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Valued Readers,
 
This is unbelievable ! ! The Learning and Development Community today has 14000 + members. Our community members 
are mostly L&D and HR practitioners from across the globe. You must log into our Community page to see the actions going 
on there: https://www.facebook.com/groups/cop.learning.development

At any point in time, you would find hundreds of members engaged in engrossing discussions on various topics. This is not 
a community where you would find people only discussing concepts and theories. Here the learned professionals discuss 
their experiences, learnings, successes and failures. They formulate action plans, make recommendations, co-create white 
papers, artefacts and so on. Ekaakshara, is the e-Journal of this Community. It reaches thousands of leaders, practitioners, 
researchers, teachers and students in the L&D and HR space across the globe. Every issue of Ekaakshara focuses on a 
theme. The current issue of Ekaakshara revolves around the topic: of HIGH POTENTIAL EMPLOYEES. This topic assumes a lot 
of significance in the present VUCA world. Organizations need to attract, hire, develop and retain such HIPOs who can steer 
the organization through the uncertainties of market and economy. Jim Collims in his book GOOD TO GREAT underscores the 
importance of getting the right people in the right seats on the bus and the wrong people off the bus. The organizations who 
do a better job of doing this have a greater chance to succeed.  Unfortunately only a few organizations have got the knack of 
hiring the right people, putting them in the right jobs and keeping them motivated and challenged. This time we invited experts 
and luminaries from the industry to write on the topic of HIPOs. They include eminent writers of international and national 
repute. They have uncovered many myths. shared their own experiences and provided resources and tools that you can 
leverage in your organization or role, This issue is the cumulative outcome of 23 best minds in the industry. You can preserve 
this for future reference.
 
It is a matter of honour that HR Tech Europe, a premier HR Conference of Europe has selected Ekaakshara as their media partner 
for their annual conference in Amsterdam scheduled on 23rd-24th October. It is a milestone for Ekaakshara. Thousands of 
delegates including CHROs, HR Heads, CIOs will attend this two-day mega event. You would find more information about this 
conference inside the magazine.

Do share with us your feedback. HAPPY READING ! !
 
Regards.
 

Surya Prakash Mohapatra
Founder, Moderator- Learning and Development Community
Editor-Ekaakshara
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suryam@learning-development.com

@pmsurya

Dear  Readers,
 
The Community is growing in leaps and bounds and the editorial team warmly appreciates your presence in the L and D  space  
[https://www.facebook.com/groups/cop.learning.development.]

 Business gurus and leaders  maintain that we now live in a VUCA ( Volatility , Uncertainty, Complexity and Ambiguity) world. 
Business leaders are wary of the myriad traps that confront them in uncertain and complex environments...an environment 
laced with myriad complexities and dynamic uncertainties. .  Workforces, workplaces are in a state of transitional flux... 
 And amidst such scenario businesses trying to leverage where all the stakeholders are aligned to one vision and one dream .
And to achieve this , every organization strives towards nurturing , nourishing and developing the talent pipeline which is 
an important component . Identifying, developing, nurturing and nourishing the talent is a critical success factor. Today 
,organizations  engaging in talent review and succession planning typically identify a subset of leaders known as “High 
Potentials.” High Potential leaders (HIPOs) exhibit many skills and characteristics, typically linked to the capacity and inclination 
to see things in a broader context. Yet organizations are finding it very challenging to engage HIPO and carve out a roadmap 
for development .What  are the different ways in which organizations could engage with HIPO? How could HIPOs be leveraged 
for business?

These are some of the thrust areas this issue of Ekaakshara – the e-Journal in L and D space.Writers and contributors who 
are thought leaders, academicians, HR practioners, Business Leaders have shared their insights, their inputs and perspectives. 
We add another feather to our cap. It is a matter of great joy and immense pride that  HR Tech Europe, a premier HR Conference 
of Europe has selected Ekaakshara as their media partner for their annual conference in Amsterdam scheduled on 23rd-24th 
October.

Looking forward to your insights and  feedback.
Best Regards..
 

Ellora Panda
Founder member - Learning and Development Community
Editor-Ekaakshara

From the Editor’s Desk 
Ellora Panda
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Leadership is more about attitude than skills. It is about courage – courage to take decisions, courage to accept mistakes 
and get on with life, courage to groom a team that is diverse and not a set of 
clones. Leadership is about making a difference to societies in which we live. 
It is about passion and vision. It is about communicating the vision clearly. It 
is about taking accountability and demonstrating resilience. It is about focus 
and discipline. If you look at all of the above, leadership is all about what 
makes you a good human being. It is not about humans trying to behave like 
machines. And we find it so difficult to find the good human beings in us . 
How difficult can that be? Can be daunting at times. More so if the person 
has worked with you for some time. We seem to trust someone that we have 
interviewed for an hour for a leadership role rather than someone who has worked with us for years. Primarily because we 
know the chinks in the armour of the latter.

I have always looked at two aspects while identifying leaders:

• Physical Aspects: 
does the person look in to my eye while speaking? Does s/he walk, stand and sit in a manner that shows purpose? Most 
importantly, does s/he smile? For me, the smile is very important.

• Behavioural Aspects :
the  most  important  here  is  attitude.  Has  the  person  shown  great  attitude?  Has  s/he  shown  her/his  vulnerabilities  
without allowing them to  be  exploited?  Is  s/he  willing to live  down mistakes  of  his  and  his team  and move  on  but  still  
hold  herself  or  himself  and  her/his team accountable? Has s/he shown vision and passion? Has s/he shown speed and 
agility in decision making? Does he bring with him/her  focus and discipline? Does s/he communicate clearly and often?

I take time  and identify talent  over  a  period  of time.  In  order to  develop  and  nurture talent,  you  need to  give  
opportunities. These  could  be in the  form  of stretch assignments or projects. It could be asking someone to stand-in for a 
senior role when that person is on leave. It could be giving an opportunity when a promotion happens even if the person is not 
fully ready. I have always believed that it is worth the while giving a role to a person in the organization if s/he is at least 60% 
ready for the role. This gives the person the motivation to step up, the impetus to work harder to live up to the trust reposed 
in her/him and sends the right signals to the organization. That, as leaders, we are willing to give opportunities to those who 
have stuck by us.

What was difficult was always identification. I have never seen proper structures that capture data on behavioural aspects 
of our teams and leaders/managers. Without this, we need to make lot of effort to find out such aspects in a controlled 
environment. We did this with the help of Assessment Centres where we provided a non-threatening environment for our 
executives to be themselves and this helped us in assessing them across various behavioural aspects.

Identifying, Developing and 
Nurturing High Potential Employees
V. Ravichandran
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Once we identify the right talent, it is only a question of giving them the right opportunities as and when they arise.  In my 
last role as head of a shared services organization, we  put in  place a  good talent management  framework.  It was about 
identifying  successors at  various levels in the  organization, trying to  find out who are ready now to move to other roles and 
who will take time. We measured ourselves in terms of what percentage of critical roles had “ready made”

succesors, how many of the roles that we needed to fill were filled with internal talent, how many of our talent went across 
to other teams/organizations within the company and how many top talented people we were able to attract or lost during a 
year. This helped us nurture and retain talent.

I also found rotating talent across the organization and across various roles helped retain them. It removed monotony, got the 
organization excited and brought in fresh thinking and new ways of doing things in the organization.

Retaining top talent is  as  difficult  as identifying them. Apart  from  all  of the  above, it was  essential to  provide them with  an 
interesting  and  exciting work  environment.  Our  Vision  had to  be  clear,  well  articulated  and  challenging.  It  was  essential 
to  set  objectives that  were  difficult to  achieve  (not impossible) and those that drove an outcome for our customers – so, 
objectives that drove outcomes, not output.  We also did a lot of work with giving a free hand to our executives to do their 
work whilst showing that we trusted them. The minute they realised that I trusted them, they put pressure on themselves. 
The organization didn’t need to.

Communication  is  an  essential  part  of  talent  retention.  We  needed  to  get  people  excited  on  our  Vision.  Once  this  was  
done,  we  needed  to  keep  on communicating  how  we  are travelling. We  needed to  keep  people  excited  about the journey. 
We  needed to tell them that in  all this,  enjoying the journey mattered as much as the outcome.  We used different methods 
of communicating. We gave opportunity to various executives to put up video logs on what they were doing – these were 1 
to 3 minutes logs. These logs got the whole organization excited and also had the executives themselves excited. People saw 
that we were giving our executives an opportunity to be seen and known as global leaders. They knew that we were interested 
in them and their careers. So, communication should be used as a strategic weapon.

As a leader it is essential to show yourself as a human being who enjoys the journey Someone who allows the organization 
to take risks and falter. Someone who trusts the organization. Someone who has a Vision and is willing to put a stake on the 
ground for that Vision. Someone who stands by his team. A lot of top talent is retained when the Leadership is strong and 
committed.

I would say that it is the job of a leader to spend time on identifying and nurturing talent in her/his organization. It is also 
essential that every leader spends time on talent retention. The most important part of an organization is its people. That is 
why most people are moving from “Human Resources” to “People Capital”.

V. Ravichandran 
Floretz Academy Pvt. Ltd.,
Bangalore.
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One day, the student came to the teacher and said in a rather accusative tone, “You have taught me a lot of theory but nothing 
practical.” Calmly the teacher replied, “I taught you a lot of things. Your capacity and capability determine what is theoretical 
and what is practical. For the smart, all that is theoretical is also practical. For the not-so-smart, all that is practical is also 
theoretical.” Thus the burden of learning was shifted from the teacher to the student.

We often see education as a one-way street. The teacher trains, or the student learns. That is why what was once called the 
Training Department is now called the Learning Department. In the former, the onus rested on the trainer. In the latter, the 
onus rested with the participant, with the trainer now called facilitator. But learning is more complex than that. It is a two way 
street. We can equate knowledge with food. The teacher can serve any kind of food. The quality of the food may be good or 
bad depending on the teacher’s ability. But what we eat depends on our taste. And what we finally imbibe depends on our 
digestive capacity. So what we learn is as much dependent on what the teacher serves and on ourselves.

To improve quality of presentations people are often told the following: Keep one message; use more images than words on 
slide; say what you want to say, say it and tell people what you have said. But this does not guarantee communication. This 
advice ignores one important lever of communication – the mood of the recipient. Is he interested in hearing? Is he hostile? Is 
he distracted? Must efforts be made to make him more attentive? Is that the onus of the speaker too?

The Upanishadic method of teaching was one to one. Upanishad means come sit by me. Here the teacher and the student 
sat and talked about ideas. The teacher calibrated his choice of words depending on the intellectual and emotional level of 
the student. The students grew by learning what the teacher was trying to communicate. The teacher grew up improving 
his ability to transfer information and knowledge. In this method, both grew.This customization is adversely affected when 
another joins the conversation. As more and more people join the conversation, the level of conversation aims to satisfy the 
‘lowest common denominator’. This happens in one to many conversations as in public speaking and town hall meetings. 
We cannot then present complex ideas. We can only communicate simple ideas in the most pedestrian of ways for the basic 
understanding of all.

That is why tales of knowledge transmission in ancient Indian stories always take the form of one to one, and rarely one to 
many. Ashtavakra explains what he has to say to Janaka alone and not to anyone else. Krishna sings the Bhagavad Gita to 
Arjuna alone; he does not present his ideas to all five Pandavas. When Shiva is explaining the Tantras to Shakti, he demands 
complete isolation. The story goes that the bird or fish who overhears this conversation is admonished, not because they 
trespassed, but because they may not have the capacity/capability to understand what was said and so there was danger of 
faulty and distorted transmission.

This was one of the reasons why gurus insist on diksha or initiation; they would select students carefully and nurture them 
carefully to ensure good transmission of their thoughts. For a guru is not a shepherd leading sheep, he is a human who is 
trying to enable another human discover his potential. Likewise, a trainer or facilitator is not one who transmits knowledge or 
skills into an empty vessel, he is someone who enables the participant to digest and assimilate what the organization expects 
of him so that he can successfully keep up his end of his contract.

Dr. Devdutt Pattanaik writes and lectures extensively on the relevance of mythology in matters related to leadership, 
entrepreneurship, branding, management and governance. He serves as Culture Consultant to Reliance Industries, Chief Belief 
Officer of the Future Group and is storytelling advisor to Star TV and Epic TV.

0504
Ability to Digest 
Devdutt Pattanaik
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HIPO, or Fast Trackers or Future Potentials and how do we target them for a privileged focus.. engages the attention of the 
L&D Professionals.

This theme has to been seen in the context of.  “Gen Y’s, Changing aspirations 
and the Societal (Rural and Urban) Divide”. Managements are in the business 
of managing them in this technological era.  

There is an ancient saying – that “No one in the world knows everything nor 
knows nothing” and that something he knows, is the strength in which we 
need to build. Nature vs Nurture is the dilemma. We as L&D Professionals 
should leverage the Nature which is the strength and nurture around  
that – than selectively addressing High Potential.

L&D Professionals – using a sieving Microscope, forget the consequential negativity of HIPO. Hence, we need to bridge the 
blue collar –white collar divide. Hence address “Aspirational needs of the youth”. The doyens of Unions have their children 
employed in high end jobs and the contrariety is understandable. Underlying all this factor is materialism, aspiration, growth, 
peer pressures, social media and technological advancement.

A Utopian submission. Should we therefore look at HIPO or make everyone a HIPO?  It is doable and needs creative focus by 
the L&D Professionals Thus, this paper speaks of a new paradigm Career Laddering than about selective HIP

• Myths of Temporariness
Fixated career-pathing for the so called “worker” is going to boomerang.  Compounding the misery is balance of convenience 
Flexi Manning, Temp Staffing, Outsourcing, Shared Services and the likes. Even at higher levels of leadership, the domicile 
sword of temporariness and the HIPO threat apparently addresses Business reality. However it is divorced from the Societal 
Divide. 

• Is there a competitive advantage to run Businesses in the Global context?
Another myth that has gained currency is that- labour is expensive and hence business competitive advantage is usurped 
by cost arbitrage of competitors or low cost advantage of neighbouring countries.  The truth is in competitiveness and 
productivity, and not in labour cost and the real HIP is in the front line. It is the front line that produces the bottom line.

• Death of Employable Education and Vocational Skill and resultant “Under Employability”
Infrastructure hardware, state of art facilities, technology and media hype cannot be a substitute for right thought-ware 
.Creative moulding of future leaders should be from the front line. The skill scenario is further dismal and not at all contextual 
and hence L&D Professionals buy apparent Talent from Ready Made Market. Bodies like the NSDC, apprenticeship authorities, 
skill missions, and a plethora of community colleges are again toying with “Work Integrated Programs” that border on 
extended outsourcing models, rather than integrating the Aspirational Growth of youngsters

It is not an Utopian HIPO 
S.Deenadayalan
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•Why Self-Managed Teams?

Laddering the grassroots innovatively and integrating domain and 
leadership skill and demonstrating the same in “Field of Action” (be it 
manufacturing or retail or any sector for that matter) with responsible 
freedom and trust the crux of self managed teams.

 •Green Fields and Brown fields

Young and aged workforce needs contextual skills, career growth. Lean 
organizational structure and empowering the efficacy of role deliverable 
at action point enables ordinary blue collar (as perceived) delivering 
extraordinary results

•India needs to understand youth from a new mindset

We are a young country and going to be younger and hence our looking glass needs to. They want to leverage technology and 
enjoy leisure

•   They are thought innovative.
•   Growth and brand are important for them
•   Are we ready to get reverse mentored to understand their aspirations and then design the business  
      and career pathing?
 
Isn’t something on similar lines important for our youth as well? Food for thought!

The new paradigm of career laddering

•   Game Changer is  “Building people and not buying People”
•   Skill and Talent Utopia
•   How does the “Municipal Schools to Managers” model work?

The current system of vocational education is not customized to Industry needs. Equally, the hiring process at the grass-root 
level is more “Collection than Selection”, and at best, some mundane skill testing.

•Retentrition

This then is the crux - Human beings, irrespective of   being branded as “Blue or White” collar, have the same “Maslow’s 
Hierarchy of Needs”. If industries understand this in the context of Gen Y, then we can build a cost-effective model to map 
their careers.

The current paradigm of career pathing and 
why it is ineffective?
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Early 1950’s, Eric Trist (1911-1993) & Tavistock Institute of Human Relations in England studied the 

English coal mining industry where mechanization had actually decreased worker productivity

• Mechanization had broken up the tightly knit teams (extraction to blasting to hauling to sorting) 

• Isolated performance lead to coordination problems; Equipment noise disturbed communication    

 between teams

• Move from group incentive system to hourly wage system destroyed monetary motivation

• People felt alone, isolated, unappreciated deep in the earth. This destroyed the powerful  

 intrinsic motivators of pride, satisfaction and belongingness

• The overall result was decreased productivity and labor stiff
CEO/HPWS-IL6S/ Oct 2013

STS Focused on
Job design

Task analysis

Job enrichment

Job enlargement

Job rotation

When  we really want to make HIPO of the masses, we need to take the help of headmasters and principals of local schools, 
conducting road shows, doing village camps and handpicking the students based not only on academic performance. From 
collection, if we apply selection, we can make HIPO of people with lower academic scores, if they go through the customized 
selection process which looks at the candidates holistically.   They are selected for “Leaderless Delivery” and not for academic 
brilliance. Those who hire from Branded institutes will jail me for this statement. Some small experiments in the last 15 years, 
my thoughts on HIPO is totally divergent from the Collective HR think on HIPO.

This has worked in every industry, from Chemicals to Automobiles to Pharma and the 2002 model of the Pharma Industry 
proved that grass-root team members can grow to handle Quality Assurance roles in a matter of only 8 to 10 years. More 
than 3000 students from Municipal schools have become Managers:

The way ahead
• Winnovation

Employers, Industries Associations and the HR fraternity should adopt a scale-up approach on Career Laddership for the so-
called blue collars. Opportunities to scale up their skills will facilitate their attrition towards higher value adding roles. If HIPO 
is stand alone attempted in the context of competitive world, the reality is, the so called HIPO, post all investment migrates 
more often to better pastures. Hence the entire ROI (both return on investment and return on Individual) is drained. If the 
same is redirected by giving different strokes for different folks than the generic antibiotic, every employee is a HIPO

Deenadayalan Singaram

CEO, Centre for Excellence in Organizational, Bangalore

Theory and practice: 
Some success stories of the new paradigm
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Professor Matthew Hibberd examines the importance the University of 
Stirling’s Master-level communication programmes have placed over 25 
years on teaching internal communications in order to develop and retain 
highly-motivated staff in 21st Century organisations. 

Here at the University of Stirling, my colleagues past and present and I 
have always stressed the importance of teaching internal or employee 
communications, although there has been little doubt that it remained one 
of the less glamorous areas of communication practice for many years. One 
factor which distinguishes internal and external communications is that the 
former has tended to be carried out by in-house practitioners, perhaps with occasional input from external experts, whereas 
the latter has tended to involve the use of external consultants to a far greater extent. 

Most practitioners who have worked on ‘both sides of the fence’ would probably agree that internal public relations can 
be one of the most rewarding areas of public relations to work in. It is also the case that internal publics tend to be more 
receptive and appreciative of the communication directed at them, and it is normally easier to measure the results of internal 
programmes compared to those targeted at external publics. 

However, employee publics are more demanding nowadays in terms of the amount and quality of the information they are 
provided with by management.Some organisations appear to make little if any effort to communicate on a formal level with 
employees. In some cases this might be attributed to the size of the organisation, for example, a small independent company 
employing say thirty people has no real need of a formal communication network– its needs are probably well catered for 
by informal networks. 

Sometimes, however, the lack of a formal internal communications system is due to management inertia and a disregard 
for the needs of employees. The attitude of many organisations towards internal communication is, however, changing. This 
is partly the result of the growing recognition of the influence of internal communications on employee satisfaction and 
motivation, and recognition that internal perceptions of the corporate image have to be at least equal to and possibly exceed 
those held by external audiences.

Changing employee expectations have also played a major part in forcing companies to upgrade their internal communications 
systems. To a large extent this trend can be seen to reflect the wider trend in society as a whole for greater access to 
information, and moreover, the ‘right of reply’ with the advent of social media. The emergence of an articulate consumer 
and employee is clearly reflected in the expectation by employees of better communications on the part of management on 
matters concerning their current and future position within the organisation.

06
Internal Communications as Key 
Factor to Retaining Highly-Motivated Staff 
Professor Matthew Hibberd
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For many organisations, employee communication strategies are seen to be more concerned with achieving goals related 
to training and employee motivation. For this reason, employee communication may be seen to fall within the remit of 
personnel or human resources management with public relations offering a technical support service in implementing the 
communications programmes.

When internal communication fails to achieve its objectives it is often because the internal publics have been identified 
wrongly and inadequately analysed. When organisations examine their external publics, they will often recognise a variety 
of different audience segments: customers of different types, dealers, suppliers, politicians, shareholders, etc. To do so they 
may undertake research to determine the different characteristics and communications needs within these publics and the 
different textures of attitude and opinion which must be addressed by public relations.

An effective internal communications strategy will often involve a combination of these messages and integrating these 
into a specific set of chosen communication techniques. For example, a single feature in an in-house publication may include 
elements of values, cultural, social, and functional messages.Effective internal communication has to be a two-way process, 
i.e. dialogue takes place either directly face-to-face or through indirect feedback systems such as intranet or social media.
The role of internal communication can also be examined from the employee perspective, and indeed, 
this is essential in formulating strategy and tactics.It is vital that employees know their individual 
job responsibilities before they are able to focus on their own performance. They will only begin to 
consider their relationship with others in the organisation and how they can assist the organisation 
as a whole to realise its goals when they feel secure about their own position. The implication for 
communications is that if basic employee information needs are not being serviced by others in 
authority, the employees are not likely to be receptive to communication which focuses on needs 
higher up this hierarchy. 

The notion of an ‘internal community’ is also an important one. The term ‘employee’ denotes 
a particular type of relationship with the organisation and although it may describe a majority of 
individuals, it does not describe them all. The internal community, however, encompasses all those 
who form part of the organisation under whatever circumstance. This includes all categories of 
employees and also volunteers, subcontracted employees, agents and consultants. There is also a 
strong case for including the families of employees as part of the community since their attitude to 
the organisation and the degree of support they give to the employee in his or her role is an important 
influencing factor.The term ‘community’ also denotes an independent network of relationships and 
a social structure allied to, but independent from the structure of the organisation itself. A vital part 
of successful internal communication depends on recognition of the independent communication 
systems which are outside the control of management, where key issues are debated and opinion 
is formed.Effective strategies, then, are the result of careful analysis of the internal community to 
determine the different characteristics and diversity of the publics involved.

The challenge remains of developing effective human resource management policies and, in particular, 
the role communications can play in optimizing value of what most organisations recognise as their 
key resource – their people.

Professor Matthew Hibberd, 
Head, Division of Communications, 
Media and Culture, University of Stirling, 
Scotland, UK m.j.hibberd@stir.ac.uk



Global interlinking of economies supported by technological development has intensified competition in today’s business 
environment. Markets of the world are brought into greater competition by increases in global trade, facilitated by 
advancements in technology, communication and transportation. With economic gaining more momentum, the ability 
of organisations to compete in the global marketplace is all the more tied to the quality of their human resources. Many 
organisations rely on the expertise of their employees to gain competitive advantage in global economies. In this economic 
environment, the identification, development and retention of valuable employees become an extremely important strategy 
for human resources managers and organisational leaders. Transactional Analysis provides a wonderful framework for the 
managers to achieve this objective.

What is transactional Analysis?
Transactional Analysis (TA) is model for understanding human personality, relationships and communication which was first 
developed by late Eric Berne, MD. It includes a wide ranging set of theories and techniques that can be used by individuals and 
groups to enable and help themselves and others to grow and develop to their full potential. The underlying philosophy is 
one of self and mutual respect and caring. TA sprang to worldwide fame in the 1960’s and 70’s through the publication of the 
bestselling books like Games people play, I am OK – You are OK and Born to win. Since then, TA has continued to grow. Theory 
has been expanded, reappraised and tested by observation. Today, it has outgrown its media image as a “Pop psychology” 
gaining international recognition as a professional approach, aiding effectiveness in fields as diverse as psychotherapy, 
counselling, education, communication and management training. Julie Hay in her book “Transactional Analysis for Trainers 
has elaborated on the ways in which working styles of people influence their performance. In this article, TA concept of 
drivers is adopted to generate a simple but compelling framework for analyzing characteristic styles of working and the 
ways in which high performance can be ensured.

Drivers
Our working styles affect everything we do: the way we organise our work, manage our time, how we function alongside 
others, our contribution to the team, our style of communication and even our sentence patterns. The TA concept of drivers 
provides an easy to use model of working styles that is readily recognized and applied in ways to suit different people. Based 
on the original work by Taibi Kahler, it has been developed over the years into a relatively simple set of five characteristic 
styles. These were called drivers to reflect the driven or compulsive quality of them when we are under stress. The drivers 
have simple names that are descriptive of their characteristic: Hurry up, Be perfect, Please people, Try hard and Be strong. 
They are subconscious attempts by us to behave in ways that will gain us recognition we need from others and are also 
programmed responses to the messages we carry in our heads from important people in the past. People rarely fit into the 
neat boxes of each drivers and can relate to one or two of the styles. As a manager, you could identify the primary driver of 
your subordinates and assign tasks in a way that suits their working style. Drivers can also be used to select right people for 
a particular job by analyzing the characteristic of work and appointing a person with the appropriate work style.

07
Different strokes  
for different folks
Manu Melwin Joy
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•Hurry up 
People with Hurry UP characteristics work quickly and get a lot done in a short time. Their major strength is the amount that 
they can achieve. They respond particularly well to short deadlines and their energy peaks under pressure. Like organization 
and method specialists, they look for the most efficient way to do work in the hope of shaving even a few minutes off each 
task. They spend less time preparing than others do, giving them chance to meet more people and contribute more to the 
team. But given spare time, they delay starting until the job gets urgent. This can backfire because in their haste, they make 
mistakes. Going back to correct the mistakes takes longer than doing the job right firs time. If you are working with a Hurry 
up, plan their work in stages, setting interim target dates. It is important to educate Hurry up people on the importance of 
listening, slowing down consciously while communicating with others and stop interrupting others. Help them learn relaxation 
techniques and use it regularly.

•Be perfect
This driver behavior involves a quest for perfection – no errors, everything must be exactly right, first time. Their major 
strength is the reputation for producing accurate, reliable work. They check the facts carefully, prepare thoroughly and pay 
attention to details. The projects under their guidance run smoothly and efficiently, with effective coordination and monitoring 
of progress. They cannot be relied on to produce work on time because they need to check it so carefully for mistakes, and 
this checking takes time. They usually misjudge the level of detail required and include much information leaving the recipient 
confused. There is also a danger that they end up doing everything themselves because they do not trust others to do it 
right. If you are working with a Be perfect, set realistic standards of performance and accuracy. Help them accept the fact 
that human beings including themselves are not capable of total perfection and making mistakes in an importance source of 
learning. Make them prioritize so that the important tasks can be done with high levels of accuracy.

•Please others
These people are good team members. They enjoy being with other people and show a genuine interest in them. Their main 
aim is to please other people without asking. This work style means they are nice to have around because they ware so 
understanding and emphatic. Harmony in the group is encouraged by them and works at drawing the team closer together. 
This style can have serious drawback because of the avoidance of the slightest risk of upsetting others. They may worry 
so much about earning approval that they are reluctant to challenge anyone’s ideas even when we know they are wrong. 
Since they are averse to say no, other people will interrupt and may not be able to concentrate on their own priorities. If 
you are working with a Please others, help them to be more assertive by telling other people firmly when they are wrong. 
Encourage them to ask people what they want instead of guessing about the requirement of others. You have to equip them 
to avoid being dumped with unrealistic requests and unimportant tasks.  Learning to say no skilfully and prioritizing one’s own 
priorities ahead of other’s are the areas of improvement for them.

•Try hard
The try had working style is all about the effort put into the task and the 
energy peaks with something new to do. People value their motivation and 
the way they have of getting things off the ground. They may be popular with 
colleagues in other sections, and with customers or clients, because of the 
enthusiastic approach to problem solving. Given a project, they will identify 
a whole range of ramifications and implications that should be taken into account. But these people may be more committed 
to trying than to succeeding and the initial interest wears off before we finish the task. Their colleagues may come to resent 
the fact that they do the early, exciting part of a project but then expect others to finish off the boring, mundane and detailed 
work. They fail to finish because of spreading their interest over too broad a range. The attention to so many aspects makes 
the job impossibly large. If you are working with a Try hard, ask them to stop volunteering and make a plan that includes 
finishing a task – and then stick to that plan through to a conclusion. Let them check the parameters of a task so that they 
do only what is expected. Help them control their tendency towards boredom with the later stages of the project and find 
creative ways of making mundane tasks more exciting.

Try Hard will explore many 
alternatives, go off at tangents, 
fail to finish their sentences and 
make decisions enthusiastically. 
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•Be strong
Be strong people stay calm under pressure and feel energized when they 
have to cope. Because they are so good at dealing with stressful situations, 
they are great to have around in crisis. They are able to make unpleasant 
decisions without torturing themselves with guilt about the effects of that 
decision on others. The strong sense of duty ensures they will work steadily 
even when unpleasant tasks are thrown at them. One problem with this style 
is that they hate admitting weakness and regard any failure to cope as a weakness. They get overloaded rather than asking 
others for help and disguise the difficulties by hiding work away. Colleagues may feel uncomfortable about their lack of 
emotional responses and suspect them as robots rather than human beings. If you are working with a Be strong, help them 
keep a task and time log so that they can monitor the workload. Encourage them to take help from other people and go for 
spare time activities that they can really enjoy. Before they take new task, caution them to review the potential requirements 
and check whether they have access to appropriate resources.

Working styles in action
Different combinations of working styles will have different effects on relationships. We are likely to have a higher regard for 
people who share our own orientation. We will also find it easier to understand them and to emphasize with their problem. 
Even our sentence patterns will match. Hurry Ups will talk rapidly to each other, interrupt each other and make quick 
decisions together. Be Perfects will speak carefully, with plenty of long words and specialist jargons, and arrive at considered 
decision together. Please people will be very polite to each other, keep checking that the other party is comfortable with 
the discussion, and aim to find compromises. Try Hard will explore many alternatives, go off at tangents, fail to finish their 
sentences and make decisions enthusiastically. Be strong will resemble poker players, give little away about how they feel 
and make pragmatic logical solutions. 

In practice, identifying drivers is not as difficult as it might seem. Given a brief description of typical behavioural patterns, 
most of us can readily identify people who fit the stereotype for each. You can encourage them to acquire some of the other 
working styles if you recognize they are heavily into one or two only. Since they already receive lots of recognition for being 
in a particular working style, a change should be well planned to deal with the barriers that follows. The more you are aware 
about your style and that of others, the easier you will find to get things done in professional settings.  By having a thorough 
understanding about the work styles of your co-workers, you can help them achieve the best out the situations they are in.

Manu Melwin Joy is an academician and L&D consultant with more than 10 years of experience in corporate training.  
He is a life time member of Indian Society of Training and Development (ISTD) and SAATA (South Asian Association for 
Transactional Analysts).
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Most organizations operate with an eye and ear on the ‘here and now’ of 
the business world, as well as plans for the future. Many organizations 
acknowledge

the importance of succession planning through identifying, developing and 
grooming high potential ( hi-pot) employees. Yet, research shows that that 
not enough is being done in this direction, or if it is done, the results have not 
always been to the desired extent.
 
In a recent study in the US, nearly 46% of the companies included in the 
survey said they did not have clearly defined processes and could do more to 
develop their hi-pot employees better.

This leads us to the question as to why this does not get done enough, especially when more organizations and leaders 
understand and acknowledge the benefits of great succession planning.
Some organizations, both small and mid sized, that I have worked with faced problems with some fundamental issues, 
starting with defining what they mean by a ’hi-pot’ employee !

• Defining high potential employees

Think about it, how does an organization actually define potential? It is easy to identify high performers and quite often, high 
performers are picked as people demonstrating high potential. Doing well on the current job, even doing exceptionally well 
on the current job,does not guarantee that the person will rise up to the expectations of the next level or future roles which 
may demand different capabilities.

In fact, good performance is only one data point .One needs to evaluate the person’s ability, level of motivation and commitment 
to a larger or different role, but whether he or she has the temperament (including a strong desire to learn) that helps them 
to not just cope with the role, but succeed in it. Tall order indeed!

A lot of us may be familiar with the 9-blocker that McKinsey created in the late 1960’s and early 1970’s. This was further 
sharpened by GE and used by many organizations for their succession planning.Now we also have software that can make 
the process more streamlined.

Identifying, Developing And 
Nurturing High Potential Employees 
Aparna Chandrashekar
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In addition, some qualities in a hi-pot employee that may be useful to seek could be, whether he or she –

• Seeks or is willing to take on additional assignments or tasks to build or leverage skills
• Seeks opportunities to learn
• Is able to see beyond external rewards
• Is able to assess accurately what is feasible and what is not
• Asks questions and demonstrates interest
• Works well with others and fosters team spirit
• Takes pride and ownership
• Is able to handle stress

Of course ,this list is generic and not for any specific role/ industry, also it is indicative and one can customize this to 
a large extent. The point here is that we could look at competencies and demonstrated skills over just performance 
parameters.

• Identifying them through multiple data points :

Well oiled and large organizations often have a clearly defined process to gather data from multiple sources. Additionally, 
it could also be valuable to gather data over a period of time to look for consistent behavior.

• Using an open and transparent method or a covert one:

Now that the identification and data from multiple sources are available, 
the next dilemma an organization could face is to decide whether the 
process is transparent or a covert operation. Are the findings out there for 
all to see, or will a handful of people get additional support that the others 
do not have access to?
Both approaches have their pros and cons that are worth considering -
If a hi-pot employee is clearly identified and showcased openly, research 
shows the employee not just feel valued, but is also engaged in a more 
meaningful way and may stay with the organization longer. The flip side is 
that those employees who expected to be on the list and didn’t get there, 
as well as other average employees could get demotivated.

• How do hi – pot employees feel?

Many employees who have been identified as hi-pot and this message has been communicated feel good about their 
efforts being recognized as possibly rewarded. They see the stretch goals as opportunities rather than a burden and are 
willing to do that extra bit. They also feel motivated by the exposure and usually demonstrate enhanced performance. 
Many are motivated by the fact that they were chosen and view the journey itself as a rewarding experience, irrespective 
of where it leads them.
There are others, however, who when told are hi-potential and going to be developed are happy, but also have their 
reservations about what this means, their own capability and worry about how to manage their already packed workload.
Some organizations resolve this issue by getting buy –in from the senior management, the immediate supervisor and the 
hi-pot candidate themselves. This factor is somewhat easier to handle in an organization where the process of selection 
and development is formal and transparent.
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• Nurturing Hi-Pots:
Some of the tried and tested methods of nurturing people identified as ‘hi-pots’ are -

•  Offer high visibility  - allowed interaction at important meetings, including seeking their opinions and involving them 
 in execution. This allows the hi-pots greater visibility with the senior leadership team

•   Special assignments – opportunities to be part of important task forces and cross functional teams to give them  
 greater exposure to areas outside of their immediate work. These could also include stretch assignments.

•  Give access to members of the senior leadership, at first observing them in action, perhaps, shadowing them,  
 assisting them and then being mentored by them.

•  Access to different kinds of training programmes – including some that the person himself / herself chooses, possibly  
 outside of their immediate work area.

• Job/role rotation – exposure to various other aspects of the business and broad basing their exposure.

These methods and any others add value to the hi-pot employee and this in turn benefits the organization. Developing 
hi-pots is a long drawn out and patient game, and this transformation is gradual ,sometimes taking years.

In a company like the engine giant Cummins, for example ,a chosen few hi-pots are put on a structured training programme 
that takes five years to complete. Only one person gets the coveted position, but there is a well endowed team ready in 
place. This pays rich dividends

Besides patience, one also needs equanimity in this journey, as there are numerous instances of carefully developed 
hi-pots leaving the organization. It is here that the immediate supervisor plays a key role in helping retain the hi-pot 
employee.

Many organizations, apart from developing their hi-pots, continue the hand holding process beyond, by promoting people 
as soon as they are ready and also putting in place a structured easing into the new role.

While this is a challenging and time consuming exercise, identifying and developing high potential employees is a key 
investment that more than pays for itself. The true connection between people and organizational capability is when there 
are smooth transitions, performance standards remain steady through planned and unplanned changes, recruitment 
costs and efforts are minimized and an agile workforce is ready for key positions.

As Peter Drucker put it “Of all the decisions an executive makes, none is as important as the decisions about people, 
because they determine the performance  capacity of the organization”.

Aparna is a Management Consultant based out of Bangalore.

It is also important to be prepared to tackle the rare employee who may not want to be identified as ‘hi-pot’ or be part of 
the journey. These are not common, but they do exist.

chandrashekar.aparna@gmail.com



We have all  seen from the recent elections in India and the plight of a family 
run government with disgust. Whilst we, in HR try, our level best to interview 
in thoroughly and in detail by re-interview to check/double check  for flaws 
in our hunt for talent, before we decide to declare the unavailability of talent 
across the length and breadth of the nation.

Talent has become scarce all over the world. It is because the wrong people 
have been selected as the High potential. 

For  organisations  to  sustain  it  is  imperative  the  system  chooses  the  right  man  for  the  future.  Perhaps  not  the  best  
man  but  the  Right  man  with  the  right credentials, competency to take the organisation forward. Many organisations have 
perished due to the confusion created by the wrong move in selection. 

So who are the High Potential? Clearly it is someone who has promise to be much above the standard of others. The undisputed 
Talent.

There are employees and there are those employees who create value irrespective of numbers, contribution, team spirit 
or sensitivity. These employees are more talented than others. That’s a fact that  in the usual organizational life, only few 

executives and HR managers would dispute. The question, therefore, is the 
fact: who are these High Potential employees.

What makes them Hi Pot (High Potential) if not, precious! These are those 
people, if they left, would create a void in the organisation. The, more 
debatable point is how to treat the people who appear to have the highest 
potential. Opponents of special treatment argue that all employees are 
talented in some way and, therefore, all should receive equal opportunities 
for growth.

09
HIGH POTENTIAL (HI-POT)
S Chakraborty
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• Anatomy of a HIPOT

Let’s  begin  with  our  definition  of  a  high-potential  employee.  Your  
company  may  have  a  different  definition  or  might  not  even  officially  
distinguish  high potentials from other employees. 

“High potentials consistently and significantly outperform their peer groups 
in a variety of settings and circumstances. While achieving these superior 
levels of performance, they exhibit behaviors that reflect their companies’ 
culture and values in an exemplary manner. Moreover, they show a 
strong capacity to grow and succeed throughout their careers within an 
organization—more quickly and effectively than their peer groups do.” Also 
the fact :when the going gets tough, the Tough get going!

That’s the basic anatomy of a high potential. Gaining membership in this elite group starts with three essential elements.

Deliver strong results—credibly.

High-potential employees embody passion and are characterized by a quick movement through various roles in a company, 
a carefully monitored career path and an elite,  but  usually  secretive,  status. As the  future leaders  of their  organizations,  
high-potentials  slide into  new  positions,  receive  special coaching and mentoring, and are expected to deliver superior 
performances. Making your numbers is important, but it isn’t enough. You’ll never get on a high-potential list if you don’t 
perform with distinction or if your results come at the expense of someone else. Competence is the baseline quality for high 
performance. But you also need to prove your credibility. That means building trust and confidence among your colleagues 
and, thereby, influencing a wide array of stakeholders.

• Why do we need a high-potential program?

• How will it support our business strategy and improve our competitive advantage?

• How will it benefit the organization, the high-potentials and the rest of our employees?

• How will we measure the success of the program, and what dollar value will we place  

  on high-potentials at different stages of development?

Once the organization’s goals for the program are clear, the next challenge is how to develop a relatively larger group of 
early-stage high-potentials at a fraction of the budget of late-stage candidates for senior management.

If we want to maintain our 
growth rate and unique 
competitive advantage, we 
can’t afford not to implement 
a formal program for internal 
high-potential development.



10• Standard Thumb Rule for selection of HIPOT :

There are many theories, some fool proof, some illogical and some marred by failure, however, no process till date has 
ensured 100% results.

Specific skills and characteristics should be flexible enough to capitalize on the strengths of each individual and are 
greatly dependent on each organization’s unique culture and operating needs. That being said, most organizations seeking 
to develop high-potential employees are looking for common attributes:

•  Has the respect and trust of supervisors, peers and subordinates.

•  Maintains a high level of competence in technical or functional discipline.

•  Consistently produces tangible, measurable results above expectations.

•  Ensures that team goals are achieved within cultural and ethical guidelines.

•  Has a bias for action and is a proactive catalyst for change.

•  Is open to feedback and constructive criticism.

•  Self-manages in a manner that fosters learning and high-performance.

•  Thinks and solves problems creatively and from a position of inquiry (versus advocacy).

•  Contributes critical judgment at some level of setting organizational strategy.

•  Has a broad acumen of the organization’s business and his or her role in its goals.

•  Actively leads and manages teams that create a sense of loyalty and community.

•  Is intimate with and strives to anticipate and deliver on customer’s needs.

•  Navigates and leverages resources within an increasingly distributed organization.

The following parameters are the standard that are used and are by far the best and tested ones:

Consecutive A – Rating or 80-70 percent performance achievement for last 3 years Successfully completed at least 2 
high quality projects of the company as entrusted to him/her Undertakes to contribute to the self-development of skill /
competency gaps in a period of 3 years Has Promise to take higher responsibilities

If  we  want  to  maintain  our  growth  rate  and  unique  competitive  advantage,  we  can’t  afford  not  to  implement  a  
formal  program  for  internal  high-potential development. Now it’s time to get the rest of the organization on board and 
seriously select for sustainability.

S Chakraborty has successfully established, built and enhanced Teams to the level of Success and being Winners  
at Renault India and Huntsman India!
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• A Common story

Vikram was a successful front end sales person at an FMCG company, beating his annual targets over the last 5 years. He 
was immensely popular amongst his colleagues and there was a buzz that this bright young man was tipped to be the next 
VP of Sales. However that wasn’t to be. Discussions were doing the rounds as to why this star performer was not offered 
the role. Among other things being discussed was that he may not have been in the good books of the decision makers, and 
hence did not make the cut. However the truth of the matter is that the organization had engaged into scientific methods to 
measure the  individual’s potential to take the next role. And Akash, among the other probables  had been identified as having 
a great potential to take on this role.

This is a classical case in a lot of organizations today.A few years ago there may have been debates around what should be 
the process of identifying future leaders and what parameters would actually help to identify an individual’s success in the 
new role.

A common notion over the years has been a good sales person would be a good sales manager. A lot of researches across the 
world have proved this statement wrong, this brings us to look at two terms used to understand leaders “performance” and 
“potential”, a person meeting his/her current targets and doing so well can be termed as some exhibiting high “performance”, 
however the inherent ability to do well in future and more complex tasks is termed as an individual who would be a high 
“potential”. Do not mistake one for another. A high performing employee may not have the wherewithal to take on the next 
role. All sales people do not make good sales managers.

The dictionary meaning of potential is “currently unrealized ability”. In the Corporate world individuals possessing this x-factor 
are called as Hi Potential Employees or commonly referred to as “Hi Pos”

Why do Organizations, engage in identifying and developing HIPOs?

With a whole lot of employees available in the pool, with a limited focus to develop a few, the obvious choice would be the 
ones who would give you the maximum returns in the long run. The yardstick to measure here is their potential. The clear 
logic comes from more return on the investment made on training and supporting an employee.

Also an organization looks at this as an initiative to recognize the top talent and support them with all the required resources. 
This is viewed as an engagement activity as well as a contribution towards organization development. Large corporations 
world over like General Electric, 3M and closer home the Larsen & Toubro group and the Tata group, among others have 
valued stability and constant growth. Though the market may have various dynamic factors in terms of demand and supply, 
government policies etc. one constant that can ensure success for the organization are the employees. Over the years high 
performing organizations have been known to hire and nurture top talent.

‘HIPOs ’ keep the High Performing  
organizations ticking, find out how.. 
Rohan Nabar
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11How do Organizations, identify HIPOs?

Picture this, I am not trained to handle conflict and if I were to get into a conflict situation with my team member – Do I have 
the ability to wade through the situation without breaking into sweat? Or if I were to face a customer yelling as a result of 
bad service offered by my colleague – Am I able handle him/her well even if I am not trained for it. Science describes this 
phenomenon as Fluid Intelligence. Fluid intelligence involves our current ability to reason and deal with complex information 
around us. Commonly referred to as Learning ability.

Public and Private enterprises world over are using various methods like conducting development centres – by creating 
simulated work environments to test the individual’s potential to work effectively. Also psychometric tools are available 
specially to measurean individual’s potential. There are two types of high potential employees, early stage high pos, who have 
little or no work experience, and increasingly a lot of organizations have realised the importance of catching them young. And 
the other are late stage high pos, which are middle and senior managers moving into strategic roles.

What are the mechanisms to ‘develop’ high potential employees?

World over there is an agreement that there isn’t one particular method to develop high potential employees. There are 
a variety of methods, some of which are identified basis the end objective, the culture of the organization and also basis 
operational strengths of the organization. Among others, some of the popular tools are:

Rotational Programs: These are programs where the HIPOs are given an opportunity to work in different cross functional 
teams, if possible even across geographies. A lot of FMCG companies have their High pos work at depots, rural towns, 
procurement offices, sales and finance departments to get an exposure to various aspects of the business for their overall 
development.

Fast tracker Programs: The high potential employees are supported by opportunities for quick growth and different 
career paths are charted for those showing promise and delivering at every step. A lot of individuals decide to start generalists, 
however decide to take a fast track route to being a specialist in their own area.

Action Learning led Programs:The challenges that an organization faces are broken down into actionable and measurable 
projects. The participants are expected to solve these by leveraging their experience and on the job learning. The advantages 
of such initiatives are that the challenges are viewed with new perspectives from the organization’s perspective and the 
employees get the opportunity to apply their learning in the real world.

Coaching & Mentoring: An individual coach is assigned to the coachees. The Coach’s role is to help the coachee think 
beyond the obvious possibilities; align their understanding of themselves and their business to optimize the output. Typically 
such interventions are long term in nature and do take a while to bear fruit.

What should organizations watch out for while identifying and developing high potential employees?

Firstly, the end objective in terms of what would make this a success, need to be identified. This cannot be one of those things 
which are a tick mark in the to-do list. It needs a lot of thorough thinking and concentrated effort. Next and more importantly 
the pool of high potential employees need to be identified in a scientific and un-biased manner. And most importantly the 
methods to develop them need to be a hybrid combination of the methods discussed, and beyond.

The next time you come across a Vikram in your organization, or if you are one; be rest assured you would be picked for 
the right next move, and if you aren’t then you may need to sharpen your saw, to equip yourself before you get that “highly 
coveted move up the ladder”, or may be you are suited to take some other route to the top. So enjoy your work and you will 
experience success, rather than chase success.

Email: chandrashekar.aparna@gmail.com
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4 AM ,a humid Mumbai morning. There is a mild chill. Very welcome at this time of the year. The city that never rests might 
actually be resting. The silence is broken by a rhythmic sound. A pair of running feet. Deep within the runner’s lean body, heart 
pumping the much needed oxygen. Maintaining a steady beat. Working silently and efficiently. We rely on our heart to move 
forward. 

Similar  to the top talent in an organization. Ambitious, engaged and focussed. We rely on them to deliver and they do. In 
return, we make sure they are well taken care of. Compensation, training and exposure. The work.  In most cases it’s best 
to move out of their way because these driven individuals make their own. Enabling the run are also the not so vital but 
important organs, the arms,legs, eyes and others. The question I ask is what do I do about them?

In my role as people developer, how am I building the remaining ninety percent of my organization? Am I judging to let it 
emerge and then act or do I nurture it? How do I create an environment, an ecosystem where talent will emerge naturally?
How do I increase the base of my talent pyramid? Start a success momentum of creating top talent?
Sharing below are some steps that may be taken at an individual level to start a success momentum:

A purpose inspire living: There are no disengaged people, organizations are unable to engage them. Every individual has a 
potential far greater than what we realize. Create an engagement.  Help an individual see the purpose of his work. How is the 
world a better place because of his work? Connect him to his purpose of life. Once connected, it becomes  religion. Exercises 
like vision board, Visualizations and Tiny habits help connect to purpose. Watch the success momentum take root.

• A culture of winning: Winning teams are special. They win even before they have played the game. We can help our 
people move towards this by creating tiny steps towards winning. The human brain does not distinguish between a big win 
and a small win, both are same. Let us bring out instances that create tiny wins. Celebrate them. Watch with joy as the 
confidence gained from this creates a momentum in other areas of work. Making way for bigger and better wins for self and 
the organization.  

• Spark Ambition: Vital  for  us  as  people  developers. Our  people  are the  victims  of their  own  past. Most  of them  
have  created their  own  barriers to success. Mental blocks in their minds. Help them get rid of this. Exercises like story of 
my life, affirmations help a person break the barriers of past and move forward. Let them envision a powerful new future for 
themselves. Use tiny habits to move towards it. Let them see their dreams being realized through the current organization. 
Celebrate these moments.

As the  feet  run  faster, the heart needs to pump more blood.  It becomes stronger. By  focussing on the non-vital parts, we 
strengthen the vital part. The body becomes leaner.The pace increases. The organization moves up. The creation of a success 
momentum for top talent. 

The world is limitless. Shall we take the first step?

Vivek is a willpower coach with Greenlatte. He coaches individuals and companies 
on purpose, self-worth and willpower. A graduate of IIT V and MDI, Gurgaon, 
Vivek believes in the habit of excellence.

Creating a success momentum
of top talent
Vivek
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Every  individual  has  a  latent  power  within.  Awaken  this  power  an  individual  has  the  capability  to  change  himself/
herself,  inspire  others  and  influence community, company, country and the world.

Each  employee  in  an  organisation  is  a  high  potential  employee.  Traditionally  
high  potential/  high  performing  employees  are  identified  with  things  
like educational  background  including  school  and  college,  professional  
degree,  participation  to  co  curricular  activities  and  social  responsibilities,  
previous professional experience, performance in the current role.

Looking at this closely, it is largely about making a judgement of identifying a high potential employee basis his/her previous 
accomplishments and believing 

that an employee would continue to grow him/her to higher standards as time passes by.

What if organisations identify high potential employees through every employee? What if employees are asked to let 
organisation know if they think they are a high potential employee. If yes why?

High potential employees are not the one who perform best with best resources, but the ones who are able to do their best 
with the resources available to them at that point of time.To understand this better and leverage it to the best possible extent, 
organisations may require knowing something called as “Story”. Story of life of an employee.
There is no low potential employee, only low ways of identifying high potential employees.

Sharing stories is a great way to share life, dreams, and priorities. Empower employees to share their stories of life. Let an 
employee write his/her success story, failure story, injustice story and future story.

•  Success story of an employee allows an organisation to see achievements from an eye of an employee.

•  Failure story & injustice story of an employee allows an organisation to touch heart of an employee through   
 vulnerability.

•  Future story of an employee is a powerful tool to know the thought process of an individual and develop it further to  
 create win for an organisation as well as an employee.

To develop employees, it is important for an organisation to develop VISION of an employee. Every person wants to be 
something. What is that something? Can an organisation help developing that something within an employee  for him to 
become MORE? This goes beyond providing  functional and skill based training to an employee. Training, Mentoring and 
Coaching are absolutely integral part of developing employees to ensure that they keep moving towards their future self. 
However, building an employee from within is the ultimate key to move a person towards performing at the highest potential.

12
Identifying, developing and  
nurturing High-Potential employees
Neeraj Tyagi
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People love themselves and their dreams. They also take care of organisations dream. So what are the things an organisation 
can do to nurture high potential employees. 

• Know your employees dreams: If we want to nurture people, we need to be aware of the “Why” of an employee.  
  Why an employee is an employee in your organization? What are his/her motivating factors?  What is it the person  
  really wants at work? What is THE DREAM? 
 It all starts with dream.  Many people in the busyness of life have stopped dreaming and even if they have dreams,  
  they have stopped sharing believing that they are not going to be true. Doing a vision board or dream chart exercise  
  is a powerful tool organization is using to get connected to employees dream.

• Help your employees to achieve their dreams – There are companies who hire personal coaches for their  
 employees to that while employees are working in the  
 organization they are also empowered to work towards their personal  
 dreams. It could be writing a book, learn to play guitar,  
 losing weight etc.  Many companies are making employee dream  
 projects to work for them LinkedIn has InCubator, a program  
 that gives engineers time away from their regular  
 work to work on their own product ideas. Apple has Blue Sky,  
 which allows some workers to spend a few weeks on pet projects and Microsoft created The Garage, a space  
 for employees to build their own products using Microsoft resources.

• Marry up dreams – Yes, Let’s get married.  Marry employees dream with an organization dream. It’s simple and yet  
 very powerful.  This is achieved through commitment to self and to the organization. Starting small and converting into  
 a habit helps creating a success moment for an individual as well as for an organization. 
 No burden is heavier than the burden of unrealized potential. World is limitless. Shall we take the first step?

Neeraj is a workshop leader and a life coach with Greenlatte. She is passionate about theatre and has performed at National 
Gallery of Modern Art. Neeraj is a science graduate from Delhi University and Masters Diploma in Business Administration 
from SIMS Pune

neerajtyagi@greenlatte.co.in

+91 9920998886
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It’s so amazing to see global perspectives shift from “High Talent” towards 
“High Potential” The word potential stretches our limits doesn’t it ?. A seed 
so tiny can grow into an Oak tree if developed and nurtured with care and 
attention, but the challenge is about identifying potential seeds.  In our 
corporate world where our focus is all about productivity and returns, how 
do we know which seed would wither away or grow into greatness?
Here is my humble attempt to answer this using the questions below?

Why Identify and Develop HiPo/ Leaders?
As the future leaders of the organization, high-potential employees must be identified early and developed effectively. By 
building their leadership skills and competencies, Organizations can build their competitive advantage for the future.   It’s 
generally cost effective, allows them to motivate and retain key staff, and, as long as they balance the value of organizational 
experience with sustained independent thinking, it reduces the risk of the unknown.  Companies that identify and develop high-
potential employees show dramatic shareholder returns.
An organization’s talent pool, particularly managerial talent is not built or acquired overnight it is identified developed and 
nurtured as the competencies and leadership qualities differ for every company. Hence there is a need to create a leadership 
pipeline or HiPo employee pool. 

What methods are used to identify and develop HiPo/ Leaders?
According to a study by the Corporate Executive Board (CEB), as many as 25% of high-potential employees plan on leaving 
their jobs within a year. Many organizations make the mistake of only looking at ability when assessing an employee’s potential 
for managing a job. Though there are many formal ways of identifying a HiPo, we broadly look for three attributes displayed 
consistently i.e.

Leadership behaviors, Aspiration and Engagement.
I have picked up a series of questions from various assessment centers, which I believe gives clarity about a HiPo(not to be 
mistaken for a high performer).

13
Identifying, Developing and  
nurturing High-potential employees(HiPo): 
Identifying, Developing and Nurturing 
“LEADERS”
D.O.Shenode
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The HiPo’s stand out and usually over a period of 2 to 4 years we can assess them by asking

• Does this person have a proven track record for accomplishing impressive results, not just meeting expectations?
• Does this person take charge and make things happen, or sit back and let things happen before producing?
• Does this person inspire confidence in his or her decision making?
• Can this person lead through persuasion and influence? Can he or she serve as an effective sounding board to others who  
 are struggling with complex issues?
• Do others trust this person to lead projects and teams, even though he or she doesn’t have a leadership title?
• Does this person have an understanding of how to separate “what” from “how”? An awareness that establishing the  
 destination before deciding on the mode of transportation is essential?
• Can this person keep a global perspective? Are priorities apparent, or does she or he becomes mired in the details  
 and tactics?
• Do obstacles stop this person? Or do they represent challenges, not threats?
• What success has this person had with multitasking?
• How do unexpected changes affect this person’s performance?

How do we Develop and Nurture this potential seed into a big Oaktree?

We can classify HiPo broadly into two categories based on which we can create our strategies to Develop and Nurture them.

Late-stage HiPo/Leader: include experienced managers ready to make their way into the executive ranks. This group is 
typically identified as middle or senior managers and participates in a wide variety of formal training: specialized mentoring, 
executive retreats, personal coaching, real-world action learning, global rotation and more. These senior managers are 
among the top 10 percent of an organization, and significant costs are incurred to prepare them for senior executive roles 
within the organization.

Early-stage HiPo/Leader :are different. These new managers and individual contributors are at the 
beginning of their careers and are identified more by their talent and drive than their track record. 
Early-stage high-potentials are found in the lower ranks of an organizational structure, and their 
employers are generally not yet ready to invest the same amount in their formal training and 
development. While historically organizations have focused primarily (if not entirely) on their late-
stage leaders, more organizations today are adopting an aggressive program for developing bench 
strength at all levels. 

Top-performing organizations in particular now recognize that the earlier potential talent is identified 
and put into the pipeline, the sooner the entire organization reaps the rewards of more productive 
and effective leadership.

Both HR and business line Managers should be involved in the identification process so Assessments 
are driven from both empirical performance of the high-potential and the organization’s ideological 
criteria and vision.

When planning and implementing an integrated program for early-stage high-potential development, 
there are many factors to consider. The first step is critical but often overlooked. Holistically, the 
organization must agree on and then support the goals of the proposed development program.



14Organizations must justify the program by answering the following questions:

Why do we need a high-potential program?
How will it support our business strategy and improve our competitive advantage?
How will it benefit the organization, the high-potentials and the rest of our employees?

Once the organization’s goals for the program are clear, the next challenge is how to develop a relatively larger group of 
early-stage high-potentials at a fraction of the budget of late-stage candidates for senior management

Multi-disciplinary program: 
Its and experience-based leadership development tool, the rotation of managers across disciplines, divisions and geographies.
The fixed-choice component of the same study found less than half (45 percent) of organizations using rotational or 
developmental assignments as a regular component of their leadership development package. More top-performing 
development practitioners utilize this technique to provide a more diverse base of experience and perspectives for their 
future leaders.

Learning opportunities:
It’s important to focus on a HiPo and give them the best of learning experiences; it should be taken care to expose them to only 
relevant areas of development. As said jack of all trades and master of none shouldn’t be the case here. It’s good to restrict 
the number of courses available to all employees. This helps both to control costs and to reserve coveted development 
opportunities for peak performers later in their careers.

Experiential learning: 
By taking development initiatives outside of the classroom and putting employees to work solving real-world business issues, 
taking over as the classroom trainer’s interactive simulation. Groups of high-potentials and mentors are put into a situation 
and must solve the challenge.

Mentoring and Coaching: 
According to a recent study by the American Society for Training & Development (ASTD), approximately 71 percent of the 
Fortune 500 use internal mentoring programs to develop high-potential employees. Through pairing with internal senior 
mentors, high-potentials are introduced to years of knowledge and experience.

With all the training and learning opportunities given to any HiPo, there is every chance of the employee leaving coz of the 
human side of taking  responsibility and risk averseness. Here mentoring and coaching comes into play. Where the employee’s 
fear, confidence and morale factors are dealt organically(as they appear) .  All the other trainings can be given through a 
computer and learning’s can almost be guaranteed but the human side of every HiPo is variable which can only be coached 
and mentored to keep going. Beyond all logic and analysis a HiPo has been that employee who is trusted and backed by infinite 
faith of his manager. No matter what the reasons be I personally believe that a HiPo is more of a developed and nurtured 
quality than a natural inborn talent. A leader replicates himself through the people around him.

D.O.Shenode, 

Breakthrough Coach ,NLP Practitioner
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According to a recent survey conducted by the University of North Carolina at Chapel Hill Kenan-Flagler Business School, 
Talent development professionals reported an increase in demand for high-potential employees. However, almost half (47%) 
of these professionals state that the current pool of high-potential talent 
does not meet the anticipated future need.

The survey findings are based on the response of 1,361 talent development 
professionals. 84% of the respondents reported that the demand for high-
potential talent has increased in the past five years, driven primarily by 
growth (74%) and competitive pressure (61%).  While demand is growing, 
the research suggests a lack of confidence in the ability to meet that demand.

Most of us agree that developing top talent is one of the most critical areas 
for an organizations growth and success. Then, why is it that organizations struggle to identify and nurture high potential 
talent. 

A survey conducted suggests that many involved in the selection of high potential employees do not understand and/or 
recognise the difference between performance and potential.

Let us understand this with a simple example:

Just think that you planted some fruit plants in your garden. Over a period of time, with great care, the plants grew into trees 
and started bearing fruits. One day you were asked to select a few trees you would like to take special care of. More often 
than not you will select the trees that bear the maximum fruits as you can 
see the performance – the fruits hanging on the trees. But you fail to realise there are many trees in that garden which have 
the potential and if identified and nurtured with care, can bear equally good quality if not better and can add to your yield/ 
output. But as you just select the performers the trees with potential are left out, no one cares about them and they slowly 
die out. 

This is exactly the problem that arises in organizations as the talent development team lacks in identifying the difference 
between high performers and high potential employees.

High performance has to be appreciated but it should not happen that high performers overpower high potential employees. 
And if that does happen, then youare unknowingly creating a talent pipeline for your competitors.  

It is clear that the demand for high potential is increasing, and research study suggests that many organizations are unprepared. 
While every organization is unique, there are some common challenges when it comes to identifying high-potential talent. 
Understanding the obstacles that are preventing your organization from creating a robust and dynamic talent pipeline is the 
first step in meeting the future demand.

3 I’s – Identify, Interact and 
Invest
Shraddha Patil
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15High potential employees have the talent, ability, organisational commitment and motivation to rise and succeed in more 
senior positions in organization. They create an incredible amount of value from the resources made available to them from 
the organization. They are like the pool of future organizational leaders. Therefore, if you plan for organizational success 
it is very important to identify these exceptional, creative, and innovative talents. But only identifying the talent will not 
help you win the game. It is necessary for every organization to provide challenging assignments, achievable stretch goals, 
opportunities for advancement (salary, roles and responsibilities), and invest in ongoing development of high potential 
employees. In addition to this, it is also critical to provide them with the right career opportunities to accelerate their journey 
to leadership and success within the organization. Commitment towards the organization and engagement in the work are 
two most important talent measures. If both the measures are fulfilled the talent is more likely energized, satisfied and 
productive in their work and as a result the probability that you retain the talent increases.

Some simple strategies which if applied can help you achieve commitment and engagement 
for your organization :

• Be transparent about the identification process of high potential employees.

•  Create a mutually beneficial relation between the organization and the talent.

• Create a successful career path as, if they see growth retention would be easier.

• Leverage greater authority – allow them to take decisions.

•  Increase feedback and communication – as it can help you convey the performance status and the expectations on  
 timely basis.

•  Increase the visibility – create profiles for them which can make their talent visible

•  Leverage high potential as talent developers – give them opportunity to identify and train talents from their teams.

We spend a meaningful amount of time and energy defining individual roles, interviewing them, training them just expecting 
them to stay with our organization and succeed. Developing future leaders is essential, but many organizations do not invest 
in programs that can help identify and develop their strongest employees. If that is the way your organization operates you 
might definitely lose your high-potential talent to your competition. 

Before your competition wins them - Start identifying, interacting and investing in your talent pool.

Shraddha Patil is Founder and CEO of The Success Route Consultancy Services. She is a Trainer and a Business Consultant with 

almost 10 years of experience into Sales, Marketing and Advertising.

29 | 63

thesuccessroute@gmail.com



15
Someone recently asked me about my innocent thoughts on identifying, developing and nurturing high potential talent. This 
led me to think about the reward & recognition in my school days at ‘Delhi Public School R K Puram’ from where I passed out 
10 years back. Every student who passed their academic year with 80%  and  above were awarded a scholar badge which 
they could proudly display on their green coloured school blazer. Winning 3 scholar badges or more meant we did not have 
to go to our parents to ask for a blazer as the school awarded us with a Blue Blazer. Few more years of academic excellence 
meant a Blue Tie and then came Gold Medal.
Going by the above Reward & Recognition model, there were three categories of students by class 12th: 

• Those who waited for Winter: These were students who wore the Scholar Badge on their Blazers or received the  
 Blue Blazers from School. Essentially they had to wait for the winter for the same so that they could proudly display  
 their reward.
• Those who did not have to wait for any season: These were the students who wore the Blue Tie and Gold Medal.  
 They could wear the same (Not the Gold medal though!) throughout the year and some of us like me aspired to be  
 like them.
• Those who kept waiting: These were students like me who did not achieve the academic excellence which  
 they desired as they did not go the extra mile to achieve it.

Let me make an attempt to find two key features of this R & R model:

• Focus on right behaviour: It focused not only on ‘excellence’ in academics but it focused on the right behaviour which  
 is ‘Consistency’, ‘Focus’ &  ‘Patience’ as the reward got better with sustained  excellence. Two consecutive years of  
 academic excellence meant another Scholar Badge and not anything better which lead to the student to imbibe the value  
 of ‘patience’ along with excellence to achieve better rewards like Blue Blazer/Blue Tie/Gold Medal. In this age where  
 there is a hunger for ‘visibility’, there is a need for sustained excellence along with ‘patience’. Those who missed out  
 on these rewards got help from School in terms of remedial classes and students could seek help from teachers to  
 which teachers were always willing to help.

• Clear Criteria: The criteria were clear and specific for the rewards ie 80% & beyond. Let the criteria for superior  
 performance be clear so that its aspiring in nature driving right behaviour and  not be ambiguous leading to inaction &  
 cynicism. While we secretly desired to earn the Blue Tie but we never had any ill & jealous feeling towards the ones  
 who wore it. The blue tie did not elude us from them, it rather brought us closer to them as inspirations who could help  
 us in improving our academic performance.

Identification of High Potential employees can be a futile exercise. An organization should rather focus on creating a credible and 
transparent R& R model.The High Potential employees should get drawn towards the R&R model of the organization and it would 
become very easy to filter the High Potential employees from the High Performing employees. High Performing associates needs 
to get rewarded and the High Potential associates need to get recognized. The above bit which has been posted is about ‘Identifying’ 
High Potential talent ( Being better known as HIPO). Now let’s focus on the ‘Developing’ & ‘Nurturing’ bit of High Potential talent. Is 
there a need to ‘develop’ a talent when you can ‘nurture’ them?

A leader in my organization introduced me to a theory called ‘SCARF’ model by David Rock. Seek the help of professor Google and 
‘figure it out yourself’. It might help you to frame a ‘Nurturing’ model for the organization. Also can your organization create a 
story which can inspire you even after 10 years the way my school inspired me?

Email: saikatsaha23@gmail.com

Identifying and Nurturing HIPOs
Saikat Saha
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Many companies attempt to identify high-potential (HIPO) talent early in the employees’ careers and they invest heavily 
in nurturing this talent. Often succession planning is the name given to it, and it isn’t just about identifying and grooming 
candidates for a few top roles. It is about identifying and nurturing your high performing, high potential employees so that 
you can retain them and support their career progression.

These are the people who can easily walk out the door and find another job. They’re often the ones who embody leadership, 
whether or not they’re in management roles, and often hold a disproportionate 
amount of corporate IP and/or memory. They’re the ones you really need to 
keep.

To retain high-potential employees, the conventional wisdom is deceptively 
simple: Identify, develop, and nurture them. Paying special attention to the 
very best people  will enable them to  stay with the firm and eventually 
emerge as key leaders.

But translating this into action is much more difficult. There’s a difference 
between doing it and really doing it. Many firms have trouble keeping their best people, despite their investments in talent 
management. In fact, a 2010 study by the Corporate Executive Board indicated that “25% of employer-identified, high-
potential employees plan to leave their current companies within the year, as compared to only 10% in 2006.” The study also 
found that 40% of the internal job moves for high potentials ended in failure.

What do we need to do for this?

• Know who your real high potentials are
Corporate leaders typically look to the top-rated 3 % to 5 % of their employees as candidates for fast-tracking. In Harvard 
Business Review, researchers Jay Conger, Douglas Ready and Linda Hill describe high-potentials as individuals who “consistently 
and significantly outperform their peer groups in a variety of settings and circumstances. ... They exhibit behaviours that 
reflect their companies’ culture and values in an exemplary manner. Moreover, they show a strong capacity to grow and 
succeed throughout their careers within an organization—more quickly and effectively than their peer groups do.” 

The first step is to know who your high potential employees really are. It’s a common mistake to think that all high performing 
employees also have high potential. We often misconstrue a high-performing employee for a high-potential one.  By doing 
this, we make a costly error in management and are risking the loss of real talent. We look out into our ocean of employees 
and can quickly spot those ‘high profile’ high-performers who stand out in the crowd. Often, our appraisal systems create this 
situation. Then there are the high-potential employees who are often left on their own and forgotten. They are hired, trained 
(maybe), and given attention when it is convenient, but they are often low maintenance so they fall under the radar. 

But don’t be mistaken – low maintenance does not equal low potential, as these professionals are often simply doing their 
jobs and going unnoticed. Bersin by Deloitte defines a high potential employee as one “who has been identified as having the 
potential, ability and aspiration for successive leadership positions within the company.”

16
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It’s important to determine whether your high performing employees want to move up in your organization. That’s the 
aspiration component of what being a high potential employee means. Also keep in mind that leadership doesn’t necessarily 
mean climbing the management ranks. An individual contributor who has the potential to increasingly specialize and 
demonstrate leadership in their area can also be a high potential employee. Start by identifying what constitutes “high 
potential” in your organization, then use your succession planning mechanism to get managers to rate their employees’ 
potential. At the same time, ask managers to rate their employees’ readiness for promotion, and to identify any who are at 
risk of leaving and why.

• Develop your high potentials
Now that you know who your true high potential employees are, put plans in place to further develop them and support 
their career progression. Developing high potential employees does not only mean building them up to be people managers 
/ leaders. Good succession planning will let you create talent pools that define the competencies required for success and 
progression in a particular area — like executive leadership, customer service, R&D, product management, etc. — the level 
of skill or proficiency required, and the learning activities that can help to develop them. You can then assign your high 
potential employees to appropriate talent pools for development. Conducting a baseline evaluation of your high potentials’ 
demonstration of talent pool competencies, assigning  them appropriate development plans, then reassessing  their 
performance at regular intervals. This kind of development planning and management is a key contributor to employee 
engagement and retention.

Here again, succession planning makes the tasks easier and lets you aggregate and analyze ratings to track everyone’s 
progress. And it should give managers and employees easy access to the employees’ development plans, so they’re acted 
on, not set aside and forgotten.

• Take action to retain your high potentials
If managers flag any high potential employees as being at risk of leaving, take appropriate action to retain them where 
possible.Sometimes, simply being acknowledged as a high potential employee, and being given the opportunity to develop 
and progress in their career, is enough to retain someone. Other times, you’ll need to take other actions, like adjusting their 
compensation, giving challenging work assignments, assigning a mentor, etc.Succession planning can help you identify those 
at risk of leaving and ensure the actions you take are reducing that risk.

• Promote them when ready
Whenever a new position opens up in the organization, look first to fill it from your internal talent pools. Your planning earlier 
can help you determine your high potential employees’ readiness for a promotion or new assignment, and give you data to 
consider a potentially larger pool of candidates for a role than you initially had in mind. It can also help you identify areas 
where your talent pools are small, or where development activities aren’t effectively preparing high potentials for career 
advancement. In both cases, you can then take action to ensure you strengthen your talent pools.

• Succession planning: a critical tool for success
Succession planning is critical for any organization. It helps you identify, nurture and retain your high potential employees and 
ensure the future success of your organization.By automating the processes and tasks that make up effective succession 
planning, and by aggregating vital data about performance, potential and development, succession planning helps you target 
your actions and make more effective decisions about who to develop, who to promote, and when to take action to retain.

It’s a good idea to repeat these assessments at least yearly to maintain a current data set, and to 
compare results year over year.
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• Execution, based on employee levels
The development has to chip in at all levels.

• Associate / Agent level
• Team Leaders to Managers
• Delivery leaders
• Executive Management

Any program will usually not be mutually exclusive for each of the above levels.For the first two levels, we may need 
programs which are function / knowledge specific, comprise of certification, both internal and external, we can use customized 
programs, covering cross geography orientations as well.For the second and third levels,  the focus needs to be changed 
to build future leaders, both on people and subject matter fronts.And then for the last two levels, executive leadership 
enhancements, development of multi function and multi tasking capabilities will become critical. The strengths of knowledge 
and empathy has to be embodied into employees of these two levels.

As Managers & Leaders, we need to play a big role in building a pipeline of thriving talent, and it’s increasingly important that 
do this successfully. While employee development is no cake walk, failure to assess potential versus performance is a very 
real leadership problem. It simply takes dedication to identifying high-potential and high-performing employees, assessing 
their competencies, attributes and training needs, and then putting them on the right path to success.

This is what will lead organizations to great heights...

Mohit Gupta, 
Managing Director, 
SigmaTrail Consulting Pvt Ltd.
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In 1990s you worked hard to get promoted. Of course, being in the good books of the bosses helped too. Once you get 
promoted, you are on the job. Then you started “Figuring Out” what to do. Learnt through trials and resultant errors. 
Circa 2014’. With the advent of many multi-national companies to India, the 
face of businesses are fast changing. With that, the definitions of leadership.  
The need for junior and middle level managers is constantly increasing. 
There is also a sense of urgency in the young leaders and the organizations. 
Contrary to the earlier definitions of leaders, who were, on an average, about 
45+ years old, the current lot of leaders and people managers are in their 
30s. What then, are we losing in the process? To me, very clearly, it is the knowledge and experience one gains over a period 
of time before they move to the role. It is also believed that with age, one grows wiser which of course, helps in managing a 
bunch of people who were your peers hitherto.
Although the traditional definitions and the requirements of leadership has changed over a period of last two decades, the 
method of  promoting and developing a new leader is changing only in the recent times. Organizations are now waking up 
to the benefits of having basic skillset as the prerequisite before promoting an employee. High-Potential (HiPo) employee 
development, builds this quintessential leadership pipelines in the organization.

Identifying High Potential Employees

It is easy to mistake high-performance employees as our “Key” people and invest effort in them. After all, that is one of the 
mistakes most of us are guilty of, as individuals and as organizations.  This error will cost organizations very dearly, for a lot 
of efforts, time and money spent in developing a mis-identified HiPos will prove futile.  It is also important to recognize that 
they are not mutually exclusive. The High-performance individuals can also be High-Potential employees.

When we launched a HiPo Leadership Skills enhancement program, in one of the organizations that I worked for, there were 
some stock questions we asked.

• Does the employee have the aspirations to be a people manager?
• Does the employee make decisions and own his/her own decisions?
• Does the employee follow the rules or question the status quo to improve the situation constantly?
• Does the employee lead or take pro-active steps in the team?
• Does the employee think of the big picture (like organizational goals, industry growth etc) or limited to his/her role in  
 the organization?

These questions were used as an indication and not the framework.

Only 29% of high performers are also high-potential employees. While having what it takes to achieve top performance 
today, the remaining 71% of high performers are missing something needed to excel at the next level of the organization. 
Source: Corporate Leadership Council High-Potential Management Survey, 2005

Paradigm Shift – High-Potential 
employee development
Manjula Deshmukh
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• Developing High-Potential Employees

In most organizations, the HiPo employee development is done in pockets. Each manager or Leader identifies interventions to 
develop the employees.  The disadvantages associated with this method is, although it is very effective in cases of individuals, 
organizations lose out on the best practices being replicated. Also the process is person-dependent, as it is extremely 
important for the individuals to be committed to this cause.

Organizations now have departments and programs that focus primarily on developing High-Potential employees. These 
programs can range from duration of 6 months to 2+ years.

I believe it is important for organizations make this key investment for reasons below.

• Developing existing HiPos into leadership roles is more effective than hiring external leaders.
• The learning curve at the leadership roles is short.
• Builds a strong leadership pipeline within the company.
• It helps the organizations retain the most valuable persons in the company.

It is also important for the organizations to have a pervasive, standardized approach for development of HiPos. It should be 
communicated effectively to all stakeholders, including the HiPos and their managers. The transparency helps in motivating 
the other employees and removes any bias that may be involved.

Properly identifying and retaining high-potential employees through a systematic approach is vital for organizational growth. 
It helps increase organizational leadership pipeline.

I recently came across a simple method of identifying the HiPos who the organizations would want to invest in.
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When you count the apples on an apple tree, you are measuring its performance. When you count the number of trees 
hidden in each apple you are measuring its potential. But are you really doing it? Do you as an organization have the intent and 
capability to see through and count the seeds within the walking-talking fruit which could contribute to exponential growth 
and fruition?

In most businesses I have found that hi-performance is seen as an indicator 
of hi-potential. It might be  a close approximation in some cases but never a 
fool proof way of identifying, developing and nurturing all hi-potentials.Why is 
it not fool-proof enough to consider performance as an accurate indicator of 
potential? Well, simply because there are many factors, other than potential, 
which contributes to performance, for example:

• The goal – Who has set the goal? What is the basis of the goal set – the individual’s abilities or the business demands? Has 
the individual accepted the goal set for her? Is the goal stretch enough to draw from her potentials or is it good enough to be 
met through learned competencies?

• The role – What has been the basis of the individual being given a role – her talents or the position? How engaged and 
integrated is the individual’s self with the role? Is the role, by design, suiting the individual’s needs for example self-role 
integration, centrality and linkage?

• The scroll – What are the prevailing R&R mechanisms that motivate individuals to perform, consistently, at a level of 
excellence? How much of the motivator is extrinsic and how much is intrinsic? How timely is the administration of R&R?

The fact that performance depends on the above factors, among others, besides individual potential is known to most in the 
profession of talent management. It’s a no-brainier. The question then that needs to be honestly answered is:

Are there enough instances of robust practices for identifying and nurturing hi-potentials in an organization?  
If not, then why?

The answer lies not so much with the organizational intent as much as it lies with lack of mind-set and mastery to deal with 
potential – hidden, subtle, invisible, intangible, individualistic and yet the most enduring factor for people-centered growth. 
Yes. More than having proven tools and a repeatable set of methods, for understanding, identifying and mapping potential 
it needs a certain level of mastery in the practitioner for her to be able to intuitively carry out an ontological inquiry of the 
individuals’ core values, abilities and talent, without being biased by her own filters of understanding potentials. It needs, more 
than anything else, in the practitioner a belief in the infinite potential of the human and the fact that each one is unique. Driven 
by this belief and powered by the passion to see one more individual bloom with its hidden strength is what is fundamentally 
required in a professional who intends to invest time and effort in discovery and development of talents.

Indroneil is Founder & Principal Enabler – iProdigy is a transformational coach and Consultant. 
Blog: http://www.indroneil.com/neilism/, Email: reachme@indroneil.com
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Organisations need effective leaders to achieve business strategy and maximise future success. While there is always the 
option of recruiting talent to fill leadership roles and inject fresh ideas, there is a risk that selected individuals won’t ‘fit’, 
requiring time to assimilate into the culture and values of the organisation. An organisation that invests in the identification 
and development of their employees achieves greater productivity through a highly skilled workforce, greater engagement 
and fewer grievances. Employees feel good when they are contributing 
meaningfully, and are being challenged and nurtured through development 
.Identifying potential has many applications. 

For example, it is useful for high potential individuals to understand their 
future potential; helping them to manage their own work experience, 
involvement in assignments, development planning, life choices and career 
path. For the manager, understanding who has potential is useful so they 
can provide employees with targeted development opportunities. For HR, knowledge of the workforce bench strength can 
aid internal selection decisions and guide external recruitment needs. Senior leaders need to understand talent and potential 
to execute strategy.  If identifying and developing potential has positive outcomes for individuals as well as the organisation, 
why aren’t  more  organisations implementing such initiatives? Unfortunately there are  a few hurdles to jump in the creation 
of a successful high potential development programme, so a good foundation is crucial.

To retain high-potential employees, the conventional wisdom is deceptively simple: Identify, develop, and nurture them. By 
paying special attention to the very best people, they will stay with the firm and eventually emerge as key leaders. But 
translating this into action is much more difficult. “ There’s a difference between doing it and really doing it.” Many firms have 
trouble keeping their best people, despite their investments in talent management . So despite the focus on high potentials 
and the importance of effectively managing them, why do so many organizations struggle to do it well?

Let me suggest two reasons.

• Discomfort with Differentiation: 
 In order to focus on high potentials, some employees need to be singled out. And, truth be told, most  
 managers hate to differentiate. They would prefer to treat everyone the same, avoiding the uncomfortable  
 process of sorting people by levels of performance. As a result, managers will identify certain employees as  
 “high-potential” simply because they don’t want to tell them that they’re outperformed by their colleagues. And others, 
  who are appropriately selected, are not told because it would create an uncomfortable two-class system. In other  
 words, managers avoid declaring whom the high potentials are, for fear of upsetting people that were not selected.
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• Discomfort with Developmental Dialogue:
 Even if managers do identify high potentials properly, bringing them to the next level requires a continual, complex  
 dialogue. Managers need to stretch, challenge, and coach their high-potential employees and make sure their assignments  
 push them beyond their comfort zones. To do so, they have to work with senior business leaders and HR to clarify  
 assessments, identify opportunities, and coordinate possible moves. Without multi-dimensional dialogue about these

issues, managers tend to hold on to their high-potential people instead of helping them along an intentional developmental 
pathway. High-potentials then may interpret this as a lack of company support and will be inclined to look elsewhere.

Unfortunately, engaging in this kind of developmental dialogue is foreign to many managers and can cause just as much 
anxiety as the need to differentiate. In fact, most managers avoid coaching discussions, particularly with employees who 
have more potential in their careers than they do.

Taken together, the twin discomforts of differentiation and dialogue hinder high-potential programs, even when senior line and 
HR executives do a good job of centrally structuring assessments, rotations, and training. This may at least partly explain why 
so many company-identified high potentials don’t remain with their firms. To increase the odds of success, senior executives 
need to focus not just on the high-potential programs, but the underlying anxieties of managers who have to execute them. 
One way to do this, for example, is to require managers to mentor one of their high-potential direct reports. Not only will 
this approach be good for the chosen employees in the short-term, but also it will force managers to get more comfortable 
with performance differentiation and developmental dialogues. As anyone who has done it can attest, mentoring benefits the 
mentor as much (if not more) than the mentee.

As the senior leaders in the baby boomer generation approach retirement, having the systems in place to identify and develop 
the up and coming leaders is crucial. The long term viability of any business is dependent on having the right people with 
the right skills, knowledge and leadership capabilities in the right roles. Assessing the three dimensions predictive of future 
leadership success and differentiating between high potentials, high performers and high professionals will ensure you have 
necessary people in place to execute your long term business strategy.

Saunak Rajguru is an active member of L and D forum.

saunakrajguru3@gmail.com



“Everybody is talented because everybody who is human has something to express.”

          - Brenda Ueland
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The word  “Potential’ transcends multiple  fields  from  physics to  social  sciences. When we  consider  potential in  electrons 
we  discuss in terms  of  energy, in neuroscience, we refer to action potential as nerve impulses and when we relate it to 
people we understand it as ‘unrealized ability’.

A  very common exercise in  science  projects when we were  growing  up is 
to  understand and measure elasticity  by  stretching and extending a  spring 
and a rubber band, to become aware of its properties and differences.
When we extend this to the world of human beings, can we say that human 
potential is the attribute of elasticity in all of us? The extent to which we are 
capable of stretching and extending ourselves differentiates our abilities to 
perform and grow?

If high potential is higher elasticity then the degree to which we are flexible, adaptable or resilient could possibly determine 
our unrealized ability. (Like any  other  human  process, this is a  vast and complex  space, the  paper  focuses  on a  few 
elements at the  organization and individual level to  build the discourse.)

Does ‘Potential’ need an eco system to flourish?
Studies have established that ‘Culture’ plays a strong role in nurturing potential. Cultures can empower or inhibit potential. 
An empowering culture provides freedom to ‘be’ that allows people to express their potential in diverse ways. To quote 
“The short answer is to give people more freedom, because the more freedom, respect and love that people have, the more 
natural they will be, which means they are going to be more curious”

Nurturing  a Culture  of Curiosity: 
It’s  an  accepted  fact that  ‘curiosity  ‘plays  a  crucial  role in the  development  of  children  and the  success  of  parenting 
lies in encouraging them to discover and learn.  As adults too, the internal desire to learn, to seek out new experiences leads 
to expansion of perspectives, a key to growth. Culture that promotes this desire to stay alive in curiosity helps people to be 
energetic and enthusiastic. A motivated life expands in its potential. Thwarted curiosity leads to apathy and disinterest and 
‘the commensurate affects of an unexamined life can be culturally far-reaching.

Allowing for Failure:
The attribute of individual curiosity loses its significance without the freedom to experiment, fail and learn. High Potential 
organizations, teams, or individuals are high on ideas, some that work and some that may not work. Cultures driven by anxiety 
and fear stifle potential. The debate between the  need to  standardize  and the  need to innovate  does  not  necessarily  have 
to  be mutually  exclusive.  Alternative thinking towards  building the mindset  of intrapreneurship, or entrepreneurial ability 
and providing freedom to impact indifferent ways equally leverages potential.

The word “Potential’ transcends 
multiple fields from physics to 
social sciences.
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Can ‘Potential’ be enhanced?
Having an orientation for ‘Mastery’ and striving for excellence in whatever we do pushes our boundaries in multiple directions. 
Depth can only be built when we expand our knowledge, our competence, our horizon of what is achievable. A desire for 
mastery provides the courage of conviction to challenge oneself at the next paradigm. While skills are more easily teachable, 
performance and learning models need to  fuel this passion and orientation to inspire people to outperform.

Being‘Open to Change’  has  far  reaching  impact  on  our  abilities. When  we  expand  our  mindset  triggered  by  an  internal  
motivation  to  evolve  or  to  adapt to  changing  contexts,  our  potential  for  facing  new  challenges  enhances.  A  Positive  
attitude  embraces  change  and  creates  opportunities  through  extended ways.However when we are uncomfortable or 
fear change, our limiting beliefs contract our opportunities to extend. Our sphere of influence and realization of our potential 
thus narrows and we exist in predictable spaces of performance .Injecting ‘challenges’ periodically through creative means 
and nudging people out of their comfort zone at work helps in creating mindset shifts.

The generational context
In a young country like India, with a large workforce pillared on the youth and a future driven by young leaders, the conversation 
on ‘potential’ is even more significant today.Learning and experience cycles are getting crunched in a complex, fast paced and 
a dynamic environment.

Young leaders need to be emotionally mature and collaborative to lead teams and inspire as role models. Both experience and 
wisdom have to be inculcated at a young age to manage this transition.It is thus critical for organizations to identify potential, 
spot talent early and work towards developing the youth for tomorrow.If we consider the pyramid as inverted, the higher 
order skills need to be addressed much earlier to sensitize the workforce. Young adults are more malleable than experienced 
adults; hence cultural, performance and learning factors need to address the generational context and capability needs.

The question thus that we are lead to, 

• To manage workforce of the future: what do we Reframe? 
• What do we Renew?
• What do we Realign?

The Reframe, Renew, Realign model is the author’s proprietary approach for building generational competence. The 
competencies for the development of high potential youth in the generational context has been crafted after careful  research 
and study of the drivers and motivation to succeed keeping environmental factors and future imperatives in perspective.

Puja has about 15 years of experience in the people domain, providing strategic HR thought to shape the human capital 
strategy and enabling a diverse culture. She works with an experienced and a talented team.

puja@pujakohli.com
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A real talent is lost when companies across the world end up making mistakes confusing a high performing employee with a 
high potential employee. This costly error should be avoided by management at any cost to help develop and  nurture the real 
talent of high potential employees or otherwise known as HiPos. Indeed so 
true that every organization is going through a rocky economic environment. 
And high potential employees who are the cornerstones of every organization 
need to be identified and their talents should be properly channelized so as to 
give employers an edge on their competition. This helps  organizations move 
towards future success. But before we get into IDENTIFYING, DEVELOPING, 
NURTURING HIGH POTENTIAL EMPLOYEES, we should also understand who 
is a High Potential Employee?

My understanding of a HiPo is that he/she is a person whose ability, talent, potentiality, promptness and aspiration have 
helped him to lead and be in a successive leadership position for the betterment of the organization. These employees have 
been identified to be focused for any growth or developmental opportunities so that they can take the leadership roles and 
key positions when the need arises. Another advantage of developing high potential employees is they are likely to stick 
around for a longer period rather than joining another competitor firm.

Therefore it is important to have a strong pipeline of high potential employees as it is vital for the organization’s success and 
growth. Because it helps the organization builds a competitive advantage for the future. Many surveys have revealed that 
today organizations continue to struggle how to effectively identify, attract and retain high potential talent in their organization.

Author Dough Ready in Havard Business Review has identified the following factors in a High Potential Employee.

• Drive to Excel 

•  Enterprising Spirit

•  A catalytic learning ability where these employees absorb new ideas and have the ability to translate them  
 into productive action.

•  Dynamic censors as they have an innate feel for the timing, the ability to read situations and a nose for opportunities.

In order to nurture the high potential employees it is worth to make a note of the following situations:

The first step is to know who your high potential employees really are. It’s a common mistake to think that all high performing 
employees also have high potential. It is like a student clutching a pile of books and rushing to a university class might not 
normally be compared with. And for those interested in overall development, it is no surprise to read about exotic and other 
holistic approach that claim to enlighten & help organisations  build a strong presence but they may be surprised or even 
astonished that like students traditional education follow the same stages, seeking same result all employees needs be 
valued & talent to be nurtured. 

It is important to have a strong 
pipeline of high potential 
employees as it is vital for the 
organization’s success and 
growth.
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It’s important to determine whether your high performing employees want to move up in your organization. That’s the 
aspiration component of what being a high potential employee means.

Also keeping in mind that leadership doesn’t necessarily mean climbing the management ranks. An individual contributor who 
has the potential to increasingly specialize and demonstrate leadership in their area can also be a high potential employee.

Here is a age old question “Should high potential employees be informed about their high potentiality status “ ? The answer 
is a resounding “no” with a caution. And it is because of the conventional wisdom that from inflated egos to increased 
expectations of promotion & salary increase to fear of employee poaching by competitors.  It is true that conventional 
wisdom may be changing though as more employers may acknowledge that employees knows that employers have a list of 
high potential employees list and who is likely to be promoted next . 

By maintaining a case of transparency so as to boost the employee morale and giving a powerful signal that organizations 
value their contributions and believe in them enough to   invest in their future. Ambitious, motivated and highly intelligent 
these quintessential high potential employees ignite other employees s to follow their feet  which can throw them 
into the  fray with lot of exposure, responsibility and access. 

Therefore nurturing these high potential employees is also a key issue for organizations. It is important to boost their morale 
and engagement. Organizations needs to be flexible while delegating responsibilities taking care of HiPos family, children’s 
education with creative solutions to respect their lifestyles will help them retain these best people.

In order to develop your high potentials, it is important to put plans in place to further develop them and support their career 
progression. As this helps create  your talent pools that define the competencies required for success and progression 
in a particular area — like executive leadership, customer service, R&D, product management, etc. — the level of skill or 
proficiency required, and the learning activities that can help to develop them. This can then be assigned  to high potential 
employees to appropriate talent pools for development. A baseline for  evaluation of  high potentials’ demonstration of 
talent pool competencies, and again  reassessing  their performance at regular intervals. This kind of development planning 
and management is a key contributor to nurture, develop high potentiality among those key employees to  engage and retain 
talent. 

Organizations should take timely action to retain your high potentials to avoid losing them to your competitors. If managers 
flag any high potential employees as being at risk of leaving, it is important to take appropriate timely action to retain these 
talents where possible. Sometimes, simply being acknowledged as a high potential employee, and being given the opportunity 
to develop and progress in their career, is enough to retain someone. Promotion in time when ready and  it is better to fill it 
from your internal talent pools. As this is one of the best way to help increase the potentiality among employees. 

The essence of being a high-potential employee is like what they do, want to do more, always go that extra mile, and see a 
future for themselves in your organization. Over all organizations needs to take care of High Potential Employees’s (HiPos) 
aspiration , ability and engaging them meaningfully. This can help them grow by leaps & bounds. And this desire to take on 
responsibilities, challenges and rewards typically demonstrated by those in more senior roles would be the best way of 
making roads to growth. HiPos always take the initiative and identifies other key people who are   willing for more complex 
challenges. These innate characteristics and learned skills make them different from other employees. Once organization 
focuses on driving these HiPo’s motivation, engagement, performance and development a new breed of talent will be explored.

Rasmita Jena is an active member of L and D forum.

rsmita.jena@gmail.com
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Many organizations face the challenge of developing greater confidence, initiative, solutions-finding, and problem-solving 
capabilities among their people. Organizations need staff at all levels to be 
more self-sufficient, resourceful, creative and autonomous. This behavior 
enables staff can operate at higher strategic level, which makes their 
organizations more productive and competitive. People’s efforts produce 
bigger results. It’s what all organizations strive to achieve.However, while 
conventional skills training give people new techniques and methods, it won’t 
develop their maturity, belief, or courage, which is so essential for the development of managerial and strategic capabilities.
Again, focus on developing the person, not the skills.

Try to see things from the person’s (your people’s) point of view. Providing a climate of  learning and experiences that they’d 
like for their own personal interest, development and fulfilment is an insightful way of looking at things. Performance and 
capability are ultimately dependent on people’s attitude and emotional maturity. 

One could help  them to achieve what they want on a personal level, and this provides a platform for trust, ‘emotional 
contracting’ with the organization, and subsequent skills/process/knowledge development relevant to managing higher 
responsibilities, roles and teams.

Participative workshops give a great exposure and also works well in beginning for this type of attitudinal development as it 
is filled with a lot of learning opportunities. It starts with the person, not the skills. It’s about attitude and emotional maturity. 
The Emotional Intelligence principles and methodologies fit very well with modern approaches to developing people’s belief, 
maturity and attitude.When people develop confidence, integrity, emotionally, they automatically become more proactive, 
solutions-focused, responsive which across a whole team has a cumulative effect. Johari is a useful model too. 

So many people at work are simply ‘going through the motions’, acting in a ‘conforming’ state, often because they feel insecure, 
lack confidence to do what they think is right, or are nervous about being bold, whereas boldness is absolutely required for 
self-sufficiency, initiative, greater responsibility; in fact all of the behaviours’ that organizations strive to encourage.

People need to  experience things which enable them to feel bolder, to take risks, and to want to take risks.

This means the rewards must be there .This is the fuel of people’s growth and change.

Nitesh is a prominent speaker, Coach and People manager with more than 10 years of experience in People Development and 
Training is a Certified Learning & Development Manager and a Certified Coach by ICF. 
He is working with Hewlett Packard.

Try to see things from the 
person’s (your people’s) point 
of view.

nitesh.pande04@gmail.com
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High potential employees – the HIPOs  are that illustrious group of individuals who are the rising stars in your organization.

What is a HiPo anyway?
According to Corporate Executive Board (CEB), high potential employees have three key characteristics in common: aspiration, 
ability, and engagement.

Identifying, Developing and 
Nurturing employees : the HIPO Way
Prashant Gakhar
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ABILITY

Combination of innate 
characteristics and learned 

skills

ENGAGEMENT

Combination of innate 
characteristics and learned 

skills

ASPIRATION

The desire for the responsibili-
ties, challenges and rewards 
entailed by more senior roles

HIGH POTENTIAL EMPLOYEE
DEFINED

An Individual with the ability, aspiration and 
engagement to rise to and succed in more 

senior, critical positions
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• Align HiPo and senior leader expectations for compelling HiPo career paths: 

HiPos value fair, diverse and structured career paths, so a standard process to help facilitate their movement across the 
business may be warranted. Ensure senior leader buy-in to high-potential development programs so they don’t get derailed.

• Provide high-risk opportunities in a supportive environment: 

HiPos need highly challenging development opportunities that allow them advance their career. But these opportunities need 
to be carefully managed. HiPos also need a supportive work environment to mitigate their risks and drive success.

To summarize , I would like to emphasize that decisions about high-potential employees are among the most important of all 
those decisions, because they are key investments in the organization’s future. Old ways of looking at high-potential talent 
simply do not work well. Organizations need a new way to think about potential and more effective ways to identify and 
develop potential to ensure that it turns into high performance. Engagement and retention are not issues that you deal with 
after you invest in your top talent. They are the natural result of how you interact with people at every step.

Reference : http://www.halogensoftware.com/

Prashant Gakhar, Manager, Knowledge and Capability Management – HP, has got over 14 years of experience in the BPO & KPO 

industry. He has worked with companies like Efunds, Wipro, HP and Teleperformance.

So what can you do to keep your HiPos engaged and build your talent pipeline?

• Equip your managers to surface critical engagement risks. 

For example, many managers don’t understand the vast range of reasons 
that can affect turnover risk. Train your managers on the importance of 
maintaining a regular, ongoing dialog with employees (and especially high-
potential employees), so they can proactively identify and address those 
risks.

• Require HiPos to commit to the organization. 

Simply telling someone they are a HiPo may not be enough to engage and retain them. Establish a “talent deal” that provides 
them with a variety of special opportunities, benefits and commitments, but expect organization-defined commitments or 
responsibilities
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One of the biggest challenges for managers in the current scenario is to keep 
high performing teams and employees motivated. If the high potentials are 
not motivated enough, then the risk for the organization is comparatively 
higher as they might opt to leave the organization or get disengaged within the 
teams. Motivation 1.0 and Motivation 2.0 no longer works for this category of 
employees. 

What is Motivation 1.0?  

Motivation 1.0 talks about how secured is the job, satisfactory compensation and a decent role fit. This version of motivation 
is already outdated since a platter of opportunities exists in today’s world. 

What is Motivation 2.0? 

This is the most widely used version of motivation by majority of Corporate. If the employee performs more than the 
expectation, they get highly rewarded. The reward could be sending on site for a high potential program, additional perks, 
stock option plans, a considerable above average pay hike and fast track promotions. But Organizations fail to understand 
that the ‘Carrot & Stick’ approach of motivation is slowly getting outdated. The fact is that the high potentials are able to 
understand these extrinsic motivators come with an expiry date and an ‘If – then’ clause, “If you perform very well, you will 
be highly rewarded”. 

What is Motivation 3.0? 

In 1995, there was a discussion with economists on creating two encyclopaedias. The first was from Microsoft where they 
pay professional writers to create the content. The second encyclopaedia was created by ten thousands of people who are 
willing to write, edit articles for fun and learning without even being paid a penny. The encyclopaedia created by Microsoft 
was MSN Encarta and the other was Wikipedia and the later created a history. Motivation 3.0 perspective is all about to learn, 
to create and better the world. It instills the effectiveness of autonomy, engagement and clarity of purpose at work and with 
teams. It details ‘Growth’ as wider contribution and higher responsibility than mere titles or designations. 

Some of the Motivation 3.0 techniques are: 

• 85:15 model: Employees spend 85% of their time working on assigned tasks or projects and spend 15% of their remaining 
work time on altogether different project of their interest which directly or indirectly  contributes to the organization’s growth. 
3M’s ‘POST-IT’ was the invention of Scientist Art Fry when working on one such project.

Motivation 3.0
K. Rajanikanth
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• Make the teams uncomfortable: Many managers are happy making the team comfortable. But the highest motivation comes 
when the team is under right pressure. The highest level of motivation happens when teams are made uncomfortable with 
the right amount of stretch and high level of support encouraging them to push beyond limits and achieve high sense of 
achievement. 

• Empowerment Audit: Organizations always assume that there is right empowerment and engagement within the teams but 
fail to validate those with facts. Validate such assumptions by running ‘Empowerment Audit’ (survey) to understand the right 
feedback from the employees. 

• 80:20 Goal Setting: Bring a change to the routine goal setting process using 80:20 rules. 80% goals cascades from 
Organizations whereas the remaining 20% comes from Employees. Involve and empower them to set and achieve their own 
goals 

• ‘Thank you’ card : Send a ‘Thank you’ card to the employee’s close family (spouse/parents) thanking them for supporting 
the employees towards their contribution for the Organization. 

• Mentor/Coach: Assign a coach/mentor to help them think big. 

• Contributors: Help them to become contributors instead of consumers. The high potentials should start contributing towards 
organizational growth in addition to the growth of their teams. 

• ‘Gift’: The best gift is helping them to learn more. Gift them a very valuable training program that could help them reach the 
next level. Will these techniques apply only to high potential employees? The answer is ‘No’. These work for all employees 
because all employees in Organizations have high potential. Most of the times, these potentials are left undiscovered. If 
managers can work on helping each employee discover their true potential and build on those, the Organization will soon 
become a high potential organization. 

“If you judge a fish by its ability to climb a tree, 
it will spend its whole life believing that it is stupid”

K Rajanikanth
Leadership Trainer 
WINNWIN Leadership Academy
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According to a survey done, around 67% percent of the companies’ believe in identifying high potential employees. Often, it 
is a difficult proposition to identify them.

Do you choose employees who can?

•  Perform always

•  Get work done from others 
•  Always relate to the bigger picture of the organisation

•  Think for the other employees

We can create an entire list of people who have these skills and the process of identification will be rather easier. The catch 
is that all the above qualities will not be present in every employee. Often the process becomes cumbersome for people 
who have been identified as non high potential employees. This would prove to be costlier from managing the expectations 
of the organisation at every level which would lead to bitter tastes and differences.People who are identified are definitely 
given preferential treatment in terms of either work or perks or both. Companies sometimes might nurture high potential 
individuals for years only to watch them leave when new opportunities arise elsewhere.

Now let us put some points to look at specific ways to identify people and their working styles which can classify them as a 
“High Potential Employee”. The obvious trait is that they “stand out” as individuals. They take pride in their area of work and 
the accomplishments and are often considered as go-to person. In other words, they are go-getters with fire in their belly to 
get the desired results through excellence.

Peter Drucker said “Of all the decisions an executive makes, none is as important as the decisions about people, because they 
determine the performance capacity of the organization.” 
From here we look at two levels of growth for High Potential Employees and the organisation can nurture them.

•  How to prepare employees in line with the organization’s future plans?

•  How an organisation should chart a growth plan keeping both employees and the organisation 
    in mind?

The nightmare for the “Chosen One”

 I am sure these are some of the questions that go into a high performer’s mind

 ” Wow! I am the “Chosen One””

 “Hurry! I am a part of such a big change that is going to take place in the organisation”

Identifying, developing and 
nurturing High Potential Employees
Deepthi Ravi

48 | 63

Often the process becomes 
cumbersome for people who 
have been identified as non high 
potential employees.



26Now the drop starts if clarity is not given

“I have no idea where to start from”
“Why did they choose me?”
“Oh! Really! Why me?”
“I wish I was not chosen at all!”
“They have just given me the job but have no clarity on what they want me to do with it!”

There will be a sharp decline in the interest levels for sure; if not sustained or handled with caution. So we need to create a 
direction where they not only can achieve success but also nurture them to stay with the company for longer periods.

The Road Map

“Ambition is the path to success. Persistence is the vehicle you arrive in”- Bill Bradley

The first 3 steps would be to plan, plan and plan and the second important would be to attain clarity in lesser steps. It 
would be a big debacle if we do not marry the two of them as it is easier to plan and execute. But where people fail is to 
attain clarity of thought and present a clear picture to the person who has been recognised to carry out this exercise. High-
potential employees have an insatiable thirst for new challenges every day. Such people have a tendency to get complacent 
or bored very easily. The thought of giving clarity to them would be to present the idea’s where they are set a daunting 
task of “Change Management” .Changing their environment can inspire high-potential employees and it could save from an 
unfortunate headline like ‘High-potential employee quits a company to become an even bigger a star elsewhere!

We need to assign them what they have never done before in terms of work or its level of complexity. For that a proper 
agreement with them becomes inevitable! We need to constantly tell them that they are here to achieve something new and 
which will better the prospects of the company.Once this is agreed, the company should identify and segregate short term 
and long term goals for the individuals. It helps them bifurcate and prioritise the work accordingly.

It is your battle – You need to fight it!
The transition phase is the most difficult phase. It needs to be managed and should be managed well! Change is the only 
constant! It brings in opportunities! And opportunities matter! As people we resist change but once we taste small victories; 
then the journey begins on a good note! As the saying ‘It is easier than done!’ Although the proposal looks magnanimous and 
impossible sometime, personally I would break it down into smaller segments and then depend on the team members who 
would help in achieving the target for the company. Being a good team player can bring in a lot of further ideas that can be 
implemented. We should remember that finally it is all about change management. Teams will look up for further guidance, 
support, mentoring and encouragement from your side. Being with the team during this task will take you long way.

Create a culture!
Teams are not built in a day! It will take time to build one! The “Chosen One” is expected to do this job while other changes that 
are simultaneously taking lace elsewhere. What and how you bring about the change matters. Nothing Else..

The author is a Senior Manager- Training at Mindskillz. Deepthi’s experience cuts across Delivery Management, People 
Management, Customer Management, Training Design and Delivery.
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Ramesh is a Gold Medalist Mechanical Engineer from Birla Engineering College after which he pursued his Masters in Industrial 
Engineering and Operations Research from University of California, Berkeley, USA. He has attended Top Management 
Programs at Harvard Business School, USA and ATOS, Japan.

He has worked with Premier Auto Electric Ltd. as Managing Director. He began his career as an Industrial engineer with 
Unilever , He has in the recent past worked as the President and CEO at Cable Corporation of India Ltd., as Chief Operating 
Officer (Vehicles) with Bajaj Tempo Ltd. After retirement he has been active as Chief Consultant with an international executive 
search company, a US software company .He has worked in Standard Batteries where he was responsible for turn around 
and bringing Japanese technology. He was also with Rallis India -engineering division involved in turning around of division He 
started his own venture HRConnectOne Consultants for senior level executive search in 2008. He is the Past President of 
Rotary Club of Bombay East.

Ekakshara: Thank You Mr. Somai for your valuable time and we welcome you to our L&D community.
Ramesh: I hope I do justice to your level of expectations.. Looking forward for your questions and will try and share my 
experience to the best of my knowledge.

Ekakshara: If an organization seeks growth, it is not just a matter of getting bigger by adding more of the same. It also 
needs to grow its capability. But how do you define capability?
Ramesh: Capability is not just capacity, even though capacity has a bearing on it. Capability emerges from a combination of 
Skill and Knowledge (technical or functional ability), Capacity (emotional ability to cope), and Intent (ability to commit - the 
will to do). This is another take on being ready, willing and able’. If any of these three is weak or absent, there will be a lack of 
capability and the battle may be lost.

Ekakshara: How important is talent performance management to Companies and how have you connected it to the 
company’s overarching business goals and success?
Ramesh: Talent management is absolutely critical to the organization for many reasons. The world has changed – outsourcing, 
international mobility, talent shortages in markets, new labor laws, aging workforces, globalization, shifting demographics – 
all serious issues facing our organization and many others. Over the coming years we are going to face some of the greatest 
people management challenges in history. These supply problems, coupled with the rising demand for labor, threaten to 
disrupt operations around the globe so we need to think about new and different 

methods for attracting and retaining the talent we need for our success. Where, how and for whom people work will 
transform company structures and cultures. All of our performance management processes are absolutely aligned with the 
organization’s vision, mission and values. Each year we need to ensure that any changes to the strategy of the business are 
reflected in our business processes and our HR goal for the year.

A Tete-a-Tete with 
Ramesh Somai
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Ekaakshara: Why do you think so many organizations these days are struggling to identify correct sources of talent, 
given there are so many?
Ramesh: I actually don’t believe that organizations are struggling so much to “identify” correct sources of talent. My 
experience is that the issue is more around “connecting” effectively with those sources. The traditional model that worked 
well through the 80s, 90s etc. was to outline what the organization offered and people either related to this or they didn’t. It 
was very much a “this is what we are, if you like it come and work for us.”

In the current climate though, we need our approaches to be much more “personal.”, we’ve done a huge amount of work 
around our employment proposition and the programs and opportunities that we are offering and looking at what the various 
generations may value. We’ve looked at different access routes to talent, especially Early in Career talent and also looked at 
how we talked to these groups via the media and with language that’s relevant to them. Taking this “personal” approach by 
understanding the needs of the different sources of talent and “courting” them accordingly is, I believe, the way ahead.

Ekaakshara: Some experts think very little has changed in HR over the years and expect only minor changes for the 
next decade. Would you agree with these people, and if so, why do you think this is to be true?
Ramesh: I agree that some issues will always be the same. How do we get the very best out of our people? How do we 
provide work and careers that are engaging, interesting and fulfilling? How do we manage performance so as to drive a high 
performance culture? How do we develop HR processes that are fair and equitable? However, I think what is changing is the 
demands that are placed on HR, the role that we now need to play and the skill set that we need to bring to the table.

I also think that we need to be much more of a “change agent” than a few years ago. Every factor affecting our environment 
is changing faster than ever, whether that is being driven by:

• Technology changes: we now have more mobile devices in the world than we do people.

• Political changes: never have we been so subject to impact from political events outside of our own geographic boundaries.

• Sociological changes: different generations, plus an increasingly aging and an increasingly multi ethnic population.

• Economic: managing the impact of recession.

As HR specialists we need to be able to think ahead and plan for the impact of this change and, more than ever, we need 
to be able to support our managers and individuals through these turbulent times.

Ekaakshara: As the companies need to retain the best talent from multiple labor pools if they are to survive the talent 
war. How do you see this?
Ramesh: As the talent workforce becomes more diverse, we need to attract that diverse talent in order to be able to see how 
to position products and services in new markets. So yes, a more diverse workforce creates challenges for organizations 
that have only drawn from a limited number of pools, but the payoff is that your talent will help you better see marketplace 
opportunities in a global, diverse world.

Ekaakshara: What remarks you would like to make at the end of this interview?
Ramesh: I would like to quote Mr. Antoine de Saint-Exupery ad here is what he says “If you want to build a ship don’t drum up 
people to collect wood and assign them tasks and work, but rather teach them to long for the endless immensity of the sea”

Ekaakshara: Thank You Mr. Somai for enlightening us with your thoughts on talent Development and we 
really value it...
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Thousand of HR leaders will assemble in Amsterdam in October this year to participate in HR Tech Europe. This is the annual 
CHRO, HRIS and CIO conference being held on 23-24 October in Amsterdam. HR Tech Europe is Europe’s most important event 
on how software, technology systems and collaborative tools are bringing about surmountable change in the way people and 
organizations work.

This year, HR Tech Europe will feature 10 parallel sessions for their delegates from across the globe. As many as 99 speakers 
(mostly Global or regional leaders from a wide spectrum of organizations) will speak on a wide of topics including HR 
Technology & Future of Work, Learning & Development, HR Shared Services & Outsourcing, Social Enterprise & Enterprise 
Mobility and many more. As practitioners, the speakers are going to focus on the journey to an implementation, the thought 
and metrics behind a strategy and the Story after implementation and value realization.

If you want to register for the Conference, please log on to HR Tech Europe. You would find details about the speakers, agenda 
and the registration process.

CEB-NHRDN POWER BREAKFAST AND NETWORK MEETING
IN BANGALORE

CEB and NHRDN jointly organized a Power Breakfast and Networking Meet on ‘Improving The Odds Of Success For High-
Potential Programs’on the 19th Bangalore. Addressing senior HR professionals at the CEB-NHRDN Power Breakfast Meet, 
Shaurav Sen, Executive Director, SHL Talent Measurement South East Asia, CEB, 

uncovered the truth about HiPo Programs. He facilitated engaging conversations on the topic with some of the leaders of the 
HR community. Shaurav touched upon the following topics

 • How organizations identify the HIPOs

• How organizations engage them in the program 

• How organizations ensure they stay with the organization?

June 2014 at ITC Gardenia Hotel,

EVENTS AND ACHIEVEMENTS
HR LEADERS CONVERGE 
ON AMSTERDAM IN OCTOBER
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EKAAKSHARA DELIGHT : R&R

We have introduced the R&R for the L&D group in July 2014.
The R&R consists of the following:

Monthly Awards

 Top Contributor of the month
 Most Liked/Popular series or article of the month

Annual :

 Top Contributor of the year
 Most Impactful article of the year
 Most Popular/Liked article or series of the year.
 Most Innovative/Appreciative Idea of the year.

All participants are judged by the panel which comprises of the founders and they are scrutinized on various parameters

Such as : maximum no. of likes, Impact to the society, innovation and participant involvement, Whitepapers creation etc.

The winners are announced on the 1st working day of every month and the awards are shipped to them at their desired 
address by the 5th working day of the month.
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SURYA PRAKASH MOHAPATRA WINS KNOWLEDGE 
MANAGEMENT AWARD
Global Knowledge Management Congress conferred the Knowledge Management Leadership Award on Surya Prakash 
Mohapatra, India Head, Knowledge and Capability Management, Hewlett Packard Global Business Services on 27th June 2014 
at Taj Lands End, Mumbai. He was awarded for his outstanding contribution in the field of Knowledge Management. Surya 
occupies strategic position in KM fraternity. As a thinker and doer he has been a role model and a believer in change. The 
Jury and Council of Board members selected him for the award. The aim of the Award is to recognize the Best of Best. The 
Award consisted of a Trophy and a Citation .Knowledge Management is one of the hottest topics today in both the industry 
world and information research world. In our daily life, organizations and individuals deal with huge amount of data and 
information. Data and information is not knowledge until they know how to dig the value out of of it. This is the reason 
knowledge management is so relevant today
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L&D Group’s Activities in Community Page

Movies play an important role in shaping our thoughts, perspectives and  help us learn. The favorite pick in the 
series is Rocket Singh: Salesman of the Year. This series is anchored by Saunak Rajguru.

We know that a lot of learning and development executives are already using movies, video clips, animation etc. in their 
presentation and training modules, but picking the right media to communicate your views effectively is also an art.

Rocket Singh: Salesman of the Year ------------- , is an Indian movie which, although did not do a great job at the box office, 
narrates the story of an average graduate who is sincere and customer focused. While doing his job he does not compromise 
on his ideals and forms his own company- Rocket Sales Corporation. Even a tea seller is a partner in his company because 
it is the “real-skills” not the educational qualifications that matter. Soon his company becomes successful because of his 
determination and customer driven practices. The film quite overtly tackles the “not so clean” sales practices prevalent 
in several organizations. There are several takeaways from this movie- honest problem solving sales practices, real skills 
against mere paper qualifications and last but not the least determination.

Things to learn from the movie :

Lesson: 1 Dream Big yet Be Simple

Harpreet Singh Bedi (Ranbir Kapoor) is a mediocre student with big dreams of making big bucks. So what does a chap who is not 
an engineer or doctor do to make money? Sales! Selling things to people who don’t need those things is an art that fascinates 
Harpreet. He starts his work with whole heartedly.vEach of us has faced some dilemma at some point in our careers, when 
faced with a choice where we can stick to the ethical high ground or take the easy way out. Although honesty and integrity 
does not work for Singh in the short run, in the long-term, his moral fibre allows him to build relationships with his clients, and 
inspire trust in his dealings. Based on these values, he begins his own company by selling computers at a cheaper rate than 
AYS from within the company! This I thought was rather filmy and done for dramatic effect, especially when his own boss 
has a conversation with the CEO of ‘Rocket Singh Corporation’ who happens to be in the other room. Nonetheless, this does 
not detract from the learnings in the movie, as the employees have to agree to a hostile takeover as well as spend some time 
in jail in recompense. Moreover, despite the morally grey ground that he enters, Singh keeps an account of resources such as 
printing and phone calls and attempts to give compensation to AYS. Life is cyclical. So be patience and stick to the principle 
values of life(To be honest, humble, dedicated, sincere etc.) In case of Rocket Singh, his good character gives him way to 360 
degree turning to his upside down world, and made his career right side up.

Lesson 2: Present movement is the right time to act upon.

he started his business with strong thought that I am successful, here in film he executed suddenly during a phone call lead 
to buy computers. As if he has fully established business. Then gradually with words and action he developed his business.
To sum up i would like to quote Warren Buffet’s words. He said that I always knew I was going to be rich. I don’t think I ever 
doubted it for a minute.



Lesson: 3 Everyone is important. Everyone is born with Great Potential.

Every employee has good qualities of Rising in career. Recognizing the skills is an important task. Here he finds the skills of 
Technical person to peon and from immediate boss to telephone operator. So the Receptionist at AYS becomes the Customer 
Relations Executive at Rocket, while the chai-walla becomes a computer assembler. As soon as the chai-walla begins to be 
called Mr. Srivastava, he learns a new state of self-respect and worth. Every person in an organization should be similarly 
respected. Attitudes will make one ‘sky’s the beginning’ type. Even Zero has value if kept it at the right place and at the right 
time. It magically multiplies the value.

Lesson: 4 Make your Crew member Responsible & Valuable

Give it to other which you want to have. The process of empowerment brings out the best in employees. Thus, by making 
other employees equal co-owners in his company, Rocket Singh acquires a loyal, dedicated and hardworking team who work 
day and night to build the company. By making the receptionist, the chai-walla, the corrupt salesman and the lazy computer 
technician his partners as well as the co-owners of Rocket Sales Corporation, he ignited the passion to have worthiness. 
Ultimately resulted in to responsible & dedicated teammates.Developing Co-operative Spirit & Responsibility increases power.

Lesson: 5 When you lose, Don’t loose the lesson.

Rocket Singh’s failure to sell computer, thought him that it is asking people is pre-requisite to become a great salesperson. 
If you are hesitant to break the ice, start conversations and ask for help and guidance and engage people in discussions, you 
then need to cultivate people skills. Great salespeople come one step forward, after saying hello, they confidently say, “Can 
you please help me”? Fear, suspicious behaviour & shyness should be abolished completely to be a great salesman.

Lesson: 6 Risk Management

From the starting of selling of his first computes sales to the success of Rocket sales Corporation, Singh has worked out his 
abilities and going through the details, he also took the risk quiet often. He was also ready to sale of his scooter at one point 
of time. Do not become paralyzed because of risk. Ask yourself this questions and clarify yourself. Check out what are the 
risks involved? What is the worst thing that can happen? If something goes wrong what can be done? Begin with the End in 
Mind & Remember that Spiderman also takes the risk.

Lesson: 7 Mergers & Acquisition aspect

Some of the most relevant learning’s from the movie for businesses today are the reasons why Mergers and Acquisitions 
are often unsuccessful. A hostile takeover of a smaller company on the strength of a ‘cheque’ book by a larger organization 
makes it generally difficult to assimilate into the larger organization. Furthermore, cultural assimilation is the most important 
factor for two organizations to merge. The culture of corruption and bribery at AYS could not merge with Rocket’s culture 
of integrity, hard work and honesty.
A friendly win-win situation needs to be created for all parties.
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• Manjula Deshmukh 

Focus on the High-potential employees is a win-win for the organization and its employees. It builds a culture of meritocracy. 
It is not discrimination. IMHO

• Rasmita Jena 

Focus on high performing employees or trying to retain top talent is always a key concern in good as well as in bad times 
given the importance to these employees to company’s success and maintaining their competitive edge over other firms.
By maintaining focus on these high potential employees has also proved to be critical in difficult times. Because it also 
demotivates and affects the morale of other average perform employees. Because every employee views engagement is 
the commitment and in order to carry with their commitment they should also be motivated, pampered to have feelings 
and belongingness toward the organisation. This often gets reflected when these employees take pride to be a part of the 
organisation on a long term, taking pride to refer their organisation for friends & others.

Instead if employers work towards making their organisation as high performing organisation by implementing an effective 
performance management process, Increase leadership capability at all levels of the company , Create empowerment 
and authority, Communication & Collaboration, Helping with Training & Development. How can all executives move their 
company toward high performance and sustainable growth ? Because in these high-performing organisations which are 
quite extraordinary, and it requires the focused attention of managers to keep these people interested in working at the 
organisation. whether you have the skills to inspire your best employees is the call organisations can always take after they 
are through with average employees. Else it goes as a discriminatory idea of the organisation violating the rights to equality.

• Saunak Rajguru

High-potential employees embody passion and are characterized by a quick movement through various roles in a company, a 
carefully monitored career path and an elite, but usually secretive, status. As the future leaders of their organizations, high-
potentials slide into new positions, receive special coaching and mentoring, and are expected to deliver superior performances. 
focusing on these high potential employees is just a bid to make other employees to be of high potential .....

• Shenode Nair

Ummmnn , whats equality !!! Preference of a manager or preference of doing the right thing. Coz m sure a manager has to 
have preference for the right thing, else his job is in risk. A hipo should never be missed by a manager !!!

• Ravi K Chava

I disagree with this comment as it should be a top priority of top management and HR to identify the consistently outperforming 
High potential employees with “an emphasis on their sync with the company’s Culture, Values and Vision”. Most organizations 
have problems in identifying the critical positions and having a proper succession plan in place due to this, leading to higher 
attrition among the high potential employees causing serious collateral damage towards the organizations better interests.

FRIDAY POLL:

The current issue of Ekaakshara is focusing on HIGH POTENTIAL EMPLOYEES. We dedicated one of our WEEKLY POLLs to this 
topic recently. Below we are publishing an extract of the discussion that took place in that weekly poll section.

FOCUS ON HIGH POTENTIAL EMPLOYEES BY ORGANIZATIONS BRINGS IN A LOT OF DISCRIMINATION?
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• Ravi K Chava

I accept Shenode Nair, the term is misunderstood and not used in a proper strategic sense ... Managers apply different 
methodologies at a micro level, to achieve their targets while also making their own career moves (...), where they choose 
potential candidates who can help achieve the same

• Shenode Nair 

So in order to actually support the HIPO  culture, shouldnt the top leaders create more leaders who can see beyond the 
immediate goals !!! Are the first level managers given that leverage !!
Or are we looking at a culture which is stuck at survival... forget growth n contribution ...

• Ravi K Chava

Organization should focus on evolving a policy and necessary guidelines for taking care of its interests in a comprehensive 
manner, taking a few wise lessons from the managers, depending upon the aspired objectives and vision

• Shraddha Patil

Demand for high potential employees is increasing due to rise in competition. It has become necessary for every organization 
to identify their HIPO’s for organizational succes as if they don’t do this they might lose their talent pool to competition. In the 
process discrimation does happen. But if talent development team identify the criteria and competencies for selection with 
clarity in the process the discrimination can be reduced. Awareness on how can I be a HIPO and why have I not been selected 
as HIPO will reduce the feeling of being discriminated.

• Indroneil Mukerjee

Who is a hi-potential? Aren’t you and me all hi-potential? Waiting for our potentials to surface as job-relevant strengths and
competencies? It’s absolutely unfair to call some members as hi-potential and some others as not. Just because companies 
do not have the know how and understanding of what is true potential, how to uncover them, how to map potentials to roles 
(or even create roles to leverage those potentials) and how to to convert them with requisite learning into strength.

The common practice today is to see performance as a measure of potential, which is not only flawed but fallacious.
IMHO, while it is good to be ambitious about moving towards a potential-centered work environment, people offices in 
companies first need to come with humility to acknowledge how little they know about it and be ready to go back to school 
to learn the same. Let initiators and activators in this group create an interactive space and I will be happy to share my 
experience and insights which may be relevant to companies to build a hi-potential.

Feedback is Champions Breakfast. Readers are requested to share their feedback with us @ editor.ekaakshara@gmail.com / 
editor.ekaakshara@learning-development.com

Along with getting a transparent unbiased high-potential selection process, they should be put through tough leadership 
programs (where failure shall lead to positive results helping the real talent scale up through extra efforts) to maximize their 
ability to develop as future leaders focusing on what they should reach up to, than on where they are today or immediate 
short term goals. This distinction in the grooming process would significantly reduce tension in the workforce.

• Shenode Nair

I soo agree with the insight and thought process The question is ... in practice isnt a hipo a preference of the next level mgr 
? Beyond all the specific systems n policies. I would love to hear some case studies where hipo is really identified using a 
process, specifically in india.



2014 is the 4th Year for HR Tech Europe. By now it is firmly established as the leading HR event in Europe. 
This year the organizers are expecting some +2000 plus  attendees. The 2 day event will be held in 
Amsterdam this year.

As in past years, this time too, the organizers will support and energize the networking discussion with 
topic-specific co-located events along with an unparalleled choice of speakers, a broad range of content, 
and formats from main stage keynotes through to interactive debates and closed roundtable discussion 
groups.

AMSTERDAM CALLING:
HR TECH EUROPE 2014
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The Backbone of HR Tech Europe is Networking & Community!

The organizers are working very hard to put on the best conferencing and hospitality in the world. The quality of the attendees, 
as well as the networking experience in both the expo and networking lounge at the event, are what give HR Tech Europe its 
competitive advantage. This year to enhance your experience they are adding an Innovations Lounge where you can meet the 
young, agile start-ups that will Disrupt HR.

At HR Tech Europe 2014,  you will have access to the best speakers, content, vendors, industry peers and research 
enabling you and your team to go back to the office and take intelligent action!

EXCITING DAYS

SPEAKERS

PRODUCT  DEMOS

INFLUENCED  PEOPLE
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The key note speakers in HR Tech Europe 2014, include:

GARY HAMEL
Professor, Author & Founder,   The Management Lab

YVES MORIEUX
Senior Partner & Managing Director,  The Boston Consulting Group

DAVID McCANDLESS
Author, Designer & Founder,   Information is Beautiful

NAOMI BLOOM
Managing Partner,    Bloom & Wallace

ROBERT HOHMAN
Co-founder & CEO,    Glassdoor

JOSH BERSIN
Principal & Founder,    Bersin by Deloitte

R “RAY” WANG
Principal Analyst & Founder,   Constellation Research

MARK TURRELL
Founder,     Orcasci

Overall there are 99 eminent speakers from different parts of the world who would speak either on the 
main stage or in concurrent sessions. This year, EKAAKSHARA, the premier e-magazine for HR and L&D 
professionals, is the official media partner for HR Tech Europe.

To know how to register for this exciting 2-day event, please log on to

www.amsterdam.hrtecheurope.com today.
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Robin  has  been  working  since  last  three  years  in  this  reputed  company  as  a  senior  management  professional  in  the  
Corporate  Business  Development.  He has surmounted the challenges that come along the job and has been quite successful 
at that. Dedicated and sincere to the core, he goes about his assignment diligently  and  proactively  working  along  with  his 
team.  He motivates  and leads  his team  always  from the  front.  He  has  not  only  established  his  company in the market  
but  also wins  several large  businesses. He is  quite  popular in the  company  and  commands  respect in the industry  for  
his leadership,  success and  professionalism with a  human touch. But  he  feels a  void within and is  not  happy with the ways 
in the company. He is  denied any  special incentive  or promotion. Quite inexplicably, he finds many around him inching ahead 
every year by some means. This not only intrigues him but also demoralizes. Every year he just goes through the annual 
appraisal process rather mechanically. On a large project proposal he differs with the top management and logically objects 
to the strategy followed. Weeks on, he argues for his strategy with support from his team at the ground. Management 
doesn’t buy his logic and he along with his team struggles to manage it with the prospect. He predicts losing the project and 
it comes true subsequently. The management turns around and blames him. There ensued an argument and on a feat of 
rage, the management leadership asks him to quit. Crestfallen, he pleads but to no avail. His sincere hard work goes down 
the drain. Seeing the outcome, the team backtracks though grumbles in private. The management gets a replacement and 
the show goes on.

The  narration  could  easily  find  echo  with  several.  Analysts,  Business  Management  and  HR  Professionals  analyse  
and  debate.  Several  theories  would  be espoused and fault noted. But, the ‘loser’ cringes alone in private corner. He moves 
along and perhaps joins another organization. The fault line stays put. Well, this is just an anecdote from a private corporate 
professional that occurs every day in some place or other with someone or the other. Speakers rattle about theories and 
debate in seminars and through journals. Various management theories are bandied about but history repeats!

The industrial age had led to a control paradigm, entrenching a “leadership by position” mentality. This ensue a lack of 
commitment or emotional connection by the detached workforce, who always viewed the employers as an exploiter and 
hence, lacked trust. 

The Information Age or Knowledge worker Age of the Knowledge Economy has replaced the ‘carrot & stick’ of the Industrial 
Age, ushering in “leadership is a choice”, empowering them in the process. In the, new paradigm, the greatest asset in any 
organization is its people. With their regular contribution at the lower and middle levels could significantly impact with 
greater effect and leverage, bringing in greater change throughout the organization.The maturing world has transformed the 
previously exclusive authority to empower the entire class.

Various skill improving tools today aim at the data analytics and problem solving characteristics among the workers. Driven 
by customer requirement, value additions are encouraged through cost effective innovations. Today, technology is invariably 
interlinked with the business to benefit the end users. Hence, the focus is on the market and the consumers. The technocrats 
need to talk the language of business and be business savvy. The distinction between the techies and the business professionals 
have blurred and the gulf bridged.Several scientific tools and practices have been designed and imparted to the employees 
to enhance their skills, better performance in the job and even help advancing career.

It’s held universally that human  resource is the strength of an organization and they need to be trained, nurtured and kept 
happy to yield the desired  result. HRD  along  with  the  L&D  teams  go  through  imparting  trainings  and  introducing  several  
measures  keeping  pace  with  various  management  theories  and practices. Attrition rate continues north ward. Is it just
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compensation, promotion and incentives that motivate the employees? How much of the human element responsible and 
plays an ignored role in this rising phenomena? This is equally experienced in the highly professional as well as family run 
business houses the world over. The scenario definitely hinges more in the latter. Indian Infrastructure industry is mainly 
managed by family run management and invariably, the scenario remains similar all through.

Stories from the earlier world are replete with stories of a respectable coexistence within organizations. There used to be an 
emotional connection among the workforce,  the  employers  (the Masters)  and  the  organization.  Instances  of  unflinching  
loyalty,  unquestionable  integrity  and  deep  emotional  bonding  –  the incredulous stuff of folklore, were in existence. With 
the onset of Industrial Age, the conflict and social strife raised its ugly head creating an unbridged gap between the workers  
and the industrialists. Deficit  of trust,  accumulated  greed, insatiable  hedonist  consumerism  and  absence  of loyalty  
vitiated the  present knowledge  economy  beyond  repair.  Employee  engagement  drives  are  being  introduced  and  put  
in  practice  but  the  ‘heart’  is  missing  from  the  mechanical exercise.  The  one  dimensional  ‘only  for  benefit’  mind-set  
pervaded the  atmosphere  making  each  person indifferent  and  detached.  The  gulf  of trust  stands enlarged and thus, 
beyond repair.

The  situation  has  drifted  to  the  extreme.  There  also  have  been  disturbing  reports  of  exiting  employees  denied  
of  their  legitimate  dues  illegally  by  some companies. Muted stories of disgruntled employees joining hands to drag the 
management into the court of law make for hushed office corner gossip. There have been several such inglorious instances of 
exploitation that have gone unreported. Absence of social protection and lingering legal processes have deterred employees 
in pursuing the matter but that have only embolden the unscrupulous elements at the cost of innocent lives.

Well, these are some of the fall outs of organizational manipulation and labour exploitation but the other side of the coin also 
paints another story of a restless and  disloyal  employees.  Millions  of  hard-earned  dollars/rupees  are  being  spent  for  
long  towards  the  development  and  enhancing  of  employees’  skill  sets through  various trainings  and workshops,  at the 
time  of induction  and  during the tenure. Quitting  for  greener  pastures  and  ‘better  opportunities’ leaves the management 
in doldrums and rending the efforts futile. The RoI draws negative and growing competition with pressure on costing/pricing 
makes it stressful and at times unviable for the project. Job hopping has become the norm these days in the private sector.
This edition of Ekaakshara carries the theme of Employee Management and  retaining of the performers. Learned and highly 
experienced professionals have authored their articles and are very insightful. Most of them have painstakingly elaborated 
on various management theories and professional practices. Several have  substantiated  its  efficacy  with  anecdotes  laced  
with  irrefutable  statistics. Will  such  management  theories  and  professional  practices  yield  the  desired results  and  
arrest the  disturbingly  growing  attrition  rate in  business  organizations?  Is there  a  human  element that  needs to  be  
brought  under the lens  for  a psycho-analytical study of human behaviour in the contemporary social context that could 
shed light better and could perhaps unveil the story that lies buried under? Do we have diagnostic questions that explore 
how the employees really feel? Does it create shared expectations through stakeholder analysis? Does it encourage a self-
assessment support system or puts the words in the mouth to go along the expected lines? Does it balance between the 
employee’s needs with the demands of the organization? Do we deal with just the ‘content’ issues or ‘above the surface’ in 
the iceberg metaphor or ‘process’ related issues (below the surface) to deal with human reactions, politics, resistance, fear 
etc.? Is the communication from the top always without allowing or with just tokenism through the HR muffle voices of 
dissent and discouraging questioning? Is there an inclusive growth strategy in place or just the crème-de-la-crème affair all 
the way? Several such questions go begging. Employees are either overly pampered during hey days and when the chips are 
down; they are the first to get the boot. An organization is the sum of its employees but the organization (read as Promoters) 
prevails over always. Long live the King. The King is dead!

The Bangalore based author is a senior management Business Development, Strategy& Corporate Communication 
professional. Besides the co-founder of the L&D group & editor of Ekaakshara, he’s the editor of Chanakya –the national 
journal of PRCI where he’s the national Director and is a popular management speaker. He could be reached on: 
pkpani@yahoo.com besides on LinkedIn, Facebook & Twitter and certain blogs.
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