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Nurturing the Leaders of Tomorrow

And, nowhere in the session, it is very interesting. That is the so far, we have seen that is the,
what are benchmarking practices of these Talent Management acquisitions and how we are
going to identify those talents. Once you have identified those talents, once you have planned
and recruited them on the basis of that how you are leading them. It is so, Nurturing the Leaders

of Tomorrow that becomes a very, very interesting topic.
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Now, here in this session, we will be talking about that is how to nurture the leaders of
tomorrow, that is, the young employees which you have recruited. Then in this talent
acquisition, how we are making ensure that is they are suitable for the future requirement. How

do you identify your critical talent, and why is it important.
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Ten countries are nurturing the leaders of tomorrow

* Chief executive officers (CEQs) are increasingly responsible
for, and involved in, talent management. The heads of human
resources departments play an important, supporting role in
executing talent strategy.

* CEOs spend a large amount of their time—often more than
20%—on talent management.

The ten countries are nurturing the leaders of tomorrow, and this is the this has output that |
will be like to share with you. That is, chief executive officers are increasingly responsible for
this is also; this concept is to be noted. That is it is important that is we are going to give this
responsibility at the top level. If you are not able to give this responsibility at the top level, then

middle level and front line managers will not be able to apply this.

So, that commitment for nurturing the leaders of tomorrow is becoming compulsory for the
CEOs. If CEOs are involved, then the heads of the human resource department, the HR
department because they are reporting to the CEOs normally. And therefore, when the CEO
says to the HR department that | want this type of these practices, then they play an important

role. The head of HR plays an important role.

Now, you may ask me that is, sir, is it always necessary to go from the top to the bottom, or
can we go from the bottom to top? My answer is both are possible depends on the organization's
culture. If your CEO is visionary, he himself will like to introduce the talent management
practices. But if your HR is very active and the CEO is busy with his other roles right, then he
can also suggest, but this is possible only when the organization is ready to create that culture

of the bottom of the culture.

Feedback system, working on that, taking the consultation from the juniors, understanding what
they are saying, and then designing and developing of those practices. That is called there is

the bottom of the approach is there. So, the HR head also can suggest to CEO and get it



implemented, or CEO himself can get implemented to the organization, and there is nothing

wrong in that also the top-bottom also is there.

But, normally, whenever we see that if you involve your stakeholders, those who are at the
junior level, then definitely you will be having the more realistic and practical solution to the
problems. Then the HR head can play a supporting role in executing talent strategy. Whatever
the talent strategies of the organization are there and that will be getting the supporting role for

this particular, the talent acquisition and management practices are there.

CEO spend a large amount of their time, often more than 20 percent, on talent management.
Last time | have thought about that 54 percent CEO spent, but how much they spent? They
often spent more than 20 percent and therefore, you can classify two types of CEOs. One those
who are busy with their strategic issues one who is specially focus on the HR issues also. That

is the building of that organization's culture, and that is about the talent management is there.

(Refer Slide Time: 04:53)

However, this effort is not typically guided by a formal talent
strategy explicitly linked to the company’s overarching goals or
embedded in the business planning process. Rather, CEOs engage
in selected supporting activities where they believe they add value.

Talent management has become more important because of a
growing recognition that it helps to drive corporate performance,
even though the exact impact is hard to quantify.

Source: The CEQ's role in talent management How top executives from ten countries are nurturing the leaders of tomorrow
A paper by the Economis t Intell Unit in co-operation with lop: Di (DDY)

However, this effort is not typically guided by a formal talent strategy as | mention, it will vary
from organization to organization; it will vary from leadership to leadership. So, nurturing the
talent is a question of willingness of leadership. If there is no willingness of leadership, there
will be no nurturing of the talent is there. Linked to the companies overarching goals are

embedded in the business planning process itself, it is a good idea.



Now, when we talk about the holistic approach so, your different strategies are there; you have
finance strategies, marketing strategies, HR strategies, IT strategies, operational strategies, and
so on. So, many strategies are there, but when you embedded in the business planning itself,
you are ensuring that is that these particular type of these practices that has to be in the business
planning process.

Rather CEOs engage in selected supporting activities where they believe they add value.
Otherwise, what will happen then? Otherwise, CEOs will be busy adding the values of such a
functional area where they feel they are more suitable rather than focusing on the employees.
They will be going for more towards the business strategies without focusing on the employee
strategies are there.

Talent management has become more important because of a growing recognition that it helps
to drive corporate performance. So, why we are discussing or talking about talent management
because by research, it has been proved that is whenever any organization is involved in the

talent management process, then it is creating better corporate performance.

So, sometimes you work for the organizational performance, sometimes you work for the group
performance, sometimes for the individual performance. But here, it is required that is to drive
the corporate performance, and when you have that corporate-level performance drive, then

definitely talent will be having it is own higher position.

Even though the exact impact is hard to quantify — it is always a challenge right from the
beginning of my career 30 years back also. That is, whenever we are talking about training and
development, what is a cause-benefit analysis? Always a challenge. Whenever we are talking
about these particular investments, what is an ROI? Return on investment and, therefore, many

organizations are not able to provide the talent management practices.

Because that CEOs are busy with their own business strategies so, they find this is the extra
job; this is the philosophical job that is not required for the business. That mindset is there, and

if that mindset is there, an organization will not grow.

So, what is required? That is, even though the exact impact is hard to quantify the CEOs of the
organizations are supposed to help to drive the corporate performance. And then if they are

able to drive that corporate performance, then they will be successful.



(Refer Slide Time: 08:06)

I 09090000
How top executives from ten countries

are nurturing the leaders of tomorrow...contd

* Good talent management is not undertaken in a piecemeal fashion but
consists of comprehensive development programmes. These include the \/
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* Many CEOs mentor executives in their organisations—an additional and "
important part of the programme. They regard the development of the W
next generation of leaders as one of the best ways of leaving a strong
legacy.
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Source: The CEQ's role in talent management How top executives from ten countries are nurturing the leaders of tomorrow
Apaper by the Economist Unit in co-operation with Dy Dimension: (001}

How top 10 top executives from the ten countries are nurturing the leaders of tomorrow. So, it

is not taken in isolation the good talent management is not undertaken in a piecemeal fashion
but consists of comprehensive development programs. | always say it is an umbrella business,
the strategy is an umbrella, and there are so many sticks, and one of them is that it is a talent

management practice.

If you do not give recognition to the HRM, then the organization will suffer after some time. It
is possible that is the CEO who leaves the organization may not be there at the time of crisis of
the talent management, but if he initiates the talent management practices, he will be known

and have high regard by the employees who are working even after he has left the organization.

But, the employees feel that is they are here for a short period of time. Now, | will tell you
about many organizations, especially corporations. This chairman is from outside and for a
short period of three years. So, his check-in that the development of the organization or
development of that your corporation that that is not very high. His stake is not very high. Why
is his stake not very high? Because he is busy right and he does not want to take this

comprehensive position, and then it continues like this only.

So, this includes the identification of leadership potential. So, how to identify the leadership
potential is there? The leadership has to be changed according to the types of employees. Now,

I would like to mention here that is how there are the different types of employees are there.



Whenever we are talking about that is the types of employees, employees are always they are
having either the potential and the performance this is low, this is high.

And, low potential and low performance so, they are deadwood they are no use because they
are having no contribution in the development of the organization. Forget about the
organization; they do not have any contribution for themselves also, their individual
contribution is also not there. So, therefore, in that case, it becomes very important that is the
there deadwood is there.

There is high potential but low performance, and they are the problem children. And this
problem children because they are higher potential these leadership style right that has to
change. So, here the identification of the leadership potential right it is becoming very
important that is how you are using that leadership potential.

If leadership potential for this deadwood that will be totally different and leadership potential
for the problem children that has to be different identify. Now, if you are going by the high
performance and the high performance and high potential right here, then if high performance

and high potential so, they are stars.

So, these stars will be working on those particular criteria that are your leadership potential is
the maximum. And when we are talking about the performance of this high performance and
the low potential, then it will be workhorses. And, if they are the workhorses, then this

leadership potential again will be different.

So, what is required? You are supposed to identify the type of the employees and then identify
the leadership potential whether that leadership style will be matching to handle this type of
the employees or not. And, where is the talent? Talent is into stars. And does a leader has the
identification of leadership potential? Does a leader has the potential to perform with these

stars or not.

And therefore, in that case, it will be becoming very important that is how these organizations
are having to nurture the leaders for tomorrow and are able to identify. If they are able to

identify the potential, then they are successful.



Now, here we will talk about that performance evaluations. So, in the performance evaluation,
it is becoming that you are finding whether the person will be able to perform or he will not be

able to perform? And accordingly, you will be targeting the development activities.

This is over the crux. This is over output that is when we identify the leadership potential when
we make the performance evaluations, then we will be able to target the development activities,
and the job experience is there right. So, when you are targeting those development activities,
the experience will be accordingly.

So, this process will start from leadership potential, performance evaluation, target your
talented employees, and then the job experience. That all these types of activities are a practice

by the ten countries for nurturing talent.

Many CEOs mentors executives in their organizations — an additional and important part of the
program. So, but again | will say they are practicing this, and on the documents, it is mentioned
that is the CEOs are mentoring these talented employees.

But particularly, I have seen at least in India in many organizations, that is CEO does not seem
particularly able to do that because he is busy and occupied with so many higher challenges.
That he for the business strategies and business survival that is he gets a very short time for the

talent management practices.

They regard the development of the next generation of leaders as one of the best ways of living
a strong legacy. So, there are some organizations, according to the study. The study source is
the CEOs' role in talent management how top executives from ten countries are nurturing the
leaders of tomorrow, a paper by the Economist Intelligence Unit in cooperation with

Development of the Dimension International.

So, therefore, they say that, yes, there are involved, and they regard the development of the
next generation of leaders, yes. They have time for that and the best ways of leaving a strong

legacy is there that practice they adopt.
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PERCENTAGE OF EXECUTIVES AGREEING WITH THE
STATEMENT

We recruit highly talented people

We identify high and low performers

We retain top talent, assign best to
fast-track jobs '

We hold line managers accountable
for people quality

We develop talent effectively

We remove low performers quickly

Source: The CEQ's role in talent management How top executives from ten countries are nurturingthe leaders of tomorrow
Apaper by the EconomistIntelligence Unit in co fopment Dimensions (001)

Now, here a very interesting slide that is the percentage of executives agreeing with the

statement; which statement? We recruit highly talented people, and the percentage is 23 percent
only. Can you guess why? Why the percentage is so less though it is the highest, it is still less
percentage and that the reason is this that is the compensation policies, the job profiles, job

description that does not attract the employees.

We identify high and low-performance right. So, therefore, in that case, it is 16 percentage is
there. So, if you remember in this slide, | have mentioned about performance evaluation; this
is the performance evaluation. If you have the performance evaluation and in the performance
evaluation, you will find here that is they are very few 16 percent only that they are ready to

make the high and low performers.

We retain the top talent right that retention is really a tough job. As already | have mentioned
in the beginning itself, that is the how-to retain the talent it is a very tough task is there. Assign

best to the fast track jobs right, and therefore, naturally, what talent will be required?

Requiring more and more work they will like to go that is yes, | want to capture this also | want
to capture this also. | want to do all the jobs | want to do the all the responsibilities. And
therefore, in that case that is the that is 10 percent is there that retains the top talent, and the

assign best to the fast track jobs are there.



The 7 percent we hold line managers accountable for people quality which is very poor as
compared to the recruit the highly talented people are concerned and therefore, in that case,
that is they are having the old-time managers accountable for the people quality. We develop
talent effectively that confidence is very low right because you see again what the reason is?
The reason is they are busy with their business strategies, business planning, business

assignments so much.

So, therefore, they are not able to control this particular part; that is the line managers are
accountable for the people quality are we develop the talent effectively right. So, that is the
now this point we hold line managers accountable for people quality is 7. Who are the line
managers? The production managers and if they are their number is coming 7 that is it shows

that it is very less.

So, production managers are also required to focus for managing the managers accountable for
the people so that you can identify where the gaps are, then you can provide the resources, and
you can get the output, and that is about the 7 percent is there 7.

We remove the low performers quickly 3; that is good, right. So, therefore, in that case, what
is important is that is those who are low performers, you are not saying them to go, rather than

you are trying to develop them.

(Refer Slide Time: 19:56)

TALENT ACQUISITION
WHAT IS IT?

alent Acquisition is the process
of attracting, finding, and
selecting highly talented
individuals (those who align
with the business strategy,
possess required competencies,
and who will integrate smoothly
and productively into the
organization and its culture) to

meet current and future

employment needs.
Source : https://www.slideshare.net/vinaykumar07/talent-acquisition-recruitment-workshop




So, on the basis of this employment branding, how the talent acquisition is done by the
employment branding? Process of attracting, finding, and selecting the highly talented
individuals, business strategies here in the first definition and here you will find that is here the
focus is in the talent acquisition for establishments. That is, the business strategies process
requires competencies to do the job.

And, who will integrate smoothly and productively into the organization and its culture? This
is dear friends, the most important part — whether the employees are able to coordinate and
with these particular aspects in the context of the organization and the productivity is there.
And if they are productively in the organization and it is culture are adopted, they become part

of that culture organizational culture.

Then believe me, once the culture is adopted, then the routes are strong. It is like just a newly
wedded daughter-in-law; if she adopts the culture of the family so, she will continue for long.
But she is in the family but finds it difficult to adopt, and she leaves than in that case, it becomes
very difficult. That is you will be able to develop those bindings to meet the current and future

employment needs.

So, these definitions for these need, sourcing, selection, and preparing that defines that is the,
please identify the talent with the alignment of the business strategies, integrate that, and try to

develop that particular culture in the organization.

(Refer Slide Time: 22:18)

How do you identify your critical talent?

Critical talent are the people who create the value an organization
needs to succeed.

Answering the following questions will help to isolate these groups
and individuals:

0

1.Which strategies, skills and capabilities are crucial to your current
and future success?

2. What emerging workforce trends (e.g. supply and demand of
engineers) will impact your ability to deliver value?



Now, so far, we have talked about that is talent acquisition and nurturing the leaders for
tomorrow, but how to identify your critical talent? The people who create the value in the
organization need to succeed value addition, those who make the value additions. What type
of value additions? It is not monetary; it is the ethical values, it is the creating creation of values,

it is the development of the people those value systems.

So, if you are having those, then definitely you are identifying the talent is there. Help to isolate
these groups and individuals. Which strategies, skills, and capabilities are crucial to your
current and future success? You can also do this exercise, and you can write that is which
strategies, skills, and capabilities are crucial to your current and future success.

So, first is the current will require a different type of skill sets and capabilities as compared to
future and therefore, in that case, that is the current and future skills and capabilities are
required. What emerging workforce trends? That is the supply and demand of engineers. So,

therefore, an example is skilled employees.

So, talented, skilled employees are more required; semiskilled employees, unskilled employees
and accordingly that will define that is the how do you identify? That will impact your ability
to deliver values. So, if you are emerging workforce trends are clear, you will be able to create
that particular style. So, the value creation to the organization and that will be successful is

there.

(Refer Slide Time: 23:30)

Cont...

1.Who supports your critical segments of talent within their
network? Are these supporting people difficult to replace?

2 Within your critical workforce segments, who possess the
greatest and future potential?



So, here the questions arise who supports your critical segments of talent within their network,
right? So, who is supposed to support it? The bosses are supposed to support, the peers are
supposed to support, and the subordinates are supposed to support.

So, those colleagues, subordinates, superiors all are working together, and therefore, they
support each other for their talented jobs are there. If they are supporting the people, then are
the supporting people difficult to replace? Then they are talented employees.

So, if the supporting people are difficult to replace and because they were successful and that
is why they are finding difficulty to replace otherwise you will not like to replace them. Why
will you replace? You will replace them only when you feel that is they are not valued they are
not creating any value, right. When this perception starts and then the answer for the

replacement comes.

Within your critical workforce segments, those who are working for this particular problem
and solutions to the problem, who possess the greatest and future potential. So, what type of
the again you see two-three times in this session we have seen the current and future. So, talent

should always focus on the current and future.

However, it has to learn from the past, which is true. We are not ignoring the importance of the
past, but more focus and attention is given to the current and future because the future is very

uncertain. And how will it work? It will be defined by time only.

So, here it becomes very important who possess the greatest and future potential, that is, in the
case of the future requirements within your critical workforce segment. It becomes very

important that is who possesses the greatest, and the future potential is there.

(Refer Slide Time: 25:50)



WHY IS IT IMPORTANT?

The Commonwealth must have the(ghtéeoéle to fill thé'}_igm
needsat thé fight time. - T

1 Success: Effective Acquisition sets the stage for the success of
the agency and the employee.

Why should we be concerned about this? Is your concern for this common wealth must have
the right people to fill the right needs at the right time, right. So, therefore, what is talent?
Talent is the right people. When you are having the right type of people fill the right needs of

the organization right, and that is to at the right time is there.

I would like to take the example of the Konkan Railway, Delhi Metro Railway projects and
therefore, you will find these projects which are known and have become successful because

of the right people are there, talented people were working and fill the right needs.

What are the needs are there? That is when they come to the organization what they are
supposed to perform, how they are supposed to perform at the right time is there. And, if they

are able to perform at the right time, then it is a wonderful job is there.

So, finally, what we talk about success? Success is effective acquisition sets the stage for the
success of the agency, and the employees are there. If you are able to create that particular
success in the organization that sets for the agency of the employees, then definitely you are

making great achievement.

(Refer Slide Time: 26:52)



JCost: Multiple sources identify the cost of a bad hire as 1.5t0 3
times/salary.

J0pportunity Loss: The amount of time a need is left unfilled
results in opportunities unrealized and costs incurred.

But, what cost you are paying the second point multiple sources identify the cost of a bad hire.
If you are hiring the people and if they are not talented employees, then the cost of a bad hire
is 1.5 to 3 times per salary. So, therefore, it becomes very important that is how you are

identifying the cost.

Opportunity loss the amount of time a need is left unfilled, results in opportunities unrealized
and a cost incurred. So, therefore, the amount of time which will be required for now you see
for example, these when we talk about the corona time. And in the corona time you will find

that is the vaccine that is the solutions, the medicines.

So, that is the opportunity, and that is having the if any nation is not able to come out with that
at the right time. Those scientists the talent of your nation; if they are not able to come out at
the right time and then they will lose the opportunity. They may come later on, but they will

lose the opportunity.

The amount of time a need is left, that is, when it was required, and unfilled results in
opportunities unrealized and the cost is incurred. So, we will finalize by saying these things

that is the always we have to identify how to nurture the leaders of tomorrow.

To nurture the leaders of tomorrow, we have to identify that we are going through the proper
leadership styles. Accordingly, we are matching; we are recruiting and hiring at the right time.
We understand the future needs, and if you are able to fulfill those future needs, we will be

becoming more and more successful in nurturing the talent are the leaders of tomorrow.



So, two things are important one side; you are nurturing your leaders other side is you know
for what that is for the future, what is in the future, and how to develop that. So, this is all about

the nurturing the leaders of tomorrow.

Thank you.



