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Introduction

work has been swiftly taking shape in the last few decades. Big Data, Cloud Computing,

Artificial Intelligence, the Internet of Things, and Social Media have irreversibly altered
the workplace, rendering traditional fundamental job skills outdated and resulting in a massive
talent gap.

B ecause of the technological transformation we have been experiencing, a new world of

To add to the chaos that businesses were already facing,
the pandemic has compelled organizations to undergo a
dramatic transformation. The future of work has arrived.
It is high time to reflect and debate on the possibilities the
future will bring about!

There are majorly four trends that will affect While traversing the path to the future of
the workplace of the future - work, there will be challenges to leadership
development such as flexibility can come at
e The landscape is evolving as organizations the cost of productivity, facing resistance
adopt intelligent automation for advanced to change in established processes, lack

work, with intelligent machines’ tasks of appropriate authority for the leaders,
growing from administrative to including bureaucracy in systems, vulnerability to tech
more cross-enterprise and expert work. infrastructure, and so on.

However, in the light of the recent global

e Every decision has an unimaginable phenomena, we have observed a major
consequence in the new era of shift in the ways and approaches of leaders.
globalization. The increased dependency While dealing with their people, they have

upon other organizations across the worldis commonly observed to have shifted from

leading to a complex hyper-interconnected  caring to empathizing, tolerating to embracing

business world. ambiguity, networking to building rapport, and
from engaging to inspiring their team.

 Asfive different generations now coexist As you turn to the next pages of Snapshots,
in the workforce, organizations should you would be able to catch a glimpse of how
work towards reducing friction and conflict  leadership will be reinvented basis aspects of
among them to produce efficient business mindset and capabilities for the times ahead.
results.

* Asfreelancers, contractors, gig, and “Personal and orgqnizqtionql
crowd workers make their way into the effectivenessis pl‘OpOI‘tiOl‘lCIl

mainstream workforce, organizations need .
to put conscious efforts into leveraging this tothe strength of Ieadershlp.

new segment of talent. - John C. Maxwell”
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Future of Work

Alternative
Workforce

SR

Generational Mix

Globalization Automation

“The way we work, manage and lead is evolving!”

The increasing digital connectivity and global nature of businesses are disrupting the traditional
work constructs everywhere. It becomes imperative to take into consideration the top trends
affecting the future of work and carve out a path to sustainable success.

Organizational Culture —  Leadership Capabilities —  Cost Pressure

have become the major barriers; yet ensuring that your leaders are given the right guidance will
keep the growth wheel running.

There are essentially 4 ways to ensure tomorrow’s leaders are on the top of their games, i.e.
changing mindset, building capabilities, accelerating learning and empowering people.

Leadership

Living with Paradoxes

O'I Tech Savvy 02 Traditioned 03 Humble

Humanist Innovator Hero

Strategic High Integrity Globally-minded
04 Executor 05 Politician 06 Localist
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¥ Changing Mindset

A. Build adaptive B. Curate internal C.Introduce learning  D. Establish

mindset as a programs to environments that recognition programs
selection criterion strategically develop  create safe havens to reinforce a culture
into recruitment adaptability as a to experiment and of appreciation among
processes. baseline strength. succeed. people.

“The adaptive mindset is a perspective, a way of thinking and
acting that enables individuals and organizations to traverse uncertainty.”

Building Capabilities

A.Trainyour leaders B.Regulate your C.Be honest with your D.Frame change as
to develop resilient policies to be employees about the an opportunity rather
behaviors. responsive to business. than an obstacle.

employee needs.

“The goal of nurturing new-age capabilities is
to ingrain resilience into the social infrastructure of the organization.”

= Accelerating Learning

A. Select the best B. Use blended mode C.Encourage the D. Incorporate
possible learning toimpart aconnected use of self-driven learner and facilitator
method in the learning experience.  learning journeys. feedback in program
context of participant design.

demographics.

“Agile learning needs to be embedded in the cultural DNA of the organization.”

+

Empowering People

H
A. Provide your people B.Encourage health- C. Advocate for D. Give your people
with the positive behaviors implementation of DElI freedom and resources
right knowledge to promote overall initiatives to embrace to pursue a career of
and authority wellness in the inclusivity. choice with a shared
to ensure true organization. purpose.
empowerment.

“The true measure of organizational success is the number of people transformed by
its leaders.”



Changing
Mindset .

Traditionally, a lot of importance has been given to a Growth Mindset.

It enables people to pivot their thinking in times of change, perceive
challenges as opportunities, and recover quickly from setbacks. One of
the subsets of the growth mindset is the Adaptive Mindset, which is
considered essential for effectively navigating the future workplace and
considered key to organizational competitive advantage.

2022 © Think Talent Services C
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e B . R
reasing focus on ‘Innovation’ as a corporate agenda,
 R&D divisions has increased manifold over the recent

gs about a new perspective to R&D leadership. Instead

2 up a cross-functional R&D team to drive new projects, M

are rather putting conscious efforts into developing their
mindset and capabilities.

2022 © Think Talent Services Confidential
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From the Think Talent Vault

Developing Perspective Building for R&D Leaders

One of our clients, a leading multinational company, launched an initiative to drive
‘Leading-edge Innovation’ as the global business agenda. They expected their R&D
champions to collaborate and come up with products with high market differentiation
value. However, the team was in thick alignment to their respective vertices and in general,
lacked the cohesion and mindset to progress towards the common goal.

To drive theinitiative, the client leadership team sought our help in building a new
approach to level up their R&D strategy and its champions. The objective was clear, i.e., to
build an innovation ecosystem with a culture of agility via alliances between world-class
talent. We designed a program that successfully articulated the business expectations,
made them aware of their abilities to deliver, and reinforced their awareness with in-
depth coaching sessions. The group embraced change and understood the importance
of being nimble. Post completion, many of the participants were focused to get more
involved in strategic conversations and have a say in the commercial agenda.

“Mindsets run on a Continuum, from
Status Quo to Adaptive.”

< I ——" >
< T —— >
< I ——" >
< I ——U >
< T ———rrry >
< I ————r >

Protection —MM ————————— Opportunity
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4 A’s of Adaptive Mindset

e A
nticipation

Anticipation of futuristic trends, needs and opportunities

® Articulation

Articulation of these needs to develop collective understanding
and support for action

® Accountability

Accountability includes transparency in decision-making
processes and openness to feedback

® Ao
daptation

Adaptation to ensure continuous learning and adjustment of
responses




Building
Capab

ent economy, which
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From the Think Talent Vault

Building Blended Development Initiative for Senior Leaders

A leading global energy player, aimed to create a premier leadership development program
for its senior managers to make them ‘Future Ready’. As the global operating environment
changed, the corporate mission defined a new charter for leadership. It included a
significant thrust on developing capabilities like inclusive value creation, internal and
external collaboration, thinking digital, and innovation.

We partnered with them to develop a 6 month-long learning initiative for their senior
leaders. It was designed to create an appreciation for futuristic capabilities at the
business as well as self-management levels. We considered aspects of how a transition
between face-to-face, highly interactive, and virtual self-paced learning could be done. The
participant development planning was based on psychometric tools, role plays, and other
specially designed instruments and methodologies in the context of the group. The seamless
flow created a very strong and well-rounded experience for the participants. We have
covered approximately 300 people in batches of 30 over the years. Presently the program is
a part of the overall leadership development portfolio.

— Innate

* These are the ones that we
are born with and are part of
our humanness. They can be
amplified through experiences
and exposure.

« Examples can be Empathy,
Curiosity, Resilience, etc.

500@ — Developed
- . These are the ones that must
e be established and refined
Capabilities over time with experience and
practice.

« Examples can be Critical
thinking, Social intelligence,
Teaming, etc.
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Prior
Knowledge
(Antecedent)

The Leader’s Crisis Behaviour

Leader’s Traits and Abilities

Pre Crisis During Crisis Post Crisis

P ©) (>4<)

Anticipation Coping Adaptation
(eg. scenario (eg. staying (eg.learning
planning) optimistic) from experiences)

Leader’s
Resilience

(Outcome)

Work-related and Private

Environmental Factors
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Acceler

J

g o

atin
Learning

Faced with the pervasive amount of unfinished learning caused by the
pandemic, we've been hearing a lot about the benefits of accelerated
learning. Companies are pivoting to bring about major shifts that will have
profound, long-term implications for the way we think about learning, both
as learners and as practitioners. Getting it right will launch them into the
world of digital-age learning.

2022 © Think Talent Services Confidential
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Presently many organizations are opting to audit and optimize internal
development processes. One area that has huge potential to improve, is
formally training your new managers to ensure a seamless transition from
an individual contributor to a team leader.

2022 © Think Talent Services Confidential
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From the Think Talent Vault

Revamping Learning Program for First-time Managers

One of our leading clients, who is a global IT major, has been running an internal program
for First-time Managers. This was a classroom-based program and was covering 1/10th of
the actual cohort of employees who were being promoted to managerial positions globally.
This gap of low reach prompted discussions around how to scale up the program globally
with a low turnaround time, tight logistics, and budgetary constraints. We went on to have
extensive consultations to understand their organizational challenges as well as how they
did not want to miss out on the human touch-point factor while accelerating the learning
process.

We designed a comprehensive and innovative intervention, in which cohorts of
participants would undergo a shared learning journey. We believed that successful virtual
learning programs focus on learner-centric design and leverage technology to craft
seamless experiences with a fair degree of personalization for each participant. The client
team has covered and certified 4500+ employees in 40+ countries with a completion
ratio of more than 80% over the calendar years through the Program.

e Videos/ Articles/

. Codes / Tools
Micro * 5minutes or less

o ¢ Indexed and searchable
Learni ng @ o Content rated for quality
and utility

@ YOU NEED TO BE HERE

e Courses/Classes/

Macro Programs / MOOCs

o @ ¢ Hours and Days
Learnlng e Coaching and support
e needed

¢ People to talk with
and learn from
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Learning Construct for Leaders

e Stakeholder e Self-awareness e Changing External
Expectations Context

e Porous Boundaries e Upskilling e Larger Purpose
e Aspirations o Agility e Evolving Leadership
Behaviours

2022 © Think Talent Services Confidential
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From the Think Talent Vault

Meeting the rising demand for Development for All

A major banking organization was facing challenges in implementing employee
development plans across their 70,000 employees due to a geographically spread
workforce and traditional talent management processes. For some of their business
segments, no investment in terms of employee development was made in recent years.
The solution hence required a more comprehensive, lucid, and innovative approach. The
development plan consisted of a phased-out 4-month learning journey which included
assessments across levels through multiple tools, feedback by seasoned assessors

from the industry, followed by a comprehensive IDP (Individual Development Plan).
Participants had access to the learning journeys.

To manage scale, the assessments were conducted in multiple cohorts to ease the flow of
communication. Everything was delivered through our single integrated platform NEXT™.
The first batch of over 15,000 employees was covered as part of the intervention in the
first 4 months. The design of the+platform and the integration of 5 different elements
helped—Content, Platform, Communication Methods, Program Management, and
Constant Oversight from key players.

A flexible plan that supports employee
development and upskilling in a much
broader sense as a natural extension to
their prior work

Spiral Staircase People are motivated by variety, creativity,
growth, and independence

Helps in making organizations VUCA-ready

A formal plan that has a specific set of steps
to progress to senior positions in the same
domain

Career Ladder People are motivated by power,
achievement, and security

Helps organizations in ensuring short-
term success in relatively stable business
scenarios
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We require a digital approach to learning
without compromising the participants’
connected learning experience.

There is ademand at present to establish
clear ownership and accountability of
learning programs as an organizational best
practice.

The classic mission of learning as a function
is to ensure a future-ready and robust
talent pipeline in the organization.

Companies have to develop leaders who
aren’t afraid to take the bull by the hornin
acrisis. They would rather help overcome

fears and give people a shared purpose!

Role of Leaders
in inculcating an
Organizational
Learning Mindset

Understanding
Expectations of
Business Leaders
from Learning as
a Function

Leaders have to gain trust, show empathy
and provide psychological safety for their
people.

Empowering learners is not enough.
Leaders need to ponder how to recognize
and reward learning as a way of life!

Leaders who are more receptive to change
and more amenable to learning bring in

a sense of curiosity and humility much
more than other leaders.

Leaders should not just incorporate
learning into an organization’s cultural
ethos, but they must also demonstrate the
values themselves.

2022 © Think Talent Services Confidential



Leaders have traditionally been siloed in
their workspaces and lacked the focus to
prioritize learning. It’s high time for them

to be curious instead of complacent!

Given the quick pace at which the
learning space is evolving, leaders have to
unlearn and let go of their previous set of

knowledge and beliefs.

We cannot do away with the basics,
yet new ways of working require us to
learn new-age competencies such as
digital dexterity, pragmatic orientation,
emotional resilience, etc.

Tomorrow’s leaders must focus on
evolving as individuals and gaining
crucible experience.

Letting
go of Traditional
Practices

«

-)
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Unlearning-
Relearning as
a Challenge for
Leaders

The ultimate level of genius is simplicity!
We need to stop the paralysis of learning
processes by making them comprehensible
only to HR!

The tactical masterstroke is to move closer
to the individual and make the programs
learner-centric rather than method-
centric!

Working through the major global shifts,
i.e., from profit to purpose, hierarchies to
networks, and control to empowerment,

has become crucial in the race to survive.

To pave the way for organizations to
thrive, traditionalist leadership has to
evolve into adaptive leadership.
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It is a catch-22 situation. Knowing
communication is the key, we must
leverage the power of stories to engage
the learners.

Creating frameworks in terms of
champions, collaborators and
conversations to catalyze and reinforce
continuous learning has become a
necessity.

To broaden the line of sight, the impetus
has to come from the top. Involving
leadership in the organizational learning
journey is important!

Businesses need to prepare a leadership
development architecture inclusive of
conversations, mentoring and feedback

with a long-term view of the learning
journey.

Guiding Solid
Citizens towards
Continuous
Learning

Building
Long-term

&= Orientation in

an era of Instant
Gratification

Learning has to be fun! If we want to
engage our learners on continuous basis,
we must first pique their interest and
curiosity!

People are consuming content like never
before. Opening doors to a content
library will work wonders instead of just
spoonfeeding!

It’s high time to make the move from
just an episodic learning approach to a
journey-based learning approach!

Pushing the people to learn has rarely
worked in the past. We better be equipped
to routinely nudge our learners to
accomplish the pull strategy.

2022 © Think Talent Services Confidential
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Managers are conditioned to seek
approval and validation from the top at
every juncture. It’s essential to empower
them with the necessary authority.

Givgn that pepplg connect and Developl ng
resonate with organisations through a e SI.I p po rt SyStem

friend/ family proxy, we must examine

and protect the corresponding social fO r Lea d ers

structure.

Bringing leaders to life is the way
forward. Leaders have to be equipped to
understand triggers and deal with issues

sensitively.

Leaders too burn out and break down.
They first need to maintain their sanity
and take care of themselves.

We should create an environment that
supports multiple modes of personalized
learning with due consideration of
aspiration, affordability, accessibility, and
availability.

P ra Ctica I As pQCts A one-size-fits-all strategy is no longer

relevant! We should learn from the

of Contemporary mj semogspiicdaatoastomiztns
Learning

in hand. We ought to do away with the
polarized view of the same.

Social collaboration is rapidly becoming
the norm. It is advisable to bring on board
the concept of virtual communities of
practice.
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Exploring the
aspects of Hybrid Work —

As we speak to leaders
about hybrid working,
there are three buckets
of issues to reflect on -

e It’s here to stay in some form, for all
employers and employees, depending on the
nature of business and roles. What it means
on the ground for an organization and
individual employees is widely varied. There
is no one definition. Each organization will
apply a different set of policies.

e There will be clearer segmentation of
employees (to which hybrid work rules
apply) based on individual talent and link

28

to value creation possible by specific roles.
The power equation between employer
and employee will be closely linked to
enforcing hybrid work guidelines.

e Employees are likely to make choices

of who to work with and where to put
discretionary effort less concerned around
work and careers, and more defined by
personal and life goals.

— Bimal Rath
Managing Director & Founder
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Creating a
Learning Culture —

The need to continuously upskill and reskill
is all-pervasive and cannot be the focus of
a single function anymore. Also, today’s
employees are spending about 3 hours on
average a week on their learning hence
they are eager to learn. The challenge is to
create an environment where learning is
spontaneous, self-managed, and focused.

Organizations need to focus on three things -

e Content - The world has been reduced

to a three-minute attention span. This

reality must be reflected in the content,
design, medium, and methodology. So, when
developing content, the key question to ask is
whether it is - flexible, digital, practical, and in
the flow of work.

e Capability Building - To have a ready
bench of people with futuristic capabilities, it
will be necessary to look beyond traditional
career paths and create a career maze.

The desire to have a sense of purpose or to
enjoy one’s work will only grow stronger, so
why not allow for experimentation within the
organization.

o Culture Building - Leaders must seize every
opportunity to inculcate the right perspective
and orientation in their people. Leverage
social learning and actively use mentoring,
action learning, brainstorming, and leading by
example as learning tools.

The right mix will

result in a culture of
continuous learning and
organizational resilience.

— Dolon Mitra
VP Customer Solutions



Leaders learn
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better with Coaching —

The keys to the success of leadership in the
future are learnability, agility, focus, and
scalability - learnability being the most
crucial quality and foundation of the other
three. Leaders need to learn newer ways of
running their businesses and establish clear
choices and strategies thereafter. Agility,
focus, and scalability will follow.

One of the options for learning new ways of
leading is being coached by a professional
coach. Coaching has been a very powerful
and common approach adopted by top
leaders across the world. Leadership is a
lonely journey within an organization.

Hence, many leaders find it easier to discuss
issues with a professional coach from
outside their organization who is reliable,
trustworthy, and wise. It always helps to have
a sounding board.

Coaches provoke thoughts and bring in that
outside perspective. They encourage

the clients to take a hard look at the
realities on hand. They lead the clients to
explore newer options.

They help put together an execution plan.
They enable a leader to achieve better
results and success.

In short, coaches help
clients move up the
ladder by learning - well
and fast.

— Saurav Mohanty
Business Head - Leaderbuild



31

About The Company e

Established in 2010, we at Think Talent Services  Some of the fundamental themes around
have guided over 250 organizations across which our work has evolved over a period of
several industries by focusing on four key time include:

offerings, i.e., Talent Assessments, Executive

Coaching, Career Management, and Capability o Byilding mindsets for the new world of work
Development.

o Accelerating learning in the modern

We are today a team of 50+ members along workplace

with more than 50+ delivery partners and 50+

coaches to help us seamlessly deliver to our « Developing capabilities to lead

clients. multi-generational and hybrid workforces
Our offerings allow extremely personalized « Empowering employees to take charge of
experiences for employees while enabling their careers

scaling of interventions, for rapid and consistent
deployment. Deep customization and content

expertise allow us for highly contextual Through our experiences and
offerings. insights, often provided through
We partner with several global players bringing !nt?r.aCtlon with a .range of
their IP and methodologies to our work and individuals from different walks of
developing our intellectual property through life, we have tried to better

hf lent.
research focused on talent understand the world of talent and

leadership.

What We Do @

Assessment solutions to help
select & promote the right
candidate

Talent Assessments

Coaching engagements to help

Executive Coaching leaders at all levels become
more effective in their current &
futureroles
Hyper personalization of the

Career career management process
Management by supporting employees with
modern and integrated solution
Capability Development programs to

build leadership capabilities at

Development different levels
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Connecting the Dots (1) - Learning in the New Normal
Speakers: Arti Sharma, VP HR - Schneider Electric R&D, Sandip Mishra, CHRO-Prodapt Solutions
https://thinktalent.co/connecting-the-dots-event-1-learning-in-the-new-normal/

e Connecting the Dots (2) - Learning for Leaders
Speakers: Mussarat Hussain, Head, Leadership & HR Transformation - Maruti Suzuki India and Vivek Marla,
Executive/Business Coach
https://thinktalent.co/connecting-the-dots-event-2-learning-for-leaders/

e Connecting the Dots (3) - Integrating Assessment and Learning
Speakers: Sabih Kidwai, Director HR, TM & Learning - Schneider Electric and Barttanu Das, Head HR - L&T
Constructions
https://thinktalent.co/connecting-the-dots-event-3-integrating-assessment-and-learning/

®  Connecting the Dots (4) - Making Organisations More Human
Speakers: Ajay Chowdhury, President & CHRO - SRF Limited and Himal Tewari, CHRO - Tata Power
https://thinktalent.co/connecting-the-dots-event-4-making-organisations-more-human/

® Connecting the Dots (5) - Creating a Self-Driven Culture of Continuous Upskilling & Learning
Speakers: Sarika Pradhan, GM & HR Head, POSH Chairperson - Wipro Limited and Mahafrid Billimoria, General
Manager & Head - TAS, Tata Group HR
https://thinktalent.co/connecting-the-dots-event-5-creating-a-self-driven-culture-of-continuous-upskilling-
learning/
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® 6 Leadership Paradoxes for the Post-Pandemic Era
https://hbr.org/2021/04/6-leadership-paradoxes-for-the-post-pandemic-era

e 5 Principles to Guide Adaptive Leadership
https://hbr.org/2020/09/5-principles-to-guide-adaptive-leadership

e Leaders’ Resilience: What Leaders Can Learn from the COVID-19 Crisis
https://link.springer.com/chapter/10.1007/978-3-030-84867-5_2

®  Well-being at the heart of the employee experience for the social enterprise
https://www2.deloitte.com/content/dam/Deloitte/xe/Documents/consulting/HC-wellbeing.pdf

®  Future proof: Solving the ‘adaptability paradox’ for the long term
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/future-
proof-solving-the-adaptability-paradox-for-the-long-term

e  The Portrait of a Future Leader

https://www.wired.com/2015/06/the-portrait-of-a-future-leader/#.yea2hmqtw
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