by how long professionals had been in the field. 

Talent development professionals with a tenure longer than five years were more likely  

to say they were an expert or advanced at coaching (Figure 13). 

13 S. Dio, “A Data-Driven Case for Leadership Coaching,” ATD, March 2, 2023, td.org/atd-blog/a-data-driven-case 
-for-leadership-coaching.
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FIGURE 13 

Coaching
How would you rate yourself on coaching?

28%

59% 58%

67%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Technology Application
Talent development professionals need to be able to identify, select, and implement the 

best technologies for the organization. Half of respondents said they were an expert or 

advanced at understanding technology application and 15 percent said they were explor-

ing or informed. 

Knowledge Management
Institutional knowledge needs to preserved. As such, talent development professionals 

must have the necessary skills to create, gather, manage, disseminate, and use the infor-

mation. When institutional knowledge is lost, it can cost the organization time in training, 

turnover, and recruitment.14 Less than half of respondents indicated that they were an 

expert or advanced in knowledge management and 18 percent said they were exploring or 

informed about this topic. 

There are also significant differences by how long professionals had been in the field. Tal-

ent development professionals with a tenure longer than five years were more likely to say 

they were an expert or advanced at knowledge management (Figure 14). 

14 P. Harris, “Knowledge Management Is a Vital TD Capability,” ATD, May 6, 2020, td.org/insights/knowledge 
-management-is-a-vital-td-capability.
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FIGURE 14 

Knowledge Management
How would you rate yourself on knowledge management?

30%

52% 54% 52%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Evaluating Impact
It’s important for talent development professionals to understand how to gather, analyze, 

and report on information about the effectiveness of their learning programs. Thirty-six 

percent of respondents said they were an expert or advanced at evaluating impact and 

24 percent said they were exploring or informed about this topic. Being able to collect, ana-

lyze, and communicate results can increase talent development’s value with executives.15 

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at evaluating impact compared with professionals without a credential 

(42 and 30 percent, respectively). 

There were also significant differences by how long professionals had been in the field.  

Talent development professionals with a tenure longer than five years were more likely to 

say they were an expert or advanced at evaluating impact (Figure 15). 

15 P. Ketter, “Evaluating Impact Is a Vital Capability for Talent Development Professionals,” ATD, October 7, 2020, 
td.org/insights/evaluating-impact-is-a-critical-capability-for-talent-development-professionals.
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FIGURE 15 

Evaluating Impact
How would you rate yourself on evaluating impact?

15%

41%
45%

49%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Learning Sciences
Talent development professionals need to understand learning innovation and instructional 

methodologies. Thirty-four percent of respondents indicated that they were an expert or 

advanced at learning science, and 32 percent indicated they were either exploring or informed 

about this topic. When talent development professionals don’t have a good understanding of 

learning sciences, “the result is ineffective training that wastes time and money.”16

Impacting Organizational Capability
The Impacting Organizational Capability domain includes the skills TD professionals need 

to drive organizational performance, productivity, and operational results. There are eight 

organizational capabilities in this model (Figure 16).

16 S. Castellano, “Learning Sciences Is a Vital Capability for TD Professionals,” ATD, March 17, 2020,  
td.org/insights/learning-sciences-is-a-vital-capability-for-td-professionals.
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FIGURE 16

51% of Respondents Said They Were an Expert or  
Advanced at Performance Improvement
How would you rate yourself on each of the following organizational capabilities?

 Expert or advanced     Capable     Exploring or informed

Performance improvement 51% 31% %18%

Organization development and 
culture 

50% 31% %19%

Change management 42% 36% %22%

Talent strategy and management 39% 34% %27%

Consulting and business partnering 38% 33% %28%

Business insight 33% 37% %30%

Future readiness 26% 39% %35%

Data and analytics 25% 39% %36%

Performance Improvement
Talent development can assist organizations in meeting goals by identifying and closing 

human performance gaps. More than half of respondents indicated they were an expert or 

advanced at performance improvement, and 18 percent indicated they were exploring or 

informed in this area.

There were significant differences by how long professionals had been in the field. Talent 

development professionals with a tenure longer than five years were more likely to say 

they were an expert or advanced at performance improvement (Figure 17). 
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FIGURE 17

Performance Improvement
How would you rate yourself on performance improvement?

30%

50%

58%

69%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Organization Development and Culture
Organization development and culture are important areas for TD professionals to 

understand and work on. Training, onboarding programs, and coaching and mentoring 

programs have all been found to have a positive impact on organizational culture.17 Half 

of respondents said they were an expert or advanced in this area, and 19 percent said that 

they were exploring or informed.

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at organization development and culture compared with professionals 

without a credential (60 and 39 percent, respectively). 

Change Management 
By connecting people, processes, and work, talent development professionals can assist 

organizations with change management. Forty-two percent of respondents said they were 

an expert or advanced at change management, and 22 percent said they were exploring or 

informed about this topic. 

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at change management compared with professionals without a cre-

dential (49 and 35 percent, respectively). 

17 ATD, Building a Strong Organizational Culture: The Role of the TD Function (Alexandria, VA: ATD Press, 2023).
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There were significant differences by how long professionals had been in the field. Talent 

development professionals with a tenure longer than five years were more likely to say 

they were an expert or advanced at change management (Figure 18). 

FIGURE 18

Change Management
How would you rate yourself on change management?

23%

39%

50%

61%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Talent Strategy and Management
Talent development needs to be integrated into talent strategy and management. Thirty-nine 

percent of respondents indicated that they were an expert or advanced at talent strategy and 

management, and 27 percent indicated they were exploring or informed about this topic. 

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at talent strategy and management compared with professionals with-

out a credential (49 and 29 percent, respectively). 

There were also significant differences by how long professionals had been in the field. 

Talent development professionals with a tenure longer than five years were more likely to 

say they were an expert or advanced at talent strategy and management (Figure 19). 
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FIGURE 19

Talent Strategy and Management
How would you rate yourself on talent strategy and management?

22%

35%

49%
53%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Consulting and Business Partnering
Talent development professionals should use their expertise and personal skills to build 

relationships that improve the business. Thirty-eight percent of respondents said they 

were an expert or advanced at consulting and business partnering, and 28 percent of 

respondents said they were exploring or informed about this area. 

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at consulting and business partnering compared with professionals 

without a credential (47 and 30 percent, respectively). 

There were significant differences by how long professionals had been in the field. Talent 

development professionals with a tenure longer than five years were more likely to say 

they were an expert or advanced at consulting and business partnering (Figure 20). 
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FIGURE 20

Consulting and Business Partnering
How would you rate yourself on consulting and business partnering?

18%

39%

46%

54%

Less than 5 years  
of experience

5 to less than 10 
years of experience

10 to less than 20 
years of experience

20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Business Insight
Understanding business principles along with the business ecosystem allows talent devel-

opment professionals to align their strategies with the overall business strategy. Thirty- 

three percent of respondents indicated they were an expert or advanced in this area, and 

30 percent indicated they were exploring or informed about business insights. 

Future Readiness
Talent development professionals need to be constantly thinking about upskilling and 

reskilling employees. Twenty-six percent of respondents said they were an expert 

or advanced in this area, and 35 percent said they were exploring or informed about 

future readiness. 

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at future readiness compared with professionals without a credential 

(32 and 19 percent, respectively). 

There were significant differences by how long professionals had been in the field. Talent 

development professionals with a tenure longer than five years were more likely to say 

they were an expert or advanced at future readiness (Figure 21). 
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FIGURE 21

Future Readiness
How would you rate yourself on future readiness?
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20 or more years  
of experience

Percentage of respondents selecting advanced or expert.

Data and Analytics
Talent development professionals need to be able to collect, analyze, and use data to make 

an impact on learning, performance, and business. A quarter of respondents said they 

were advanced or an expert in data and analytics, and 36 percent said they were exploring 

or informed about this topic. 

Professionals who had a credential were significantly more likely to rate themselves as an 

expert or advanced at data and analytics compared with professionals without a credential 

(31 and 19 percent, respectively). 
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Conclusion
It is evident that as talent development professionals spend more time in the field and 

receive additional credentials, their skills and capabilities improve. Young professionals 

who are just beginning their career and professionals who are transitioning into a TD 

career should consider becoming certified in an area that is relevant to their work. 

Overall, talent development professionals have strong skills and capabilities. The areas in 

which respondents rated themselves highest were communication skills, lifelong learning, 

and emotional intelligence and decision making. The areas respondents said they were still 

learning about included data and analytics, future readiness, and learning sciences. These 

are areas of opportunity for the talent development profession to work on and become 

better at. 
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