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Welcome to the Stanton Chase Third Annual Global 
Industrial Survey.  
  
Nearly 900 executives from around the world voiced their 
thoughts and perceptions regarding challenges and 
growth opportunities in our increasingly competitive 
global economy. Despite differences in functional 
responsibilities, industry sectors, and geographic regions, 
survey participants share a conviction that hiring local, 
diverse executives to invest in new products and new 
markets is the most strategically effective way to 
empower their organizations for long term growth.  
 
Industrial companies across the globe recognize that 
talent, more so than any other factor, is the differentiating 
advantage in a hypercompetitive landscape. Therefore, 
they are focusing their time and capital on modifying 
their recruiting practices in order to build a diverse, 
flexible team of executives, who are capable of under-
standing their global customers, and improving efficiency. 
 
Now in our third year of performing this research, we are 
excited to have the opportunity to share with you the 
thoughts, methodologies, and strategies of your peers as 
we work as an industry to navigate the business 
challenges ahead.  
 
We sincerely appreciate the time of those who participated 
in the survey. If you would like to discuss anything in this 
report, please visit www.stantonchase.com or contact 
your local Stanton Chase office.  

I. Introduction 

Gert Herold 
Global Practice Leader, Industrial 

Managing Partner 
g.herold@stantonchase.com  
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Companies in the industrial sector are facing the unique challenges associated with 
competing in an increasingly global economy, with particular emphasis being placed on 
the difficulties of attracting and retaining innovative, reliable, and diverse leadership.  
  
To overcome these obstacles, organizations are focusing on strengthening their 
companies from the inside out, through recruiting honest, entrepreneurial leaders 
with visionary, strategic thinking and a proven track record of tangible results. As 
opposed to acquisitions or establishing new manufacturing plants, organizations are 
relying on their executives to grow their companies organically, investing capital in 
new products, new markets, and diverse talent.  
  
885 participants completed the survey worldwide. Over half of the respondents were 
executive and board level, with remaining respondents being distributed amongst 
every major functional role. Participating firms varied in size from under $100M to 
exceeding $5B in annual revenues, both privately owned and publicly traded across 
ten diverse industrial sectors.  

II. Executive Summary 
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Top 3 Issues Facing Executives:  

1.  Financial Results 
2.  Leadership: Relationships and 

Talent Acquisition 
3.  Heightened Competition 

Top 3 Challenges Impeding  
Corporate Growth:  

1.  Global Competition 
2.  Government Regulatory Issues 
3.  Shortage of Leadership Talent 
  

Top 3 Areas for Capital Deployment:  

1.  New Product Development 
2.  Acquiring, Developing, and 

Retaining Talent 
3.  New Markets 

 Top 3 Motivators for Diversity 
Initiatives:  

1.  Efficiency and Productivity 
2.  Attracting Talent 
3.  Retaining Talent  
 

Top 3 Diversity Initiatives:  

1.  Recruitment Processes 
2.  Internal Communications 
3.  Human Resources Processes 



•  The primary challenges to corporate growth have remained consistent for three 
consecutive years, central to which is a global talent shortage. Other key 
impediments are global competition and government regulatory issues.  

•  Future growth will be fueled organically, with capital deployment focusing on 
acquiring, developing, and retaining talent, and reaching current and prospective 
customers through new products and expansion into new markets.  

•  In order to accomplish this, the industry must continue to improve their 
recruitment and retention processes as well as overcome a continual industry-
wide Sales and Marketing talent deficit.  

•  There is a strong regional bias regarding growth and talent acquisition. Each 
region (Europe, North America, South America, Asia Pacific, the Middle East, and 
Africa) identifies itself as having the strongest opportunity for growth, as well as 
having the greatest talent shortage. Companies are increasingly hiring in-country 
executives based on their leadership skills, local knowledge and contacts, and 
their ability to work and communicate with headquarters.  
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•  New markets were ranked as a high priority spend for the third consecutive year, 
with every region identifying Asia Pacific as the strongest non-domestic 
opportunity for growth as well as having the highest non-domestic talent shortage.  

•  Asia Pacific also sees themselves as the strongest growth opportunity, but 
perceives the lowest global talent shortage, and more so than any other region is 
strongly motivated to hire diverse, local executives.  

•  The competition for acquiring local talent in Asia is more pronounced than in 
other regions.  

  Asia Pacific: Epicenter of Growth 

II. Executive Summary 

  Growing Organically, Hiring Locally 
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•  Diversity is overwhelmingly acknowledged as strategically important for growth, with 
half of respondents placing the responsibility for leading diversity management with 
the Board and Executives, and one-third viewing it as primarily a Human Resources 
initiative. 

•  Overall, companies that value diversity prioritize talent acquisition, and value local 
executives that are creative and strategic with multicultural sensitivities and change 
management skills. These companies are far more likely to utilize audits to assess 
their diversity, and to develop local executives with international assignments to 
increase their diversity awareness.   

•  Across all functions, sectors, and regions, recruitment processes were identified as 
the number one means for improving corporate diversity. Primary motivators for 
diversity initiatives include improving efficiency and productivity, as well as 
attracting and retaining talent.  

Diversity Initiatives: Attracting and   
Retaining Quality Leadership 

II. Executive Summary 



The global industrial sector has been improving for three consecutive years, with 
77% of respondents reporting that their business is consistent with or better than it 
was one year ago. The greatest growth surge is seen in Europe and Asia Pacific, with 
North America rounding out the top three.  

III. Findings and Analysis 

  Growing Organically, Hiring Locally 
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Business Situation – 

Consistent with or better than 2014 

Similarly, a strong majority of the industry is optimistic for continued growth in 2016.  
 
“The global economic crisis of 2008 undoubtedly pushed us into a downward phase,” 
comments a CEO of a European engineering company. “But within the last few years, 
we have experienced a significant recovery, and feel confident that we will continue 
to grow for the foreseeable future.”  

76
%

 

65
%

 

81
%

 

81
%

 

53
%

 

Average 77% 



Those who perceive difficulties identify the primary challenges impeding growth as 
consistent with the past three years’ concerns: global competition, government 
regulatory issues, and shortage of leadership talent. Organizations continue to seek 
qualified, diverse talent to navigate international growth hurdles and compete with 
an increasingly global roster.  
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Pessimistic 
39% 

Optimistic 
61% 

Top three challenges 
impeding growth 

Shortage of 
leadership 

Government 
regulatory issues 

Global 
competition 

To combat these challenges, for the second consecutive year companies are 
overwhelmingly choosing to invest their resources in organic growth ventures, with 
capital deployment focusing on acquiring, developing, and retaining talent, and reaching 
current and prospective customers through new products and expansion into new markets.  
  
“A decade ago, we were seeing a real drive for hiring expatriates and acquiring 
subsidiaries,” recounts a Stanton Chase partner in the Industrial Practice Group. 
“But within the past few years, we have witnessed a fundamental reprioritization 
within the Industrial sector. Organizations are focusing their spend and their 
resources on strengthening their executive teams, striving for diverse leadership that 
can better understand the global marketplace and deliver indisputable financial results.” 
 
Board members are a rare exception to several hiring trends. While overall 
confidence and optimism have remained level, Board members express the highest 
sense of optimism of any function. They are the least likely to hire in-country 
 

Anticipation of growth  
in the coming year 



executives, and they put the lowest emphasis on local knowledge and contacts when 
assessing those candidates, instead preferring local hires with leadership qualities far 
more than any other characteristic. Interestingly, although the vast majority of Board 
members recognize diversity as an important corporate policy, their numbers are the 
lowest of any function, seeing diversity management primarily as a powerful tool for 
employer branding. 
 
Although there is an acute need for talented executives in General Management, 
Engineering, and Manufacturing and Operations, it is the Sales and Marketing talent 
deficit that seems to be most poignantly felt worldwide, with respondents identifying 
Sales and Marketing as a top three talent deficit for three years running.  
 
“Nearly a quarter of our executive searches are within the function of Sales and 
Marketing,” says a Stanton Chase partner in the Industrial Practice Group. “Our 
international clients are striving to find diverse, local executives that can solidify 
their presence and increase their market understanding in their respective regions.” 
  
Sales and Marketing has experienced the greatest dip in confidence from 2014 to 
2015, and expresses the most pessimism regarding business growth through 2016. 
More so than any other function, Sales and Marketing executives are looking to hire 
locally, and put a greater emphasis on in-country executives being able to work and 
communicate with headquarters than their expatriate counterparts.  
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Strategic Importance  
of Managing Diversity 

Sales and Marketing  
values diversity initiatives  
on par with the industry 
average, with 82% of 
respondents identifying 
diversity as strategically 
important to their 
organization. However,  
they view building and 
managing diversity as 
primarily a Human 
Resources initiative, as 
opposed to a Board and 
Executive enterprise.  

33% 

18% 17% 

32% 

Top Board   
         Priority 

               Human    
     Resources    
   Priority 

Top Corporate 
       Priority 

          Not A 
    Priority 

27% 

18% 

13% 

42% 

Top Board   
         Priority 

               Human    
     Resources    
   Priority 

Top Corporate 
       Priority 

          Not A 
    Priority 

INDUSTRY 
AVERAGE 

SALES & 
MARKETING 



Although Sales and Marketing executives do recognize diversity efforts as a means to 
solving their ongoing talent deficit, they mainly value diversity initiatives for 
improving overall efficiency and productivity and for increasing their organization’s 
marketing understanding in an increasing global marketplace.  
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Motivators for 
Diversity Management 

30
%

 

20
%

 

16
%

 

30
%

 

11
%

 

6%
 

Sales & 
Marketing 

Industry 
Average 

“Permeating current markets and expanding into new ones are top priorities,” says a 
Vice President of Marketing of a leading North American construction company. “We 
cannot effectively accomplish this unless our organization reflects the diversity of our 
customers. We need local understanding in each region to succeed.”   
 
 

Sales and 
Marketing 



There is a strong regional bias regarding growth and talent acquisition. Each region 
(Europe, North America, South America, Asia Pacific, the Middle East, and Africa) 
identifies itself as having the strongest opportunity for growth, as well as having the 
greatest talent shortage.  
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REGIONAL BIAS 

This perception of growth potential, both for the organization and for its talent base, 
is a reiteration of two key trends identified last year: growing organically and hiring 
locally. When faced with the continuing challenges of rising global competition and 
the resulting intricate government regulations, companies are building stronger 
home bases and maximizing their proprietary strongholds before expanding across 
regional borders.  

78% 

85% 

89% 

64% 

90% 

100% 

50% 

27% 

59% 

50% 

35% 

24% 

North America 

South America 

Asia Pacific 

Europe 

Middle East 

Africa 

Where is the Greatest 
Opportunity for Growth? 

Where is the Greatest 
Regional Talent Shortage? 

71% 

78% 

70% 

67% 

90% 

100% 

36% 

36% 

39% 

50% 

45% 

44% 

North America 

South America 

Asia Pacific 

Europe 

Middle East 

Africa 

Global Perception Regional Perception 



Companies are increasingly moving towards hiring in-country executives, with 59% 
of respondents preferring local hires based on their leadership skills, local knowledge 
and contacts, and ability to work and communicate with headquarters.  
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 “Localization of our regional management has become increasingly important in 
recent years,” explains a board member of an international oil and gas corporation. 
“Navigating labyrinthine government regulations from one country to the next has 
become an enormous undertaking. We need executives that have a strong 
understanding of these local issues.”  

2015 2014 

Preference for Hiring In-Country Executives 
By Industry 

68% 

60% 

58% 

60% 

59% 

63% 

69% 

82% 

61% 

62% 

56% 

38% 

52% 

43% 

56% 

46% 

42% 

57% 

57% 

54% 

Aerospace & Defense 

Automotive 

Chemicals 

Electric 

Engineering & Construction 

Industrial 

Mining 

Oil & Gas 

Pulp, Paper, & Packaging 

Diversified 



As in previous years, industry knowledge, functional experience, and prior 
international background are rated at the bottom of prioritized characteristics, 
indicating that organizations are not just willing but eager to look outside their 
immediate scope to find local executives with inherent leadership qualities.  
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There are a few but notable exceptions to the above mentioned ranking. Human 
Resources, out of all the functions, puts the highest emphasis on hiring local 
executives, and consequently ranks talent acquisition as the primary area for capital 
deployment as their companies invest for growth. However, rather than their local 
knowledge and contacts, Human Resources values above all else leadership and 
change management skills in their local executives.  
  

Attributes Most Hightly Valued  
in Local Executives 

18% 

19% 

19% 

27% 

30% 

32% 

39% 

49% 

60% 

Prior Internation Background 

Functional Experience 

Change Management 

Industry Knowledge 

Entrepreneurial Mindset 

Proven Track Record 

Ability to Work with Headquarters 

Local Knowledge & Contacts 

Leadership Qualities 

Prior International Background 
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A Human Resources executive of an Asian engineering company states, “Given the 
increasing importance of diversity and the fact that the implementation and 
execution of diversity initiatives is often times a Human Resources objective, it is not 
surprisingly that we are seeking executives capable of instigating and managing 
innovative diversity programs.”  
 
 Bucking the overall trend, Operations far and away values local knowledge and 
contacts as the most prized attribute in their in-country hires, which is 
understandable given the logistical responsibilities of that executive function.  
 
 
 

 
“We cannot succeed without understanding the  
specific needs, requirements, and restrictions of  
each individual market,” explains a Chief Operating 
Officer of a European chemicals company. 
 
 “Plain and simple: We need local, top talent 
that knows the ins and outs of their region.”  
  
 
 
 
 
Operations has experienced a noticeable decrease in their business confidence when 
compared to last year, which is directly related to their increasing talent deficit. 
Where in 2013, only 39% of respondents identified Manufacturing and Operations as 
having a functional talent shortage, that number increased to 45% in 2014 and again 
to 49% in 2015. As such, they are placing a much higher than average emphasis on 
execution and delivery and functional capabilities as they recruit and train  
future executives.   



Although Sales and Marketing executives do recognize diversity efforts as a means to 
solving their ongoing talent deficit, they mainly value diversity initiatives for 
improving overall efficiency and productivity, and for increasing their organization’s 
marketing understanding in an increasingly global marketplace.  
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2015 

2014 

Like the rest of the world, Asia Pacific recognizes themselves as the strongest growth 
opportunity, with a staggering 89% of Asian Pacific respondents identifying their 
region as the highest priority in which to deploy their capital as they invest for 
growth, focusing on local recruitment, new products, and expanding domestic markets.   
  
Of all the regions, they perceive the lowest global talent shortage, instead feeling the 
pinch close to home, with 70% of Asian Pacific respondents reporting themselves as 
having the greatest regional talent shortage. More so than any other region, they are 
strongly motivated to hire local leadership. Globally, 59% of companies are looking to 
hire in-country executives, whereas 72% of Asian Pacific companies are looking to do 
so – the highest of any region.  
 
“Asia’s reduced manufacturing costs, superior productivity, extensive infrastructure, 
and reasonably stable economy are all factors that drive international companies to 
seek expansion into Asian markets,” explains Ivo Hahn, Stanton Chase’s Regional 
Vice President of Asia Pacific. “This influx of new opportunities combined with Asia’s 
predisposition to localized talent means that Asian Pacific senior executives have a 
wealth of choices. This drives up the cost of top talent, meaning companies must be 
willing to offer competitive compensation to local senior executives if they strive to 
establish or maintain an Asian Pacific presence.” 

Asia Pacific: Epicenter of Growth 
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Although Asia Pacific follows the overall trend of valuing leadership qualities and the 
ability to work effectively with headquarters in their in-country hires, they place a 
much lower than average emphasis on local knowledge and contacts than other 
regions, instead seeking out local executives with an entrepreneurial mindset and 
proven track record. This implies that Asian Pacific organizations are looking for 
cooperative, creative leaders that can be relied upon to deliver results. 
 
Asia Pacific’s high levels of business confidence and awareness of their region as a hot 
spot for growth allows them to run contrary to other regions in regards to the 
industry-wide Sales and Marketing pinch, expressing the lowest perceived Sales and 
Marketing talent deficit of any region. Asian Pacific organizations are far more 
motivated to recruit executives within General Management, Manufacturing and 
Operations, and Engineering.  

Asia Global Average 

59% 

89% 

56% 

51% 

ASIA PACIFIC VERSUS GLOBAL 

Asia Pacific is the  
Top Region for Growth 

A Global Talent Shortage is 
Impacting Your Organization 

Asia Pacific has the  
Greateast Talent Shortage 

You Prefer Hiring 
In-Country Executives 

39% 

70% 

59% 

72% 
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“Asian companies seek local executives and management that represent the wide range 
of diversity found in their considerable population,” continues Ivo Hahn. “They are 
making a marked effort to diversify their workforce at all levels and in all functions.”  

When compared with other regions, Asia Pacific places a high strategic importance on 
diversity initiatives, with 90% of Asian respondents identifying diversity as a 
priority. Unlike other regions, Asia Pacific believes that the Board and Executives, 
rather Human Resources, are responsible for driving diversity initiatives.  

Strategic Importance 

of Managing Diversity 

Top Board & Executive Priority 

Human Resources Priority  

47% 48% 

73% 

47% 

67% 

36% 35% 

17% 

33% 

28% 



  Diversity Initiatives:  
  Attracting and Retaining Quality Leadership 

www.stantonchase.com 18 

“Business leaders globally have recognized that the differentiating advantage in 
today’s hypercompetitive business environment is people,” explains Mickey 
Matthews, International Chairman of Stanton Chase. “World class companies are  
led by world class leaders who are focused on attracting, acquiring, developing, and 
retaining executives that possess diverse multinational and attitudinal ideologies 
that are strategic, flexible, and can manage complexity in ambiguity.” 
  
Diversity is unequivocally acknowledged worldwide as strategically important for 
growth, with half of respondents placing the responsibility for leading diversity 
management with the Board and Executives, and one-third viewing it as primarily a 
Human Resources initiative.  

33% 

18% 17% 

32% 

Top Board  Priority 

               Human  Resources    
                              Priority 

Top Corporate  
    Priority 

          Not a Priority 

82% SAY  

“YES” 

Is Diversity Strategically Important to your 
Organization? 



  
Across the industry, the motivators for instituting and managing diversity initiatives 
clearly speak to an understanding that a diverse executive suite and consequently 
diverse company are undeniable strengths in overcoming the industry-wide 
challenges of global competition. Efficiency and productivity rate highest, followed 
closely by attracting and retaining talent, then market understanding. Significantly 
less valued are the effects of diversity on an organization’s external image and legal 
obligations.  
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 Not surprisingly, Human Resources executives reported the highest support of 
diversity initiatives of any other function, with their primary motivators being 
attracting and retaining talent above all others, whereas Sales and Marketing puts a 
higher than average emphasis on market understanding and efficiency and 
productivity. The only function that puts a significant emphasis on legal obligations 
as a motivator for diversity is Finance.  

Top Motivators for Diversity 

25% 

31% 

39% 

40% 

40% 

41% 

Legal Obligations 

External Image 

Market Understanding 

Retaining Talent 

Attracting Talent 

Efficiency & Productivity 



  
Over the past three years, there have been several different types of diversity initiatives 
instigated throughout the industry, but the top three lead by a wide margin: 
recruitment processes, internal communications, and Human Resources processes.  

www.stantonchase.com 20 

 North America puts an above average emphasis on recruitment (71% versus the global 
average of 60%) as well as ranking diversity audits as a far more important tool than other 
regions (45% versus 28%). This indicates that North American companies are determined 
to diversify their organizations, and are willing and eager to utilize objective third-party 
vendors to serve in a consultancy role as they evaluate and improve diversity management 
initiatives.  
  
Other key diversity initiatives were identified as integration of new hires, awareness 
workshops for executives and middle management, diversity audits, changes to the 
assessment process, and bonus compensations for KPIs.   

Primary Diversity Initiatives Implemented Within 
the Past Three Years 

“Every function, every 
sector, and every 
geographic region lists 
recruitment processes as 
their number one diversity 
initiative,” notes Gert 
Herold, Industrial Global 
Practice Leader and 
Managing Partner of 
Stanton Chase Vienna. 
“This is incredibly 
significant as organizations 
evolve their business 
practices to foster diversity 
within their company and 
amongst their clients.” 

Secondary Diversity Initiatives Instigated  
Within the Past Three Years 

22% 

22% 

28% 

28% 

34% 

36% 

Bonus Compensation 

Assessment Process 

Audit of Diversity 

Workshops for Middle Management 

Workshops for Executive Management 

Integration of New Hires 

60% 
RECRUITMENT 

PROCESSES 

50% 
INTERNAL 

COMMUNICATIONS 

49%  
HR 

PROCESSES 
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“Overall, we discovered that organizations that value diversity prioritize talent acquisition 
and value local executives that are creative, strategic leaders with multicultural 
sensitivities and change management skills,” explains Mickey Matthews. “These 
companies are far more likely to utilize external audits to assess their diversity and to 
develop local executives via international assignments.”  
 
Organizations that value diversity perceive a more acute global talent shortage, 
specifically within Human Resources, whom they rely upon to captain diversity measures.  
 
A specific hiring and training trend has been identified amongst organizations that value 
diversity as a top priority: They are more determined than the rest of the industry to hire 
in-country executives, which they develop for future leadership roles through training as 
well as through project team involvement, but with an increased emphasis on international 
assignments. Rather than hire expatriates and educate them regarding local knowledge 
and headquarters operations, diversity-minded companies are more likely to hire local, 
multi-culturally sensitive executives that have a strong understanding of in-country 
operations and then send them abroad to gain further understanding of global intricacies.  

Most Popular Diversity Initiatives to Support Young Families 
Supporting young families 
is a crucial component of 
managing diversity. 
Although unpaid extended 
leave, job sharing, and 
company kindergarten 
remain far from the norm, 
flexible working hours and 
remote work opportunities 
are widely offered across 
all functions, sectors, and 
regions.  

Utilization of International Assignments 
to Develop Future Leaders 

83% 
FLEXIBLE 

HOURS 

57% 
REMOTE 
OFFICE 

61
%

 

56
%

 

52
%

 

43
%

 

Top Board 
Priority 

Top Corporate 
Priority 

HR Priority Not a Priority 

Diversity-
Minded 
Organizations 

Industry 
Average 
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The world´s economy has become increasingly competitive in recent years, with 
global competition being the number one impediment to corporate growth. Talent, 
more so than any other factor, is the differentiating advantage.  
  
Based on our 25 years of experience in advising leaders worldwide along with our 
third consecutive year of accumulating data via this survey, we offer the following 
recommendations: 
  
Be Prepared, Be Patient, Be Persistent 
The global talent shortage is real and must be acknowledged. Ignoring it will not solve 
the problem. Prepare your organization by devoting significant resources – time, 
capital, and manpower – to attracting, attaining, and retaining the right talent. Only 
by making talent acquisition a priority will you be able to identify and hire the 
executives you need to lead your organization.  
  
Hire for Local Know-How with Multicultural Sensitivities 
With global competition and government regulatory issues being identified as 
significant hurdles to growth for the third consecutive year, companies are 
increasingly looking to hire leaders with local knowledge and contacts and an 
adeptness at clearly communicating with headquarters. Look for executives with 
local know-how, but who also have experience internationally or are willing to 
develop their multicultural sensitivities through international travel.  
  
Be Prepared to Compete for Local Talent 
With the trend of hiring in-country executives growing stronger year after year, local 
talent – particularly in Asia – will have options. Take the time to understand the 
individual motivations of each potential hire, and be prepared to get creative and 
competitive with compensation packages.  
  
Make Diversity a Board Issue 
Diversity initiatives that are confined within Human Resources alone are destined to 
fail. Our research shows that organizations that adopt an attitude of diversity at the 
board level, with Human Resources acting as their strategic partner, have a much 
higher success rate. Embrace diversity as a company-wide undertaking and look to 
Human Resources to guide the implementation.   

IV. Recommendations 
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 Redesign Human Resources Processes From the Ground Up 
Although diversity is a cross-functional initiative, Human Resources plays a crucial 
role, from recruitment processes to onboarding procedures to internal 
communications. Regardless of your current practices, there is room for increasing 
diversity awareness and effectiveness in every single facet of Human Resources. 
Approach each process and each touchpoint systematically, always asking, “How can 
we improve this practice to encourage diversity?”  
  
Operationalize Your Diversity Plans  
Diversity will not just happen. To actualize change, set specific targets, assign 
responsibilities, check accountabilities, and determine clear time frames. Set 
performance indicators at all levels and across all functions. Provide meaningful 
incentives and communicate successes back to the responsible team members and to 
the company as a whole.  
  
Create a Cross-Functional Project Team 
Efforts must be spearheaded by individuals that feel passionately about diversity, 
and that recognize it as strategically important for growth. Acknowledge the team 
members as ambassadors of diversity throughout the organization. Their enthusiasm 
and success will inspire others.  
  
Start Small 
Achieving true diversity is easier in isolated units than in large, complex 
organizations. Create success stories in these isolated units for others to follow. Aim 
for many small successes instead of one single miracle moment. Every step is a step in 
the right direction.  
  
Perform Continuous Temperature Checks 
Identifying emotional blockages is crucial to executing successful diversity problems. 
Far too often, the reasons for failed programs are cultural barriers and their 
emotional consequences. Leaders need to appeal to the emotional side instead of 
approaching diversity as just another metric. Build a communicative team of 
executives with multi-cultural sensitivities and a true commitment to diversity.  
  

 
Stanton Chase is your partner in achieving your talent management and diversity goals. 
Contact an office near you for further information and to arrange a meeting with one of our 
consultants to learn how we can empower your organization with the right talent. 
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885 participants completed the survey worldwide. Over half of the respondents were 
executive and board level, with remaining respondents being distributed amongst 
every major functional role. Participating firms varied in size from under $100M to 
exceeding $5B in annual revenues, both privately owned and publicly traded across 
ten diverse industrial sectors.  

V. Demographics 

COMPANY 
OWNERSHIP 

  Publicly Traded,  
     39% 
                       

Venture Backed, 
                          11% 
                       

Privately Owned 
                          50% 
                       

FUNCTIONAL 
MANAGEMENT 

ROLE 

COMPANY 
REVENUES 

           $5B+, 
       18% 
                       

  Under $100M, 
      30% 
                       

  $1B–$5B,  
             19% 
                       

$101M–$500M, 
23% 
                       

  $501M–$1B,  
                    10% 
                       

Executive 
        Management 
              52% 

       Human  
Resources 
             18% 

     Sales & Marketing 
                              10% 

Operation 
         6% 

Other 
 2% 

   Finance  
             7% 
                        Board of 

 Directors, 5% 

INDUSTRIAL 
SECTOR 

                Industrial 
               Equipment  
   Components,  17% 

        Mining, 3% 

                 Pulp, Paper & 
           Packaging, 5% 

       Oil & Gas, 4% 

 Diversified  
       13% 

      Aerospace &  
      Defense, 5% 

      Automotive 
            10% 

       Chemicals 
        11% 

       Electic & 
      Power   
    Generation,  
      9% 

      Engineering, Construction & 
      Building Materials, 23% 



www.stantonchase.com 25 

Founded in 1990, Stanton Chase is your global leadership partner, recognized for 
exceptional results around the world. 
  
Stanton Chase is unique in the executive search industry, offering clients the 
expertise and global reach of one of the world’s ten largest executive search firms 
complemented by the service, industry expertise and personal relationships usually 
reserved for small, boutique practices. 

VI. About Stanton Chase 

72 
offices 

45 
countries 

350 
consultants 
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Stanton Chase is proud to offer our clients a complete suite of executive search and 
consultancy services: 
  
•  Executive Search: A successful and rapid project methodology for search and 

recruitment of the best leaders worldwide. 

•  Candidate Assessment: Using the latest methodology for the identification, 
motivation, and assessment of competencies and personality profiles.  

•  Leadership Consulting for Boards and C-Suite: Recognizing the unique challenges 
of CEOs, Boards, and the C-Suite and counseling our client partners on a breadth 
of corporate, governance, and strategic imperatives.  

 
•  Diversity Search: Committed to and embracing the global reality of diversity and 

inclusion.   
 
  
For further information about Stanton Chase, please visit www.stantonchase.com. 
  

VI. About Stanton Chase 



Asia/Pacific • Auckland • Bangalore • Beijing • Chennai • Guangzhou • Hong Kong   
Kolkata  • Mumbai • New Delhi • Seoul • Shanghai • Singapore • Sydney • Tokyo   

Europe, Middle East, Africa • Amsterdam • Athens • Belgrade • Brussels • Bucharest  
Budapest • Copenhagen • Dubai • Düsseldorf • Frankfurt • Hamburg • Helsinki • Istanbul   

Johannesburg • Lagos • Lisbon • Ljubljana • London • Lyon • Madrid • Milan • Moscow  
Oslo • Paris • Porto • Prague • Saint-Petersburg • Sofia • Stockholm • Stuttgart • Vienna  

Warsaw • Zurich • Latin America • Bogota  •  Buenos Aires • Caracas • Lima • Mexico City  
Montevideo • Panama City • Santiago • Sao Paulo • North America • Atlanta • Austin  

Baltimore • Boston • Calgary • Chicago • Dallas • Little Rock • Los Angeles • Miami  
Montréal• Nashville • New York • San Francisco • Silicon Valley • Toronto 

Your Leadership Partner 

www.stantonchase.com 


