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Talent development in an association does not begin and end with staff. It lives across four interconnected layers: your board, your staff, your volunteers, and your emerging leaders. Use this worksheet to map where talent currently exists in your organization, assess how well each layer is developed, and surface hidden gaps. CEOs, executive directors, and senior leadership teams should complete it together, ideally as a discussion rather than a solo exercise.
How to Use This Worksheet
For each of the four quadrants below, list the current talent you can identify, then answer the reflection questions honestly. Resist the urge to answer only for the people already on your radar. The goal is to notice who and what is not being tracked or developed.
Quadrant 1: Board Leaders
Current talent inventory: (List names, roles, terms remaining)
Reflection questions:
1. Do we know which board members are ready for expanded leadership roles (e.g., committee chair, officer, board chair)?
2. How intentionally do we develop board members' skills during their term, versus simply asking them to serve?
3. Where did our current board leaders come from and could we name where our next generation will come from?
4. What happens to institutional knowledge when a board leader's term ends?
Quadrant 2: Staff
Current talent inventory: (List key roles, tenure, growth trajectory)
Reflection questions:
1. Which staff members have a documented growth or learning path, and which do not?
2. Are we developing talent only in senior roles, or across the full staff structure?
3. How well do our staff's development goals combine and align with our strategic plan, rather than just their job descriptions?
4. Where is burnout risk highest, and how might that be masking a talent gap?

Quadrant 3: Volunteers
Current talent inventory: (List active volunteer roles/committees and approximate numbers)
Reflection questions:
1. Are volunteer roles designed to build skills and leadership capacity, or are they only meant to complete tasks?
2. Do we know which volunteers are quietly ready for greater responsibility?
3. What is our real volunteer retention rate, and do we understand why volunteers leave?
4. How connected is our volunteer experience to a pathway toward staff or board leadership?
Quadrant 4: Emerging Leaders
Current talent inventory: (List individuals — staff, volunteers, members — showing early leadership signals)
Reflection questions:
1. Do we have a formal or informal way of identifying emerging leaders before they self-nominate?
2. Are emerging leaders being given real responsibility, or only visibility?
3. How diverse in background, generation, and perspective is our emerging leader pool?
4. What would it look like to invest in someone two levels below where we typically look?
Synthesis: What's Missing?
After completing all four quadrants, step back and answer:
· Which quadrant has the thinnest bench right now?
· Where are we relying on one or two individuals with no visible successor?
· What is one talent layer we have never formally discussed as a leadership team?
· If we did nothing differently, which talent gap is most likely to become a crisis and when?
This worksheet accompanies Chapter 10 The Seven Strategic Capacities for Organizational Success, Becoming a Strategic Foresight Association by Michael Butera. Learn more at michaelbuteraspeaks.com
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