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As a British business leader, I welcome ‘A New Talent Agenda for the UK’.

The quality of our people is what differentiates Accenture as a global business, and
this increasingly applies to all businesses, not just professional services companies.

The importance of this report for businesses in and from the UK is that it reminds us
that focusing on the talents of people applies just as much to nations as it does to
companies. It also makes clear that what we mean by ‘the quality of our people’ is
changing and is now shaped by an increasingly multi-polar world.

We have approximately 10,000 people working for Accenture in the UK. Globally,
we have more than 176,000 people based in 52 countries where we recruit
people locally.

Today’s reality is being formed by emerging market multinationals – companies
from India, China and elsewhere. All too many western companies, and not just
those in the UK, behave as if business will continue as always. The truth is, however,
that globalisation has become a multidirectional and interdependent contest for
consumers, resources, capital, talent and innovation, with the centre of power often
moving to emerging markets.

This report calls for developing ‘a talent for being global.’ For Accenture, this
means developing people with a rich combination of skills and abilities who work
confidently in a global, interconnected world. They are excellent communicators,
understand different cultures, are adaptable and flexible and thrive in the face of
global complexity. More, they are skilled at traditional problem solving and have
excellent industry and technology skills and experience.

At Accenture, we have long recognised the need for such people, and we continually
refresh our global Human Capital Strategy, which helps us identify the kind of talent
and leadership we will need and where we will need it in the coming years to drive
our future growth. It also helps us understand the culture and behaviour changes
we need to make in the increasingly global world.

For the UK we simply must see the opportunity this presents. Many jobs are
becoming more interesting, dynamic, challenging and complex. At the same time,
we can find ways to perform more repeatable roles in different ways – in service
centres, through outsourcing, etc. All too often we hear analyses like this and focus
on the criticism and why we cannot adapt. What matters is that we recognise what
is going to be really great about us and for us in the future. We must recognise our
strengths and use them to prepare for a great future. This report makes an important
and essential contribution to setting out how we can rise to this challenge.

David Thomlinson
UK Managing Director, Accenture

Foreword
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Introduction

New global dynamics have shifted the ground beneath our feet in the UK. We
stand in a different landscape from even ten years ago. New technologies, a
hugely increased global workforce – and the rising skills and aspirations of the
major countries driving the new global economy mean that, in the UK, we have
to be continually driving up the value chain.

Many of our old industries are gone. Those which are thriving today are adapting
fast to build skills and deliver high value products and services to a global market
place. We know that the jobs of the future in the UK will be in talent-based,
knowledge-intensive industries.

So talent is the one natural resource we have in this country, with which
we can re-invent our businesses and industries to succeed in the new
global economy.

In championing the ‘talent agenda’ for the UK, as Chair of the Talent & Enterprise
Taskforce, I have been determined not to put yet another major item on the agenda;
a new initiative which demands attention. Rather we have set out to illuminate
the global context in which we are now operating, so we can see more clearly
what is being done to develop talent and skills against this new backdrop –
that in turn, underlines its significance and increases recognition of the urgency and
scale with which it must be done.

Take a single, individual example: a mid-sized engineering company in the Midlands
may be planning to take on an apprentice – because they have always found it a
practical way to train up local youngsters to become valuable employees. They have
good links with the local college and recognise that not all capable and promising
young people are best suited to university, so they are happy to give someone
a chance to prove themselves and they have always believed in the traditional
apprentice model. Fantastic, for that young person and for the business.

Add to that, the context of the national drive to double apprenticeships over the
next ten years to help raise the skills base across the country; the danger to our
young people of the gap between the classroom and the world of work – especially
for those who do not go to university; the knowledge that science and engineering
disciplines will be in the vanguard of creating new jobs and new industries in the
UK – with upwards of two hundred thousand new engineering jobs likely to emerge
over the next five years for people with the skills to fill them; and the recognition
that the competitive imperative for the UK in the new global economy is innovation.

All those factors combine to give that appointment of a young apprentice additional
meaning. That single individual action becomes a contribution to the whole;
valuable in itself, vital in the bigger picture. Individual success is business
success, which is also national success.

Last year, the initial report on ‘Tomorrow’s Global Talent: how will leading global
companies create value through people?’ set out how tomorrow’s company will be
operating in an era in which value creation depends on environmental and social
issues in conjunction with economic ones. It is in that ‘triple context’ that we are
experiencing the globalisation of value – and along with it the globalisation of talent.

Anand Mahindra’s inspiring contribution to this report conveys how individuals and
individual business leaders in the BRIC economies feel exhilarated by the sense of
stepping out onto a global stage. In building their companies, they are proud to be
building their country’s future – and what they are building is new.
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For us it is different. In the UK, we have had a global outlook for centuries, but
one defined by an Empire paradigm. Shedding a legacy and constructing a wholly
different worldview is not easy. While acknowledging how much has changed, we
do still need to eradicate the last vestiges of operating models that are no longer
relevant, because they will only hamper us.

Every bit as much as the ‘new’ countries of the global economy, in the UK we
have the imperative – and the opportunity – to build our future. It is clear that we
have to reinvent for success in the new global arena. Companies do and the nation
does. That gives us a shared purpose.

Making the most of our talent and skill is not a new agenda item; it is already on
the agenda – but we do need to ask ourselves how to do it more, better and faster.
Today’s competitive challenges require us to become very good at tapping into the
talent we have, the full range and potential of it – what ‘Tomorrow’s Global Talent’
terms ‘the abundance’ of it; building the skills that are needed and encouraging the
creativity that is possible. It is a time to invent new rules and new ways of
operating, as well as new products and services.

That is why I wanted to work with Tomorrow’s Company on this report, which picks
up where Tomorrow’s Global Talent leaves off, to explore the implications of these
worldwide trends for how we manage talent in workforces and businesses based
in the UK.

Lucy Parker
Chair of the Talent & Enterprise Task Force
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Global UK: 
common purpose, diverse talents

I am proud to be British – I think ours is a great and wonderful nation. But when I
think about our future and the prospects for my children and their children, I start
to get worried.

What drives this concern is that we do not ‘get’ talent. We have it in abundance,
and we celebrate it all the time. We have the ‘X-factor’ on Saturday nights, but we
do not live it 24/7, 365 days a year. Other nations do, especially those growing most
rapidly and who will shape our world, and therefore our part in it. So yes, that makes
me pretty worried.

Would a UK business – or indeed any other – leader say the following, and would
they be believed? “We are incredibly lucky to be working at a time when we can all
see the link between our work and a larger national purpose. It is a very rare CEO
or manager who expresses his or her aspirations in terms of increasing profits or
bottom line. Instead they will talk about building our nation’s skills, or taking our
country forward or revolutionising telecommunications here. It’s not so much profits
that drive us as purpose.”

The Indian business leader Anand Mahindra said it recently, and he clearly spoke
for his audience of Indian business leaders. I talked with students from rural India
– for whom learning is a pathway from poverty to inclusion, income and global
citizenship, and they said much the same. As did shop floor workers at Tata Motors,
from whom the sense of pride and engagement is powerful.

And when I look around our own Tomorrow’s Company office, and talk with our
brilliant interns, who come from all over the world, I get much the same message;
as, to be fair, I do also hear from interns born here, but, truth to tell, I think they are
the exception, not the UK norm.

Why this matters so profoundly is the subject of this report. National and personal
success depends on our ability to create things – or offer services – of value. What
value is and how it is being created is changing radically. What we mean by the
talent that we need to create this value should also therefore be changing. Other
countries – their people and their businesses – ‘get’ this. We do not. And that is
very, very worrying.

We can offer some reasons as to why this is the case, but what matters more is
confronting this reality, and changing our ‘mindset’ – because as systems theorists
argue, things only really change when hearts and minds are won: when we have a
new sense of purpose.1 Otherwise new practices however well funded will be much
more likely to fail.

Value is being co-created in a billion ways, every moment of every day, in a myriad
of decisions and judgments being reached by people all the time, all across the
world. What a wonderful world we are living in! But our mindset – what we describe
as ‘fortress UK’ – holds us back and shuts us out from this present and the future to
which it will give birth.

4 Tomorrow’s Global Talent  Global UK: common purpose, diverse talents



This is a critical time, one of different futures. We have so many capabilities, such
talents to engage and inspire. Being a successful part of this future is going to be
tough: we will have to collaborate to be able to compete, just one of the apparent
contradictions they and we have to embrace.

We need:

• to come to terms with the harsh but exciting reality that countries like India and
China are not succeeding just by concentrating on low value work, competing
through slave labour on a pittance

• to recognise that those countries are getting way ahead in creating the new
energy and other businesses that will dominate prosperity and security in the
twenty-first century

• to get over ourselves, and our inability to see our place in the world other than
through the legacy of Empire

• to be able to talk about these issues in a way that does not default to the
spectre of immigration equated with a loss of national identity: and yes, we
need to make it a lot easier for people from other countries that businesses
want to move to and from the UK

• to achieve a once in a generation shift, rooted in experience, so that a critical
mass of young Britons get it, and want to be part of this new future.

So when Lucy Parker and the Talent & Enterprise Taskforce asked us to produce a
report saying what Tomorrow’s Global Talent means for the UK, we were delighted.
We have talked with business leaders and many others – mainly but not all British or
working here – with one foot in the UK as it is, and another in the global future we
need to be part of.

I hope this report makes others aware of the new talent management practices we
will need to establish much more widely to succeed. Even more I hope it contributes
to the new mindset, and above all, in some small way, to building a new sense of
national purpose.

That the UK becomes a centre of excellence in creating value, seizing the
opportunities from integrating economic, social and environmental drivers:
demonstrating, contributing and, yes, profiting from helping to create a
sustainable future for 9 billion people living on our one shared planet.

So that as we enter the Age of Sustainability the UK will not only survive but
prosper by harnessing the full range of our talents – and can play its fullest
possible part in leading the creation of that future for future generations.

One that I and my children, and their children, and their friends and colleagues, can
all be proud of as global citizens.

Tony Manwaring
CEO, Tomorrow’s Company
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Executive Summary

All that is valuable in human society depends upon the opportunity for
development accorded the individual. Albert Einstein

Companies are now operating in a new era and new business environment which is
radically changing how value is created.

It is an environment where sustainable business success depends upon seizing the
opportunities arising from linking environmental and social drivers as well economic
imperatives – what we call the ‘triple context’.

And the triple context applies to nations just as much as it does to companies.
A country’s ability to create favourable conditions – economic, social and
environmental – for businesses and society will be a determining factor in
its future ability to inspire, grow, attract and retain the talent it needs.

Value creation is no longer just about competing but is now increasingly about
competing through collaboration and co-creation.

The UK’s challenge is stark. The UK is still a significant trading and economic
power. It still has world class companies and world class capabilities in many
sectors. But these strengths are no guarantee of future prosperity. It is essential
that business leaders, with government and other key institutions, act now and
with great urgency – given the pace and scale of change, which is taking place in
the emerging economies at a speed which has not been experienced since the
Industrial Revolution in the developed world. The UK’s continued prosperity relies
on the capability of its companies and people to move into increasingly higher
added value areas.

This means a new view of talent is needed – a view that talent is abundant. It is
abundant in the sense that it is not a rare quality, but diverse and multifaceted,
which everyone has, to some degree and in some form. And taking this view
means that there is a wider pool of talent for companies to work with, if they
know how to unlock it.

But just having a view that talent is abundant is not enough – the UK will have to
work much harder to find, grow and apply the talent it needs and look further and
deeper to uncover it in new places and new generations.

This report argues that the UK’s history and deeply embedded culture and mindset
gives it a legacy that threatens to hold it back from seizing the new opportunities
presented – what we call a ‘fortress mentality’. There is a tendency to look inwards
rather than outwards, to dwell on past achievements rather than future opportunities
which are global in nature.

World class UK companies have a global mindset and strong global leadership
underpinned by globally focussed talent management practices – they have
developed a ‘talent for being global’.

Other UK companies, their people and the various institutions which regulate and
influence their activities need to achieve the same fundamental shift in mindset. An
important task for all leaders is to build the motivation to succeed by emphasising
social and environmental objectives as well as economic ones, creating a common
and compelling sense of national purpose, recognising that this will be the route to
future prosperity and success.

Without this there is the danger that the UK will become increasing disconnected
in an ever connected world, and will find itself on the fringes of value creation in
the future.

Companies are now
operating in a new era and
new business environment
which is radically changing
how value is created.
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“We are in a global economy where the country that drives innovation will win.”
Gordon Brown 2

“We need to build an enterprise economy. We need to create opportunity
through green growth and new skills.” David Cameron 3

In 2009, Tomorrow’s Company published ‘Tomorrow’s Global Talent: how will
leading global companies create value through people?’ This was the culmination
of an initial programme of research and inquiry, involving CEOs and other senior
figures responsible for people strategy and policy globally. It was produced in
partnership with Heidrick & Struggles, together with BT, Career Innovation and the
Talent & Enterprise Taskforce.

The report argued for fresh thinking about what we understand by ‘talent’. At present
too many employers reserve the word ‘talent’ for the few high fliers who are destined
to become top executives or high level specialists. This is too narrow a view for a
world with multiple challenges – needing people with a wide range of capabilities.

Today’s progressive business leaders understand that without engaging and
developing existing talent, and being competitive in attracting new talent, their
business has no future, regardless of its existing assets, whether in terms of
cash, property or patents.

Fortunately, talent is abundant; it is not a rare quality, but a diverse, multifaceted
one that exists to some degree and in some form, in everyone. And taking this view
means that there is a wider pool of talent for companies to work with, if they know
how to discover and unlock it.

Building on this earlier work, we have undertaken this UK-focussed study in
partnership with the Talent & Enterprise Taskforce, set up by Gordon Brown in
2007 under the leadership of Lucy Parker.

This study aims to explore the implications of the changing global marketplace for
talent for the companies, their people and the government in the UK. Although the
focus of this report is on a number of specific companies, much of what they are
doing applies equally to other sectors. All UK organisations, global or local, private
or public sector compete in the global market for talent.

This is a time of great uncertainty which brings with it the need and the opportunity
for greater innovation. Innovation must be at the heart of the UK’s future success.
The UK needs to be much better at developing new products and services and at
bringing them successfully to market. Innovation only comes through being
innovative with people – capturing their talent and knowledge in what we produce
and do to create sustainable value.

Unlocking value is dependent on unlocking talent. We have therefore looked at
what some leading companies are doing differently in terms of their HR and talent
management practices to respond to the globalisation of wealth creation, their
business and their talent.
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Signposting the report
The following diagram summarises the various arguments presented in this report
and is used as a signpost throughout to help the readers orientate themselves with
the overall discussion.

10 Tomorrow’s Global Talent  Part 1: Background

A talent for being global

A talent for being global

The
natural 

environment
UK Value
creation

The global 
economy

The social 
and political 

system

The globalisation of

value creation and talent

D
ev

el
op

in
g 

gl
ob

al le
adership Developing a global m

indset

A local-global o

per
at

in
g 

m
o

d
el

M
anaging a global talent pipeline



The structure of the report
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Companies are now operating in an environment where sustainable
business success depends upon seizing the opportunities arising from
linking environmental and social drivers as well economic imperatives –
what we call the ‘triple context’. And the triple context applies to nations as
well as to companies. A country’s ability to create favourable conditions –
economic, social and environmental – for businesses and society will be a
determining factor in its future ability to inspire, grow, attract, and retain the
talent it needs. Value creation is no longer just about competing but about
competing through collaboration and co-creation.

The shifting context
“Global competitiveness in the era of globality – where the new rules are no
rules – requires new ways, new thinking. This is a battle that any nation dares
not lose.” Harold Sirkin, co-author of the book ‘Globality’ 4

Companies are now operating in an era and a new business environment in
which value creation depends on environmental and social issues as much as
on economic ones – what we call the ‘triple context’. More than ever, companies
will need to think in terms of their own sustainability and that of the ecosystems
and communities in which they operate. As the Inquiry Team of nineteen business
and NGO leaders signed up to in the ‘Tomorrow’s Global Company’ report:

“There is little point in having a vested interest in a global system that cannot
endure. This would be a vested interest in failure.” 5

There is a growing recognition that the achievement of sustainable business
success in the years ahead will require a profoundly different approach to the way
organisations manage people. The massive changes taking place affect both the
supply of and the demand for talent.

Thomas Friedman described a ‘flat world’ of global connectedness.6 This has
helped create a supply of talent that is now global and abundant, as millions of
people from emerging economies move within a single generation from basic tasks
in agriculture, via new education opportunities, into highly skilled jobs in other fields
of employment. This is reflected in the staggering increase in the available workforce
for the free economies to 2.9 billion in 2000 as compared to 960 million in 1980.7

This global workforce is increasingly mobile. In qualitative terms, the supply grows
ever more diverse, not just in terms of gender and ethnic origin, but also in terms
of the range of skills, aptitudes and abilities represented. Talent of many different
kinds exists in abundance, and much of it lies outside the reach of business in other
sectors of society and in areas where potential is still untapped. So in the ‘flat world’
which is described, we are now witnessing what we call the ‘globalisation of talent’.

At the same time, the demand for talent is intense. This intensity of competition
reflects the fact that the pace of change, both in technology and in markets, means
that companies must be adept at not only continuously managing change but also
navigating uncertainty. Unless companies are able, in a timely way, to develop new
products, new processes and new routes to market and new business models, the
tide of change will engulf them. They will become subject to what Schumpeter called
‘creative destruction’.8

This business climate exposes the fact that a firm’s key assets lie neither in its
physical inventory of plant and stocks, nor ultimately in the traditional intangibles
of market share and brand value, not even in its store of knowledge and intellectual
property. The critical assets are its people, their ideas, their creativity and their
capacity to innovate, adapt and change.
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A shift in global economic power
“The world’s economy is set to double in size and a number of trends in
the global economy will present significant new opportunities for British
businesses: growing populations and rising prosperity in other parts of
the world; new technologies; the transition to low carbon and the green
revolution; changes in the age profiles of different societies; and the spread
of international supply chains.” ‘Building Britain’s future: New industry, new
jobs’. Department for Business Innovation and Skills, formerly BERR, and
Department for Innovation Universities and Skills 9

Over the period 1998 – 2008, the world’s GDP doubled and whilst the financial
crisis has caused a dramatic downturn in the short-term, it is still expected that
it will continue on its upward path. This presents extraordinary opportunity and
challenge alike.

The export-led economic growth in emerging market economies has shifted the
balance of global economic power, evidenced by their growing share in world
output, trade, and international reserves. Western businesses are being acquired
by companies from the large emerging economies – such as India, China, Russia,
Brazil – and major stakes are being taken in them by sovereign wealth funds from
oil rich states.10

The perception that China and India are just filled with ‘sweatshops’ making shoddy
goods at the low end of the value chain is being dispelled by the emergence of
innovative world-class companies operating with the highest levels of technology
and creating higher added value. The emerging economies have become an integral
part of the value chains and production processes of the developed world. And
critically they also have the market size to support the global companies of the
future. In some of these countries, their companies have found a synergy between
their global aspirations and a deep commitment to the country in which they are
based. They understand that the interests of their businesses and the interests of
their country are aligned.

The shift in the centre of control of the global marketplace has obvious implications
for the future flows of talent across the globe. Keith Dugdale of KPMG summarises
this phenomenon aptly when he says:

“Talent flows to where the money is and the business is. And what we’ll
certainly see in the next 18 months when the recession bites in the USA and
UK is a net outflow of talent from those countries to emerging markets.” 14

China has become one of a handful of nations to own one of the top five
supercomputers in the world. Its Tianhe-1 computer, housed at the National
Super Computer Center in Tianjin was ranked fifth on the biannual Top
500 supercomputer list.11 Chinese companies are more advanced in their
development of carbon capture and storage (CCS) technology than those in
the EU or US, according to the executive director of General Electric (GE).12

China and India will be global powers in R&D, accounting for around 20%
of the world’s research investment – more than doubling their current share,
according to the European Commission report ‘The World in 2025’ published
in September 2009. It predicts a shift away from the current debate about
‘brain drain’, whereby scientists tend to move to Anglo-Saxon countries, to
what it calls “a more balanced brain circulation of young researchers between
regions of the world.” An estimated 645,000 Chinese students and 300,000
Indian students will study abroad in 2025, but the number of EU students and
researchers going to China will also increase, according to the forecasts.13

The emerging economies
have become an integral
part of the value chains and
production processes of
the developed world.

The shift in the centre
of control of the global
marketplace has obvious
implications for the future
flows of talent across
the globe.
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Building a cathedral
Anand Mahindra

The twenty-first century has begun with a humble acceptance of uncertainty,
which, as it turned out, was justified by its cataclysmic events. In the course
of just one year – 2008 – Wall Street as we knew it collapsed, the River Kosi
changed its course, there was a world wide recession and five terrorists held
a great metropolis hostage for four days.

This is a century in which we will need to find a solution to an accretion of
opposites. And paradoxically that gives us the first certainty – the certainty
that we will be navigating through paradox, complexity and chaos for a long
time to come.

Modern HR, as indeed, modern thought, is going to be about building
pathways that traverse seemingly irreconcilable differences.

The second certainty is that we as Indians are brilliantly equipped to navigate
the first certainty. We live with complexity, uncertainty and contradictions
every day, and our journey ever since liberalisation has been about finding
creative and successful solutions to the many paradoxical pulls that beset us.

Our Indian model of HR today is driven by a confluence of 3 factors that
make us very different. The first factor is Purpose. There is the story of 3 men
who were engaged in the humble task of cutting up slabs of rock. A passerby
asked each one of them what they were doing. “I am breaking up rocks” said
the first one. “I am building a wall” said the second. The third man looked up
at the heavens and said “I am building a cathedral.”

We are incredibly lucky to be working at a time when we can all see the link
between our work and a larger national purpose. It is a very rare Indian CEO
or manager who expresses his or her aspirations in terms of increasing profits
or bottom line. Instead they will talk about building India’s skills, or taking
India forward, or revolutionising telecommunications in India. It is not so much
profits that drive us as purpose.

Even if our jobs involve just laying the bricks or putting on the mortar, we
can all see ourselves as contributing to a cathedral – and that in itself, is an
incredible competitive advantage.

The second building block of our Indian HR model is People – and that is
not as trite as it sounds. An HR culture that values people and lets them know
they are valued is more effective in the kind of shifting and uncertain scenarios
in which most of the world now operates.

The third block of the Indian HR model is Pride. If you have purpose and
you value people, then you will very likely also have Pride – pride in what the
organisation stands for, and pride in what it achieves. It sounds soft and fuzzy
– but I have seen it work over and over again.

And that brings me to the third and last certainty – the certainty that our time
for thought leadership has come. Indian HR is gradually evolving a very
distinctive model that can handle the paradox and uncertainty of our times.
Certainly it is based on a culture and a state of economic development that
is particular to India. But the challenges that it tackles and resolves are
challenges that are common across the world.15
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Shifting patterns of value creation
Value is now co-created across multiple locations across the world – products
and services are delivered through outsourcing, off shoring, crowdsourcing and
increasingly ‘worldsourcing’.

William J. Amelio, the CEO of Lenovo, the world’s third-largest computer
maker, calls his global workforce strategy “worldsourcing.” Lenovo has
executive offices in five cities worldwide and organises its workforce
around hubs of expertise, such as hardware designers in Japan and
marketers in India. “You operate as if there’s just one time zone,” Amelio
says. “And you’re always on.” 16

These relocations of activity are not simply based on cost. Companies take into
account a range of factors into consideration such as the extent to which the
conditions within a country are conducive to business and being competitive
through speed, quality and finding the right available skills to provide better
customer service with no time zones to a global customer base.

We are moving from a world that was all about competing to a world in which value
is created by competing through collaboration and co-creation – or what has been
termed ‘co-opetition’.17 We prefer the term ‘competitive collaboration’ to describe
this model of value creation.

Prahalad and Krishnan in their book ‘The New Age of Innovation: Driving
Co-created Value Through Global Networks’, describe the two pillars on which
this transformation is based as being:

1. Innovation is shaping consumer expectations not just responding to
changing demands, behaviours and experiences. This means that value
(N) becomes based on creating a unique customer experience (1) at a
time. = N=1

2. Since no one firm is big enough in scope and size to deliver that unique
customer experience (N=1), they need to access resource, ideas and
talent (R) from a global ecosystem of big and small firms (G). The focus
changes from ownership to access. = R=G

It is a transformation to a ‘customer-centric co-creation view of value’. They state
that “N=1 and R=G will be the basis for innovation and value creation. This trend
is happening faster than anyone expected. We believe that by 2015 to 2020, in a
very short period of 7 to 12 years, this transformation will not be big news. It will
increasingly be the norm in many industries.” 18

There are now strings of relationships criss-crossing the world – and these patterns
do not stay still – they shift as new markets and changing customer needs create
changes in business models and operations. This connected society is creating
new models for how people inter-relate across geographical, organisational and
economic boundaries.

Companies pull together teams of people based on their skills, attitudes, and
experiences to work on specific projects – not based on geography.

“The team is becoming more and more global. It is completely now dependent
on who is the right person to do the job. It doesn’t matter whether the person
is in America or anywhere else. It is about whoever is the right person – the
right team has to be assembled to do the work.” Nupur Singh, Head of HR,
Tata Consultancy Services (UK & IR) 19

We are moving from
a world that was all
about competing to a
world in which value is
created by competing
through collaboration
and co-creation.

This connected society is
creating new models for
how people inter-relate
across geographical,
organisational and
economic boundaries.
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Simultaneously, talent is also being geographically concentrated. Some countries
have developed strengths in particular skills and attributes.

This, along with ICT developments, has led companies to harness these natural
centres of expertise, locating parts of their operations to make best use of a
concentration of skills, and building them further to create a platform for these to be
deployed globally across their business – what one of our interviewees called ‘local
skills with global application’.

So talent is increasingly at once both global and local – as value is co-created
globally, so the concentration of particular skills in particular cities or regions grows:
we call this the ‘talent paradox’.

Dalian – ‘One world, one office’
Dalian is in the process of transforming itself into a back-office operations
outsourcing center with lofty goals to compete not only with first tier business
process outsourcing (BPO) hubs in China, such as Shanghai and Shenzhen,
but also to compete globally with international BPO behemoths like Bangalore
and Dublin.

For historical and geographical reasons, Dalian in China has developed a
large population of fluent Japanese speakers, making the city an ideal
location for Japanese firms, as well as western multi-national companies
looking for a cost-effective solution for serving the Japanese market. Add to
that the large ethnic Korean population in the region who can service the
Korean BPO market.

In addition to strong Japanese language skills, many university students in
Dalian are graduating with degrees in IT fields such as computer science and
software engineering. Dalian Software Park is home to 450 businesses –
43 percent are foreign invested; 25 percent of which are Japanese firms.

Currently there are 37 Fortune Global 500 companies with buildings and
office space there, including Accenture, Avaya, BT, Cisco, Convergys, Fidelity,
Genpact, HP, HSBC, IBM, Oracle, and SAP. The Dalian labour pool is seen as
being highly cost-effective, with average wages at less than 70 percent of
their Shanghai counterparts.

Dalian is becoming a hub for multilingual resources. In fact it is not unusual
these days to find people working in the zone that speak Chinese, Japanese,
English and Korean quite fluently. Due to the number of MNCs who have
developed business process outsourcing (BPO) in Dalian servicing English-
speaking countries, there is a fast-growing pool of English speakers as well.20
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Living and working in a connected world
ICT has enabled value to be created across the world. It has facilitated
the development of global processes and practices – it has made vertical
disintegration possible and helped develop new markets through increasing
financial participation. It has given companies the ability to tailor and deliver
products and services at speed to existing and potential customers.

But the rapidity and ease of global communications have created an abundance
of information. The sheer weight of data that is now available and the speed at
which it arrives can create an overload of information which arguably requires a new
skill – the ability to filter, assimilate and analyse what is important to make informed
assessments of risk to make decisions. As Caroline Waters, Director of People and
Policy at BT put it:

“The challenge for the future is to understand how we train people and how we
give people the ability to discern what information they need, what is relevant,
what they can apply when it’s coming at them at phenomenal speed. How do
we give people the skill to identify relevant applicable information? That may
actually be the extent of training and development in the future.” 21

ICT has not only changed the way we work but is changing the way we live and
communicate and the way we behave as consumers. The growth of social media
is phenomenal.22

While attention is being given to how to leverage these channels for business, they
will also play an important role in accessing and channelling talent in the future.

Increased connectivity and integration brings with it increased vulnerability – as the
shockwave from the financial crisis has all too clearly demonstrated. As we write
this report the impact of the financial crisis is still playing out. Major advanced
economies are only just coming out of recession, while activity in emerging and
developing economies is slowing. Because of this increased vulnerability, lower
growth rates will impact on low-income countries harder than ever before as trade
and aid flows start to dry up.23

The rise of green jobs
At the same time, there is a growing urgency and concern about climate change
and issues as water and food security as their effects become increasingly apparent,
with a potentially devastating impact on countries rich and poor.

Within a few years, major economies across the world will have made a decisive
shift towards building low carbon ‘green economies’ – this will represent a
fundamental transformation of the industrial landscape, similar in scale to the
shift to the creation of the knowledge and information economy.

Moving from a carbon dependent to a low carbon economy presents new
opportunities. There will be a premium for companies who can be innovative
in creating new products and services for this new economy. This creates
opportunities for more employment but will involve shifts in employment
patterns and skills profiles.

The rapidity and ease of
global communications
have created an abundance
of information. The sheer
weight of data that is now
available and the speed at
which it arrives can create
an overload of information.

Increased connectivity and
integration brings with it
increased vulnerability – as
the shockwave from the
financial crisis has all too
clearly demonstrated.
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Green jobs – key figures
The number of green jobs is rising:

• In the renewable energy sector current employment in renewables
and supplier industries stands at a conservatively estimated 2.3 million
worldwide. The wind power industry employs some 300,000 people;
the solar photovoltaics (PV) sector, an estimated 170,000; and the solar
thermal industry, more than 600,000 (this relatively high figure is due
to low labour productivity in China, the leading producer of solar
thermal systems)

• More than 1 million jobs are found in the biofuels industry – growing
and processing a variety of feedstocks into ethanol and biodiesel

• Worldwide, 42 percent of steel output was based on scrap in 2006,
possibly employing more than 200,000 people

• More than 1 billion people depend on forests, often through non-
timber forest products. Some 1.2 billion people already depend on
agroforestry – which combines tree planting with traditional farming –
to some extent.24

and is predicted to grow as the seriousness of efforts to combat
environmental issues increases:

• The global market for environmental products and services is projected
to double from US$1,370 billion per year at present to US$2,740 billion
by 2020. Half of this market is in energy efficiency and the balance is in
sustainable transport, water supply, sanitation and waste management

• Employment in alternative energies may rise to 2.1 million in wind and
6.3 million in solar power by 2030

• Clean technologies are already the third largest sector for joint venture
capital after information and biotechnology in the United States, while
green venture capital in China more than doubled to 19 percent of total
investment in recent years

• Renewable energy generates more jobs than employment in fossil fuels.
Projected investments of US$630 billion by 2030 would translate into at
least 20 million additional jobs in the renewable energy sector

• In agriculture, 12 million people could be employed in biomass for
energy and related industries

• A worldwide transition to energy-efficient buildings would create
millions of jobs as well as green existing employment for many of the
estimated 111 million people already working in the construction sector

• Investments in improved energy efficiency in buildings could generate
an additional 2-3.5 million green jobs in Europe and the United States
alone, with a much higher potential in developing countries.25
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Shifting attitudes
The talent equation is not just about what companies want and do.

Talent in the workforce is also being shaped by shifts in attitudes and mindsets and
demographic shifts.

People will choose to move around, led by their aspirations, circumstances and the
opportunities that are provided – and people’s priorities shift over time:

“The idea is that you have to ensure that the skills and competencies match,
and that the career aspiration of the employee is also taken into account.
So there shouldn’t be any kind of a pressure on that employee to just move
wherever the business is asking him to move – is it in line with their career
aspiration, is it a choice which they want to make.” 26 Nupur Singh, Head of
HR, Tata Consultancy Services (UK & IR)

There is also a generational difference in attitudes and expectations.Younger
people are more likely to have travelled extensively, perhaps through a gap year,
or may have worked or studied abroad. They therefore welcome the opportunity
to work abroad and may even use this as a criterion when thinking about
potential employers.

At the other end of the generational spectrum is the ageing population, which is
another significant driver of change. It is estimated that roughly one third of the
labour force in the UK will be aged 50 or over by the year 2020.27

Whilst some people may still wish to retire early in their life, many will be looking to
work well past what used to be considered retirement age – either through choice
or through financial necessity as company defined benefit schemes disappear and
changes to state pension age are made.

This opens up the potential of a new supply of talent to counteract the diminishing
supply of younger talent, but brings with it a possible need to extensively retrain.

It is also creating what is called the ‘sandwich generation’ – those caught between
work, their responsibility to bring up their children and the needs of their elderly
mothers and fathers. Women are particularly affected by this squeeze as they are
still socially the primary care givers, and this affects their decisions and ability to
move and progress in their careers.

Cultural differences have a part to play. It is notable in our discussions that
companies have observed differences amongst different nationalities in their
readiness and willingness to move to other countries. In Asia, particularly
India, it is accepted that working in other countries is a necessary part of
career development.

Gaining a deep understanding of how these changes are impacting on their existing
and future talent requirements is as important for any company as understanding the
shifts being created in their operating environment and marketplaces. In fact, for
some companies gaining this knowledge provides insight to how their customers
might be thinking.

Talent in the workforce is
also being shaped by shifts
in attitudes and mindsets
and demographic shifts.

Companies have observed
differences amongst
different nationalities in
their readiness and
willingness to move to
other countries.
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The UK is still a significant trading and economic power. It has world class
companies and world class capabilities in many sectors. But these strengths
are no guarantee of future prosperity. It is vital to guard against complacency
given the pace and scale of change, which in the developing world is taking
place at a speed which has not been experienced in the West since the
Industrial Revolution.

The UK’s continued prosperity relies on moving the capacities of the
workforce into higher added value areas. Yet, the UK’s history and deeply
embedded culture and mindset gives it a legacy that threatens to hold it
back from taking up the new opportunities presented – what we call a
‘fortress mentality’.

How does the UK rate as a place
for companies?
In the previous chapter we have described how the centre of economic power is
shifting – but it is important to remember that the UK is still a significant economic
and trading power and attracts high-quality and high-value inward investment.

The UK’s economy ranks highly on openness to trade and the flexibility of its labour
market. It is currently ranked fifth in the world for ease of doing business and is in
the top six leading manufacturing nations in the world.28 It is the largest recipient of
foreign direct investments in Europe and second to the US world-wide. Since 2008,
the government has made it a priority to make the UK the best place in the world to
run an innovative business or public service. It is one of Europe’s top five leading
countries for innovation, with performance well above that of the EU average.29

However, the UK is still failing to capitalise on its innovative capability and bring
new products and services successfully to market.

Over the last decade, sustained investment has also given the UK one of the
strongest science and research bases in the world, second only to US in worldwide
scientific excellence. It is also the most efficient and productive nation for research
in the G8.30

Investment is drawn to the UK’s world-class capabilities in industries such as
advanced engineering, the creative industries, ICT and life-sciences, software
and computer services and business services. Despite the financial crisis, London
remains a leading global financial centre. 251 European HQs were set up in the UK
in 2008/9 including from Asia – the China Construction Bank, one of China’s largest
financial service providers, established a London subsidiary and Alibaba.com, the
world’s largest B2B online service provider, established an EHQ.31

However, the UK cannot afford to be complacent.

Other countries are investing heavily and are catching up. In a recent lecture at the
Royal Society for the encouragement of Arts, Manufactures and Commerce (RSA),
Sir John Rose, Chief Executive, Rolls-Royce plc warned that:

“We have to do more to secure and retain high value investment. Most of our large,
high value adding companies don’t have to be here. Bear in mind that for most of
them, Rolls-Royce included, this country generally accounts for 10% or less of their
global revenues. So they have no market size incentive to remain here”.32
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The vibrancy of our economy does not just depend on large global companies.
The UK has a strong entrepreneurial SME sector, which is crucial to the flexibility
and responsiveness of the UK economy.

There is a symbiotic relationship between the SME sector and large global
companies. SMEs are often part of the value eco-system of larger global companies
who are attracted to and stay in the UK because of the critical mass of skills and
capabilities provided by clusters of SMEs. Meanwhile, the operating presence of
large global corporations in the UK sustains the business of large numbers of SMEs.
These relationships create the fabric of local and regional economies. And of course,
over time some of these dynamic SMEs will become the large global companies in
profitable mature sectors of the future.33

How does the UK rate as a place for people?

As a place for learning and development
The quality of UK universities and the desire to learn English attract a significant
number of students every year. Our universities are regarded as some of the best in
the world – 32 of the world’s top 200 universities, and four out of the top ten in the
world are British.34 Universities are just waking up to their commercial value. The flow
of students is important to the economy. It is estimated that overseas students pay
tuition fees worth an estimated £2.5bn to UK universities each year, and contribute
an annual £1.89bn to the university sector.35 Many choose to stay in the UK after
they graduate though new, tougher visa rules are making this difficult and students
are opting for different countries.36

While our universities are attracting talented people from other countries, the quality
of the pre-university education system is considered to be falling short of the needs
of business and the challenges of operating in a fast changing global environment.

The continued polarisation between academic and vocational skills remains a
problem, although there are efforts to address this imbalance. The strong
emphasis on academic ability and the acquisition of qualifications leading to
university admission has caused other skills and abilities to be less valued – such
as engineering apprenticeships, retail management, construction industry skills,
HGV driving, etc. There may be deep cultural and attitudinal issues underpinning
this. To a considerable extent this bias reflects the traditional class divisions of
British society in which white collar work has enjoyed higher status than blue
collar work. Unfortunately, as the National Grid study opposite discovered, such
bias still exists.

So many jobs are now dependent on ‘STEM’ (Science, Technology, Engineering,
and Mathematics) skills. Yet there is a mismatch between demand and supply.
This was noted by some of the companies that we interviewed, and reinforced by
the 2009 CBI survey which found that two thirds of businesses are having difficulty
recruiting these skills and that there was a particular concern at graduate and
postgraduate level.37

Another issue voiced by the companies that were interviewed was the need for
a better balance between acquiring academic qualifications and developing
appropriate attitudes and ‘soft skills’ such as social intelligence.

SMEs are often part of
the value eco-system of
larger global companies
who are attracted to and
stay in the UK because of
the critical mass of skills
and capabilities provided
by clusters of SMEs.

While our universities
are attracting talented
people from other
countries, the quality of
the pre-university education
system is considered to
be falling short of the
needs of business.
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‘Engineering Our Future’ 38

National Grid

This report was commissioned by National Grid to get an understanding of
attitudes towards engineering among young people, parents and teachers
across Britain. Between November 2008 and February 2009, extensive
opinion research was carried out with more than 1,500 young people, parents,
teachers and National Grid engineers.

It revealed a picture of confusion about the role of engineer with many seeing
it as menial work. This was accompanied by low levels of appreciation for
engineers’ contribution to society. The main prejudices that act as barriers to
engineering as a career are that it is:

• ‘Fixing not creating’

• ‘Northern’ – a view held by some parents in the London focus groups

• ‘A dying industry’ with few jobs – voiced by parents in Midlands
focus groups

• For men not women – particularly expressed by Black and Minority
Ethnic parents

• The engineering apprentices interviewed had often chosen their career
path despite discouragement from teachers and parents.

These perceptions drive attitudes that reinforce behaviours, reducing the
likelihood that parents and teachers will recommend engineering to young
people. Some see engineering as ‘settling for a lesser option’. Indeed, FE
teachers are concerned that teachers in schools judge that engineering is for
less academic young people, and for those who are ‘good with their hands’,
even if their maths is very weak. The combination of a strong emphasis on
academic results and the belief that engineering is about ‘vocational work’
often means engineering is not actively recommended to those studying 
A-Levels and aiming for university entrance.

Steve Holliday, chief executive of National Grid, said: “This report makes
extremely worrying reading. We know from our workforce planning that nearly
1,000 engineers are needed by 2020 and within that time up to one-third of
our engineering workforce could retire. Our current level of ‘growing our own’
through graduate and apprentice schemes will not fill this gap. This is one of
the biggest challenges we face as a business.”

In light of the report findings, National Grid is reviewing its education and skills
programme. Among the new initiatives will be:

• School Power – a new scheme where National Grid employees will go
into primary schools with a programme of activities that will stimulate
interest in how energy, forces and materials work. The programme will
also be available for teachers and others to use online

• A revamped work experience programme. Along with the Royal
Academy of Engineers, National Grid will create a blueprint for the best
kind of work experience and placements alongside a mentoring and
coaching programme aimed at teachers and careers advisors

• Career opportunities for young people who are socially disadvantaged.
National Grid was at the forefront of a Young Offender programme which
has successfully given skills training and employment to young people
nearing completion of their sentences. A new programme to involve
young people who are at disadvantage but before they are involved in
any offending behaviour is being piloted in the North West.
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As a place to work and live
The triple context discussed earlier does not just apply to companies – it is also the
context within which people have to live and work.

In surveys seeking to identify the ‘best place in the world to live’, the UK, whilst
faring reasonably well, is not at the top of the tables. A host of issues are cited such
as social problems or what has been called ‘broken Britain’ – a longer working week,
indebtedness, low levels of volunteering and more passive lifestyles, perceived
problems with the education system and strains on housing and health services
in certain areas 39 and the high carbon footprint of most of the population. In a
recent report by the Chartered Management Institute, almost three-quarters of
UK managers said they would not want to work for an organisation with a poor
environmental record; yet fewer than half are proud of the environmental
performance of their current employers.40

But the picture is not completely gloomy. The ‘Mapping Global Talent’ report,
compiled by the Economist Intelligence Unit and Heidrick & Struggles in 2007,
sought to identify the best locations for attracting and nurturing talent. It put only
the US ahead of the UK and projects that the UK will replace the Netherlands
as Europe’s top country for attracting talent by 2012 but will remain behind the
US. However, both countries face increasing competition from China and India in
the top 10 talent hot spots.41

How attractive the UK is as a place to live and work clearly influences levels of
immigration and emigration and the extent to which the inward flow of talented
people will more than offset the ‘brain drain’. Although the UK has been attracting
increasing numbers of young and better qualified migrants in recent years, they
tend to leave after relatively short stays.42 If current migration and employment
patterns continue the UK could lose more than 12 million employees by 2030 or
close to 8 percent of the workforce.43

The UK has also been regarded as a magnet for international high flyers in the past,
but there are signs that this is changing.44 One important consideration in making a
choice about whether to stay in a country is the cost of living and overall taxation
levels – these have the effect of ‘taxing talent’. In a few years, the higher tax levels
proposed in the UK could cause those at the top end of the earnings pyramid to
reconsider where they want to be located – especially if their talents can be put to
use in lower-cost economies.45

It is vital that the UK retains its attractiveness to executives to ensure that the
composition of the boards of UK global companies is sufficiently diverse.
Relative to other countries, in the UK there is still a lack of diversity at senior
levels and appropriate representation from the parts of the world where a company
operates. This can have an adverse impact on a company’s ability to innovate as the
Tomorrow’s Company 2009 study ‘Tomorrow’s Innovation, Risk and Governance’
highlights.46 How diverse the board is also plays a part in attracting talent. People
can see routes to the top when the board composition reflects differences including
different style and ways of thinking.

The effectiveness of boards in championing the talent agenda in companies is also
key to whether the talent that exists in the UK is used or wasted. The ‘Tomorrow’s
Global Talent’ report argued that successful CEOs will need to be ‘Chief Talent
Officers’ – “they will care about people, be interested in people and put talent at
the top of the strategic agenda.” Yet, successive surveys have shown that talent
management is still not finding its way on to boardroom agendas in the UK yet
talent is the key to value creation.47

The triple context discussed
earlier does not just apply
to companies – it is also the
context within which people
have to live and work.

It is vital that the UK
retains its attractiveness
to executives to ensure
that the composition of
the boards of UK
global companies is
sufficiently diverse.
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The UK as a place to work and live – some thoughts

27Part 3: The UK: challenges and opportunities Tomorrow’s Global Talent

The UK is somewhere in between
the US “live to work” and the
French “work to live” mentalities.
An example of this is that in the UK
you get as much holiday as the rest
of mainland Europe (and therefore
about 2 times more than in the
US). The attitude towards work is
of meritocracy (like in the US). In
France, status within a company is
based on your age and on which
school you graduated from whereas
in the UK is much more like the
US where you are judged on your
performance. This is why, in my
opinion, there is a significant exodus
of French “talent” towards London.
28 year old French-American
mechanical engineer working in the
engineering and construction sector

Working in the UK has given me
the opportunity to work in a global
organisation which has offices all over
the world. As a result I work with people
in different regions and time zones and
with different nationalities. This helps
me to broaden my horizon considerably.
Working with talented people who are
good at what they do and who work
efficiently has helped me increase my
knowledge, productivity and my
confidence. The companies I have
worked for in the UK have all had a
good focus on training and development
and this has helped motivate me to
work harder and to learn more. I believe
the UK has a good life/work balance
when compared to other countries
and this is essential to maintaining
productivity. 29 year old Indian working
in the banking/finance sector

Coming from a newly
developed country, I have to
say working in the UK earns
a good name owing to its
advanced European nation
reputation. However I do
think the UK income tax
is heavy, this, on top of
relatively high living cost,
I would move to where I get
a better living quality once
I establish my professional
profile. 27 year old bio
technician from Singapore

Britain as a place to work is typically ‘British’
despite the fact that many nationalities work
here. It requires the ability to cope with the
British professional mindset of rapidity and
competition. However Britain as a place to
live is very multicultural and you can easily
experience it when you walk through London.
Hence, this striking paradox between an
outer/external cosmopolitanism and the strong
national conventions in the professional
market world of London. Foreigners can feel
lost in this maze. To jump from one cultural
code to another is difficult for a foreigner that
needs to decipher beyond the appearances.
25 year old French citizen working in an NGO

Among the things that struck me the most, as defining the British working environment,
is its fairness, hard work, strong principles and the fact that values are rewarded. Before
working in the UK, I used to work for a couple of years for an American corporation in
Romania, and I found the long hours which were simply ‘business as usual’, and a pretty
intense and stressful working environment. From my experience of working in British
companies, the working hours are more reasonable, can accommodate a personal/family
life, and plus companies here accept and encourage a sort of individuality in their
employees. On the other hand what I find a bit unusual I guess in comparison to working
in Romania, but which again might have to do specifically with my working environment
and cannot be applied to the British environment in general, is its orientation in business
is mostly to US & Asia and less inclusive for the other European countries. 24 year old
Romanian working in an NGO
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A fortress mentality
During this programme of research, one of the concerns that emerged among
interviewees – and which could limit the UK’s global aspirations – is what we have
called a ‘fortress mentality’.

The historical, cultural and attitudinal factors we have discussed have created a
legacy that could hold the UK back from taking up the new opportunities presented
by globalisation.

There has been a tendency to look inwards rather than outwards and to dwell on
past achievements rather than future opportunities. The negative attitude in the UK
towards closer European collaboration and economic integration is symptomatic of
this way of thinking.

“I think the fact that geographically we are an island actually is very good
at insulating us from having to deal with other cultures, other nations in a
commercial business sense. It would really help if we recognise that the
British are part of a bigger scene, a bigger picture. They are actually a part
of Europe.

We want to have global multinational companies that are world class that
hopefully have a high proportion of UK management in them, but we still
want to be fortress Britain.” Lindsey Parnell, CEO and President (Europe),
InterfaceFLOR 48

The difficulties that some of the biggest global companies encounter in recruiting
from outside the UK, or moving people across their global operations because of
the immigration and visa system is also symptomatic of this fortress mindset.49

“There’s an element of protectionism at the moment around employment
markets which worries me. I have just hired for an experienced technical
assessment role and the best candidate was from India. Getting him a
work permit was hard and time consuming with some unnecessary
bureaucracy.” Laurence Barrett, Director of Group Resourcing and
Development, Prudential 50

There are many companies, especially the large FTSE companies and those SMEs
that are an integral part of their eco-system, which have clearly embraced their place
in the global marketplace.

However some, especially in the SME sector, have not yet engaged with the fact
that the market for their products is potentially global and so is their competition.
This lack of exposure and therefore lack of understanding leaves them further and
further removed from the global market which further exacerbates a fortress
mentality. This reinforcing circle is often only broken by crisis, for example when
their home market shrinks.

The fortress mindset also shows through in the attitudes of some people joining
global companies. They have not yet developed an appreciation of the extent to
which the world around them has changed. Perhaps in their day-to-day lives they
rely on a diet of local perspectives fed to them by the national-centric media. They
have little perception of the pace and scale of change in the developing world-
something the West has not experienced since the Industrial Revolution.

Some of the companies interviewed noted a reluctance in employees to work in a
different country or learn different languages, a lack of flexibility and resistance to
change and working in new ways, with new people and processes and technology –
even though this would upgrade their skills. This is critically a competitive issue for
companies and affects their desire to stay or be located in the UK.

The historical, cultural and
attitudinal factors we have
discussed have created a
legacy that could hold the
UK back from taking up
the new opportunities
presented by globalisation.

The fortress mindset also
shows through in the
attitudes of some people
joining global companies.
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The reluctance to learn other languages stems in part from the UK’s history and
partly from its culture. The fact that English is regarded as a universal language has
not helped encourage the learning of other languages. This lack of aptitude in
languages is no longer simply an embarrassment but will critically affect the UK’s
future competiveness and people’s career prospects. It is increasingly important to
be able to converse with a partner company in their native tongue to build the long-
term relationships which are essential to gain and sustain business opportunities.51

“In language skills I think the UK people are spoilt because of the international
prevalence of English. But if one really wants to get into a business, being able
to do something in the local language is important and one can’t just do that
with a couple of years’ part time study. I think that language has got to be
hardwired into the brain from quite an early age. Very few of the English
people who apply for our senior international positions can speak anything
other than English. We’ve just appointed an Italian Head of European
Marketing who speaks Italian, French and English fluently, and a little bit of
Dutch. He’s got a background across countries and brands all over Europe.
And when we were interviewing for that role, his main competition were other
continental Europeans as nobody from the UK came close.” Lindsey Parnell,
CEO and President (Europe), InterfaceFLOR 52

One area where the need to deconstruct old mindsets is relevant is the nature of
trade union relationships with managers and employers in the UK, which often
frames the nature of workforce engagement in this country. In some industries,
union influence and power remains rooted in a way of doing business which is
locked into and dependent on outdated mindsets – and therefore the perceived
interests of union members are also locked into current jobs and businesses, not
those of the future.

Unions are part of a system on which they depend, but do not have the capability
to change. In the short-term, a reactive approach reinforces the national tendency
to hold onto what we have got – making it more difficult to make the leap to new
jobs, in new businesses, made possible by new mindsets, capitalising on a new
understanding of talent, based on co-created value across national boundaries.

Interestingly, there is a new breed of companies emerging that understand their
place in a global marketplace – referred to as ‘born globals’. They are often in ‘high
growth’ sectors and tend to be knowledge-intensive or knowledge-based or with
products that are so specialised that there is a limited domestic market for them.53

From their inception they target the global market and therefore naturally have a
global perspective. An example of this is UMEE, a private company whose business
is based upon taking content-rich sites to new audiences across the most popular
digital platforms including Facebook and Twitter.
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This lack of
aptitude in languages
is no longer simply
an embarrassment
but will critically affect
the UK’s future
competiveness 
and people’s 
career prospects.

There is a new breed of
companies emerging that
understand their place in
a global marketplace –
referred to as ‘born globals’.
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The change gap is growing
JBA focus on helping companies transform business performance, improve
margins, and avoid costs by considering the interdependence of people,
space, and technology (a discipline referred to as “workplace effectiveness”).

An aspect they have explored in their research collaboration with Durham
University is the resistance to new work practices.

The results from their UK work, incorporating data spanning between 8,000
generic office staff and 1,200 senior business leaders (mostly at CEO, CFO,
CIO and HRD level), highlights that the most noticeable change over the past
two years has been a threefold increase in the change gap, i.e. the anticipated
degree of change vs the ability to deal with change. The gap has risen from
8% to a daunting 22% in two years. When senior business leaders were
asked at the outset of the studies about their appreciation of global issues,
an unsurprising 91% of large corporate business leaders and 86% of SME
business leaders asserted they were ‘well’ or ‘expertly’ skilled in international
issues – statistics that have remained fairly level over the last two years.

However, further into the studies, when specific macro and socio-economic
factors were explored, it was found that far fewer reported ‘genuine’
knowledge of global issues – 66% amongst large corporate business leaders
and 59% amongst SME business leaders. Interestingly, over the last two
years, these ‘genuine knowledge’ statistics have fallen sharply amongst large
corporate business leaders (down 12%) but not so dramatically amongst
SME business leaders (down 5%).54

In general terms, the UK workforce are more accepting of change (53.1%)
compared to the US (46.9%) and Asian workforces (46.3%). However several
EU countries (notably ‘Benelux’, Czech Republic, Germany, Hungary, and
Poland) accept change more readily than the UK (55-59%). The Nordic
countries of Finland, Norway, and Sweden have a clear lead over the UK in
embracing change.

When it comes to ‘openness’ to discuss change, the UK features well – being
ahead of the US and many EU countries. We believe this stems from the
recent economic turmoil where harsh commercial conditions have forced
greater willingness to change.

Their studies into workplace dynamics place considerable emphasis on
assessing Organisational Commitment Behaviour (OCB), exploring an
employee’s psychological attachment to the organisation. They also consider
staff feelings about their job (Job Satisfaction), and staff ‘sense of oneness’
with their organisation (Organisational Identification). When these factors are
mapped to the overall change landscape, there is clear clustering of stronger
change acceptance and ‘openness’ around higher OCB performance.
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We would argue that any manifestation of a fortress mentality will hold the UK back.
These issues are live issues now for companies, how they manage people.

The UK still has world-class capabilities and strengths in many areas but these
are no guarantee of future prosperity given the sheer pace of change and rapid
development of other countries: countries whose people are rapidly rising up the
talent ladder driven by the potential and opportunities that being part of a global
marketplace bring rather than by protecting a national position.

What this all adds up to is that we are suffering now from past complacency and
any complacency now will manifest itself in the future.

There are no quick fixes. Although action is being taken by government to invest in
the UK’s capabilities and skills, and to address concerns in the education system,
the full impact of these initiatives will take time, and is anyway not sufficient to meet
the challenge we face.

What is needed is a generational shift in developing a global mindset and creating
a competency for being global. We need to embrace and be comfortable in a
globalised world – a capacity for not only change but also for navigating uncertainty.

Without this there is the danger that the UK will become increasing disconnected
in an ever connected world and will find itself on the fringes of value creation in
the future.
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capabilities and strengths
in many areas but these
are no guarantee of
future prosperity.

What is needed is a
generational shift in
developing a global
mindset and creating
a competency for
being global.
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World class UK companies have a global mindset and strong global leadership
underpinned by globally focussed talent management practices – they have
developed a ‘talent for being global’.

The world does not owe any country, company or individual a living. This is
something that some countries, companies and individuals understand deeply.
They are embracing globalisation and rising to the challenges, grasping the
opportunities and securing their place for the future. Their perspective
of globalisation is shaped by opportunity, not fear and concern – a 
global assuredness.

They have developed what we have called a ‘talent for being global’ – the
assuredness needed to operate successfully in a global and shifting context:

The research has identified three elements that help companies develop this talent:

• developing a global mindset

• a local-global operating model

• managing a global talent pipeline.

This part of the report discusses each of these in detail and highlights some of the
thinking and practice from companies who have achieved this talent.

Developing a global mindset
“New insights fail to get put into practice because they conflict with deeply
held internal images of how the world works… images that limit us to familiar
ways of thinking and acting. That is why the discipline of managing mental
models – surfacing, testing, and improving our internal pictures of how
the world works – promises to be a major breakthrough for learning
organisations.” Peter Senge 55

The rapid changes taking place require companies to be excellent at identifying and
exploiting the opportunities and dealing with the challenges that this scale of change
brings. Companies that have achieved this excellence have a global mindset and
have their global radar switched on. They are acutely aware of and are able to make
sense of what is happening around them. They understand how their markets are
shifting and where new ones are opening up; they are building global value chains
and networks, rapidity and flexibility in working and are ‘always on’. And this
awareness means that they understand the challenge of sustainability – what
this means in term of the environment they operate in and what it means for their
workforces. And critically they understand that it is about developing global talent
to create a talent for being global.

At an individual level a global mindset means developing empathy and cultural
awareness and the ability to communicate effectively in many different situations,
and with people who are different and think in very different ways.

The world does not owe
any country, company or
individual a living.

Companies that have
achieved this excellence
have a global mindset and
have their global radar
switched on.
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It’s not where you start – it’s where you finish
Andy Wood, MD, Adnams

I passionately believe that the success of our business goes hand in hand
with our engagement with shareholders and investors, our relationship with
the wider community of which we are part, our collaboration through supply
chains with major retailers and others – and above all through engaging with
and inspiring the wonderful people that work with and for us.

This is a virtuous and reinforcing circle of relationships which results
in producing quality products and a strong brand. We are a mid-size
brewery based in Suffolk producing beer, employing 350 people with 1,200
shareholders. We also run a number of hotels. Our business is not one that is
generally known for ‘green ale’, or seeing the link between sustainability and
the bottom line. Indeed, it takes 8 pints of water on average to make one pint
of beer – so brewing is generally a carbon-intensive process.

We see this as a huge opportunity: to drive down on waste, reduce costs
and deliver a better product, through more collaborative relationships,
yielding better returns. It may cost more for the new plant and equipment
which reduces our environmental impacts, but this is an investment in the
long-term value of our company – in terms of economic, social and
environmental capital.

Innovation is all about the mindset of all of our people, not just investing in
new machinery. Let me give you one great example. At The Crown Hotel in
Southwold, which we own, the staff wanted to enable customers to sit
outside on warmer evenings to enjoy their pint. Rather than buy patio heaters,
the staff went on the web to find blankets made from re-cycled wool. Now
customers sit outside the hotel tucked up in blankets on more chilly evenings.
And we are working with local schools – looking at installing solar panels – as
a practical way of working together to offset our carbon footprint.

This value and values-based model of business success is also reflected in
who we buy from and sell to. We buy barley from 40 local farmers and from
farmers in Kent, contributing to the resilience of our local community and
economy. The pay off is significant, major retailers seeing us as more than
a commodity supplier – and as a result we are securing far greater product
placement in major stores.

What we are achieving for our medium-sized enterprise is, I strongly believe,
a route to success for other larger businesses and the UK. We share the view
that talent is abundant: our Director of Operations started off as our office
cleaner. Corporate responsibility and shareholder engagement are two sides
of the same coin, and are, quite simply, the way we do business.

Established in 1872, we are a practical and enduring example of a sustainable
and successful business. We do not duck the issue of alcohol consumption,
believing that if as a society we drink responsibly, and as a business we
practically help people to do this, working with charities and others, then
our product is one we can be justly proud of.

In this way we are co-creating value, both with and as part of the
community of Southwold in the East of England – and as an example of
future success from which I hope others may learn, and with whom we look
forward to collaborating.
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How sustainability engages talent
Interface: inspiring people through ‘Mission Zero’

Interface was founded in 1973, and is now a worldwide leader in the
manufacture and design of environmentally responsible modular flooring,
with a global market share of around 35 percent. The company has shown
that striving for sustainability in every dimension of production – people,
processes, product, place and profits – is not only compatible with a thriving
business, but has led to real, tangible benefits to their bottom line.

Inspiring abundant talent
Interface believes that everybody has talent, and it seeks to help people
recognise their individual strengths and encourages them to take on roles
where those strengths are nurtured.

InterfaceFLOR in Europe has invested a lot in training that helps employees
develop the skills to perform well in their job and provides them with
opportunities for personal development. It aims to provide opportunities
based on the needs of individuals and, as such, currently has employees
enrolled in part-time MBA courses and National Vocational Qualifications.
The InterfaceFLOR training approach was nominated for the Dutch
Foundation for Corporate Universities (NSCU) Academy Award in 2008.

Being the employer of choice
The goal of Interface is to be recognised as the employer of choice by
enabling all employees to fulfil their potential and fully contribute towards
their sustainability initiative, Mission Zero, which is their vision to be the first
company that, by its deeds, shows the entire industrial world by 2020 what
sustainability is in all its dimensions: people, process, product, place and
profits. To achieve this, Interface is redesigning its processes and products,
pioneering new technologies, and making efforts to reduce or eliminate waste
and harmful emissions while increasing the use of renewable materials and
sources of energy. Indeed, Interface says that they want to be restorative;
ultimately not just having zero impact, but restoring the environment by
returning more than it takes. The first step in this process is becoming
fully sustainable.

Interface’s focus on Mission Zero means its employees feel they work for an
organisation with a sense of purpose, where their work adds value, not just to
the company but to society as a whole. Indeed, in a 2007 report, Interface
found that knowledge workers, who account for about 42 percent of all
employment in the UK, are more than ever motivated by alignment of the
organisation’s values with their own, values which are increasingly
sustainability focused.
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Through our research, we have identified five main ways which companies use to
engender a global mindset:

• …through global values

• …through global work practices

• …through global connectivity

• …through global experience, and

• …through global relationships

…through global values
Global companies which operate in many diverse countries need strong corporate
values. These provide a core of consistency across all their operations. Without this
bedrock of values, companies cannot hope to influence the behaviour of tens of
thousands of people in millions of everyday encounters with customers, suppliers
and partners. They also need a measure of uniformity in their practices to ensure
consistency of application across the organisation. This cohesion builds a sense of
being part of a global corporate family with a common purpose and values.56

…through global work practices
Driving efficiency means changing work practices, and changing work practices
provide a way to create an awareness of being global.

“As a global company we have processes in place which facilitate
improvements across our operations. Quality is one of them, as is Six
Sigma. They are transforming how we operate because the learning process
is consistent across our global operations. Our employees don’t necessarily
see it as the impact of Rolls-Royce being more global. But these processes
fundamentally change how colleagues work, whether in Mount Vernon, Ohio,
Derby or Dahlewitz.” Tom Brown, HR Director, Rolls-Royce 57

…through global connectivity
The greater connectivity and collaboration, that is now an integral part of how
companies operate, brings with it the opportunity to acclimatise people in different
ways and enhance their global awareness. Harnessing these channels will be
important, including the use of social networking tools.

“We encourage people to explore those new technologies. For example,
how do we explore an issue such as ‘green IT’? How can they contribute?
So there are a lot of blogs, forums where we encourage our people to form
groups and come and talk about it. For us it’s a change in competencies,
part of the changing nature of the workforce. We can’t have the same people
doing the same thing tomorrow.” Nupur Singh, Head of HR, Tata Consultancy
Services (UK & IR)

Driving efficiency means
changing work practices,
and changing work
practices provide a way
to create an awareness
of being global.

The greater connectivity
and collaboration… brings
with it the opportunity to
acclimatise people in
different ways and enhance
their global awareness.
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Connecting global talent
BT

BT realised from a very early stage that globalisation will not only break global
boundaries but make them non-existent as far as business is concerned; they
have recognised various international shifts and done their best to ‘imagineer’
ways to enable their global talent to connect, flourish and effectively achieve
business success.

With research and development being core components of their business,
BT have established one of their centres of research and expertise in China
to explore collaborative opportunities with the Chinese government,
and developed a relationship with MIT to explore and understand
disruptive technologies.

These Centres of Expertise and other similar units in India, the Americas and
the UK, are connected with Intelligent Boards which enable a BT employee
anywhere in the world to leave a message, or propose a problem that needs
to be solved. So for example, if someone in China has a solution to a
proposed problem, he or she will be able to suggest a solution on this
board, and all the other intelligent boards around the world will be updated
automatically. These boards stimulate collaborative problem solving and the
application of knowledge and a practical outlook on a large, global scale
along with enabling international network formation. In their words: “We’re a
communications company. Our business is conversation. So that’s what we
are trying to stimulate.”

BT also believes that “there is no point in having some of the most brilliant
minds in the world in isolation. People are our future but the way they relate
to and connect with each other is what really makes a difference to our
business.” They use a variety of networking and knowledge management
tools, using inspirational and influential individuals as role models. And they
have gone as far as completely restructuring their networking processes to
make them more accessible and relevant to young talent.

There is a Facebook area dedicated to BT which about 15,000 people use
actively. The company also encourages people to use Second Life while at
work. This is especially useful for those who choose to work from home.
It enables them to connect with their colleagues globally in an avatar that
best describes themselves, and form a connection trans-nationally. “Magic
happens when these talented individuals connect”. They recognise the value
that people’s personal and professional networks can bring. “You cannot
create a network of change by networking only those people around you.
You have to network on the extremes.”

Well-managed networks are key to achieving cutting edge business success
and BT is exploring how best to encourage and manage this.

“How relevant and applicable, how well informed it is, how future-proofed
it is, how well it sits within the parameters that are being developed for
the future: we don’t have all the answers yet but we know we need to
explore this”.
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…through global experiences
Virtual interaction clearly has an important role to play in helping build relationships
and awareness of other cultures. However, some companies believe that there is no
substitute for gaining actual experience of working in other countries and regard this
experience as being essential for future career development, particularly progression
to executive levels.

“I would take a view that in the next five/ten years most of the people at the
top table of many global companies will have had experience of working and
running a business in different parts of the world.” David Thomlinson, UK
Managing Director, Accenture

Mahindra developed a structured programme 5 years ago called the ‘Global
Managers Programme’ aimed at sensitising its senior executives and managers
to global operations, understanding global cultures, inter-cultural sensitivity, how
global marketing, global finance and the global financial system operates.58

But moving people around can be expensive and disruptive and there is some
debate as to whether working in other countries is a necessary experience
for everyone.

“It is about learning a cross-cultural empathy. Some people don’t need a
stint in another country but what they do need is to learn how to manage
operational systems more effectively – and if that experience can only be
gained by working with a team which is in another country, then consider a
move overseas.” Laurence Barrett, Director of Group Resourcing and
Development, Prudential

…through global relationships
Some companies encourage activities outside of work to help instil a more
global mindset.

“I have been talking to HR managers and some have been saying to me
that where they encounter somebody who has been to other countries,
for example, in their gap year or they have volunteered in an overseas country
– and it doesn’t matter for how long – the experience has actually developed
their awareness, particularly their cultural awareness, even though there may
well have been language problems. It has switched people on to a different
perspective. I don’t believe you can actually grasp that without the physical
sensations as well.” Philippa Dixon, Business Development Manager,
CCL HR Services

BT is a member of the 50 year old international twinning movement ‘Eurojumelages’,
which offers the opportunity for telecom and postal people across Europe to meet
and forge friendships and professional partnerships through exchange visits,
language courses and sporting events such as cycling and skiing. It now includes
many of the Eastern Block countries.

“We hope that some of the people who are in effect apprentices now in the
UK and France or Germany or Poland will grow up together. So that as they
progress through the organisation their networks will stay intact and their
grasp of cultural and business issues on a global level will be natural.”
Caroline Waters, Director of People and Policy, BT

Virtual interaction
clearly has an important
role to play in helping
build relationships
and awareness of
other cultures.

Some companies
encourage activities
outside of work to
help instil a more
global mindset.
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A local-global operating model
Too many companies remain stuck to traditional operating models arranged
by geography that fail to recognise the dramatic differences in market
opportunities, needs and management challenges. Successful companies
will increasingly be segmented by value creation, not geography.59 ‘The Rise
of the Multi-Polar World’, Accenture

In Part 2 we highlighted that concentrations of skills are being developed in some
countries and localities, and companies are making a strategic decision to take
advantage of this by locating parts of their operations there to create centres
of expertise.

These centres are not only well placed to serve local markets but also provide the
platform for delivering products and services to markets across the world – creating
a local-global operating model. Some examples of what companies are doing are:

BT is planning new research and technology hubs in China. A Technology
and Service Centre based in Dalian and a Research & Development Centre
based in Shanghai. This underscores the importance of China as a key location
for R&D for many of the world’s largest companies. BT’s Dalian Technology
and Service Centre will provide software development as well as service
delivery and a variety of support services. China has a rich pool of software
professionals, particularly in areas including software development, integration
of software and hardware functionalities and the development of OSS/BSS
(Operational and Business Support Systems). The Dalian Centre will allow BT
to tap this pool of local software professionals in order to accelerate integration
testing and cut the product enhancement lifecycle in a cost efficient way. In
addition, many BT customers using local resources do not necessarily speak
English as their primary language. As a result, help desk support in the local
language is a key requirement.60

KPMG’s tax and audit services tend to be much more localised due to the
complexity and differences in legal frameworks of different countries, whereas
their business advisory services are global as their clients no longer want to be
advised on a country by country basis. They have also evolved their business
model to a combined group – KPMG Europe LLP.

GSK is changing the way they manage talent by establishing a centre of
excellence: “All the functions we used to call corporate HR are becoming
either a centre of excellence or a global shared service group. So for talent
management and strategic recruitment we are building a centre of excellence
which is based in the UK and managed out of the UK, but is a global centre
of excellence. We are taking a fresh look at how we identify, nurture, develop
and move talent. To talk about any one country is actually quite difficult for us
because we operate globally through regional and geographic divisions. So
the manufacturing sites in UK, for instance, are part of a global manufacturing
network. The R&D folks that sit in the UK are part of a global R&D network.
There are a number of commercial businesses that are UK based but are part
of European divisions.” David Jones, SVP, HR Transformation, GSK

These centres are not only
well placed to serve local
markets but also provide
the platform for delivering
products and services to
markets across the world.
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The collaboration between Lenovo and Ogilvy & Mather
Lenovo (the Chinese MNC in the personal computer business) and Ogilvy &
Mather (O&M – the advertising wing of the media group WPP), have moved
their marketing services to a global hub in Bangalore. A team of around
110 employees (30 representing Lenovo and 80 representing O&M) in this
marketing hub in India is connected to the marketing staff of Lenovo and
O&M in 60 countries around the globe.

This experiment challenges the traditional belief that branding and advertising
activities are best addressed at each local market and location. These
activities were always considered country and/or culture-specific. The
Lenovo experiment shows that branding and advertising activities can be
disaggregated and that all elements need not be culture-specific. In fact,
some of the culture-specific activities may be better executed from a central
hub in a remote location based on the collective knowledge and access to
talent. Further, this approach may reduce the redundancy and wastage of
creative effort.

This concept of a central hub for marketing and branding activities
emerged as Lenovo was faced with redundancy in processes and activities
across the global operations that it inherited from IBM. The key skills in
a typical branding and advertising campaign involve strategic planners,
client relationship managers, and the creative team that brings new ideas.
In the case of Lenovo, these skills were distributed and duplicated globally
(a legacy of its acquisition of the PC business from IBM).

The company consequently centralised these activities in its hub in Bangalore
and established discipline in workflows and business processes through
appropriate systems. A request for creative work from Paris thus is forwarded
to the group in India working on the European market.

Once completed, the work is submitted to Paris or London for a local creative
director to review and send back for improvements if needed. All the work
activities in the hub related to every project are tracked (including the time
spent in creative activities).

Employees at this central hub are encouraged to build their knowledge
base on the global markets they are working on. Senior executives of
Lenovo and O&M periodically visit this central hub to facilitate in building
this knowledge. Account executives from the hub are also expected to travel
across geographies and bring in their collective learning on various markets
and activities to the hub.

Poran Malani, President of Ogilvy & Mather in Bangalore endorses the
success of this collaborative venture and believes that “The model of building
a global communications hub in Bangalore has proven itself to be remarkably
successful, so much so that the business with the client has increased and is
generating more inquiries from other companies. This proves that ‘global’
does not have to emanate from the West all the time.”
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Managing a global talent pipeline
So far we have discussed the first two elements of developing a talent for being
global – developing a global mindset and the local-global operating model.

This section focuses on the last element – managing a global talent pipeline.

Part of having ‘a talent for being global’ is to search for talent globally, develop
existing and future talent and manage talent well on a global basis.

To do that, we have used the talentmap framework. Talentmap is a business-led
initiative, driven by the need to encourage businesses to do more to develop
talent and skills to remain competitive in the new global economy. It was created
by an extensive UK-wide coalition of employers, governments and brokers, and
championed by Sir Mike Rake as Chair of the UK Commission for Employment
and Skills. The coalition, initially convened by Business in the Community and the
Talent & Enterprise Taskforce, worked together to capture in a simple framework
all the different ways in which an employer can support the development of
talent in their people. It sets out to help employers navigate the complexity of the
education, employment and skills landscape in the UK – and so is now both a
simple framework which acts as a tool to help employers develop their talent plan,
and an online search tool that helps to access the publicly funded help and support
that is out there.

At the headline level, the talentmap framework comprises five key themes and these
have been used as the structure for the examples which demonstrate the range of
activities some leading businesses are undertaking to ensure they make the most of
their people.

Talentmap is a business-led
initiative, driven by the need
to encourage businesses
to do more to develop
talent and skills to remain
competitive in the new
global economy.
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Develop your people

Developing leaders
“Tomorrow’s leaders will understand the triple context. And that means they
will lead with sustainability front of mind and in new ways. They will appreciate
that talent is abundant and takes many forms. They will care about developing
all the talent in the organisation.” ‘Tomorrow’s Global Talent’

“Leaders influenced by principles of corporate sustainability are role models
who lead by example and develop motivational means to inspire employees
and other stakeholders in order to give business a lasting competitive edge.”
Tata Corporate Sustainability Leadership Profile 61

Developing a talent for being global requires leadership at all levels. The key thing
is to ensure that the leadership programmes being developed are relevant to
tomorrow’s challenges, and not just today’s. Business leaders will need to have
a global mindset, be able to make sense of the constant changes taking place
and use these to create value for their companies.

Tomorrow’s Company has explored the skills and attributes that tomorrow’s global
leaders will need extensively in previous reports – ‘Tomorrow’s Global Talent: How
will leading global companies create value through people?’ and ‘Tomorrow’s Global
Company: challenges and choices’.

We are also working with Ashridge Business School as a diffusion partner for their
report ‘Developing the Global Leader of Tomorrow’ so that in partnership – and with
Heidrick & Struggles and others – we can most effectively explore the relationship
between Tomorrow’s Global Talent and Leaders.

The findings from the Ashridge study are presented later in the report as a starting
point for discussion.

Making the best use of local leadership
As companies become more global and grow through mergers and acquisitions,
they need to find a balance between retaining the existing management talent in
businesses they have acquired, and bringing in their own. Companies, especially
those from the BRIC economies, try wherever possible to make the best use of local
leadership – and also take advantage of the opportunity being afforded to access a
different pool of expertise from what they have been able to in the past.

Mahindra and Mahindra, for instance, retains existing management as far
as possible:

“The Top Management structure of our acquired companies in Germany, Italy,
UK etc have virtually all been retained, as we have found the top teams to be
competent and completely conversant with the local markets and competition.
Besides they appreciate and understand the regulatory compliances
applicable to the country. In any event, they form part of the Global Talent
Pool of the Mahindra Group and hence, are all liable for rotations across
geographies and businesses depending upon organisational needs and
their own respective competencies.” Allen Sequira, Senior VP, HR and
Management Development, Mahindra and Mahindra

Rosabeth Moss-Kanter undertook a three-year study looking at a dozen successful
acquisitions in various global companies, which involved more than 350 interviews in
20 countries. She observed that these companies are beginning to think in a new
collaborative way when it comes to mergers and acquisitions.

Business leaders will need
to have a global mindset
and be able to make sense
of the constant changes
taking place.

Companies, especially
those from the BRIC
economies try wherever
possible to make the best
use of local leadership.
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“Whether integrating giant enterprises across many countries or putting
two small offices together in one location, they do not act like conquerors
sending out occupying armies. Instead, they act like welcoming hosts and
eager learners… No matter how compelling the short-term economics, a
deal is never a bargain if you emphasise just the financial aspects of the
transaction. You’ll create real value only if you attend with equal zeal to the
integration of talent.” 62

Mentoring for development and engagement
One of the important roles that leaders can play is to act as mentors. Mentoring has
always played an important role in helping to develop people – both mentor and
mentee. What is becoming increasingly well recognised is that mentoring can also
play an important part in engaging people and keeping them motivated:

“We are doing some interesting work focused on B Players. These are the
backbone of the organisation who contribute so much to the organisation
and yet the tendency may be to give attention to the top players, known
as the high-pos, or those with the least potential – the lo-pos, lowest. The
B Players can get taken for granted and very often are alienated within the
system. They are the people with the core skill sets, not to move up vertically
but certainly horizontally.

Since they have the skill sets, they can act as mentors to people. They can
go to certain roles where their technical prowess can be better utilised and
finally they can be given recognition. We have formed a cross-functional
team within the company of HR and business specialists to map out different
B Player roles and to find out what interventions we can make to ensure that
these people don’t feel alienated and that we give them the recognition they
deserve.” Allen Sequeira, Sr. VP HR and Management Development, Mahindra
and Mahindra

Developing mature talent
Some companies have chosen to focus on growing their own talent, especially
through apprenticeship schemes.

The Marshall Group, which is headquartered in Cambridge, UK, runs its own
adult apprenticeship programme. The programme was started about 10 to 15
years ago when they were desperately short of people. It is aimed at people
who have got to a different stage of their life when they know what they want
to do: “If, for example, you are going to put in a rivet in an aerospace company
it’s got to be done right. You simply can’t have a sloppy Friday rivet. Too many
mistakes could potentially be made by unmotivated people who don’t really
know what their job means – they have drifted into doing an apprenticeship
but are now thinking that what they really want to do is computing!” Robert
Marshall, Group Development Director, Marshall Group of Companies 63

Growing your own talent
The Apprenticeship Awards run by the National Apprenticeship Service
aim to honour and celebrate England’s apprentices, old and new, and their
employers.64 Details of what some of the organisations involved are doing is
shown overleaf.

What is becoming
increasingly well
recognised is that
mentoring can also
play an important part
in engaging people and
keeping them motivated.
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Growing your own talent through apprenticeships
Tube Lines Limited was the 2009 winner in the large company category. It
is the second largest employer of apprentices in London, with the intake for
2009 growing by 19 percent. In 2005, Tube Lines invested £10 million in a
specialist Skills Training Centre in Stratford and continues to encourage and
nurture young talent through its highly respected four year Apprenticeship
programme and proactively recruit under-represented groups within
engineering, such as females and ethnic minority groups.

Apprentices are highly valued at Bentley Motors Limited. So much so
that a member of the board acts as apprentice ambassador to ensure that
recruitment and development of apprentices is high on the business agenda.
Every apprentice on Bentley’s scheme is required to undertake activities for
local charities. These activities not only help to build team working skills
but also raise the company’s profile in the community, in turn increasing
applications to the Apprenticeship programme.

Premier Foods is the UK’s largest food manufacturer producing some of the
country’s leading brand names. Apprenticeships have been a cornerstone
of the company’s training programme since 2007. Their investment in its
apprentices has allowed them to develop skilled staff from within, recognising
and rewarding potential through promotion. This in turn has increased the
numbers of employees wishing to undertake an apprenticeship.

Ford Masters Apprenticeship Programme is a challenging 3 year
programme that combines hands-on workshop training with block release
for college training and study. Not only are apprentices trained to the
standards set by Automotive Skills Limited, the Sector Skills council for the
Motor Industry, the apprenticeship also leads to an Advanced Apprenticeship
qualification – a nationally recognised qualification. There is a particular
focus on apprenticeships for women with female mentors appointed to
work with all of their female learners.

KPMG’s A level Trainee Programme is an alternative to university. It
provides the option to start a career with real responsibility and long-term
potential straight after A levels. In addition to the salary and benefits package
the programme provides the opportunity for international secondments. The
programme means that apprentices are also studying for a world recognised
professional qualification.

NHS UK and its bodies employ 1500 apprentices all over the UK. It has
announced that NHS organisations will receive a total of £25 million to
create 5,000 new NHS apprenticeships by March 2010 as part of the Prime
Minister’s commitment made in February 2009 to increase the number of
apprenticeships by 21,000 across the public sector, expanding and
strengthening apprenticeships as a mainstream option for young people
and adults alike. New NHS apprenticeships will get real ‘on the job’
experience while improving their qualifications and contributing to the NHS
workforce. Apprenticeships will include clinical support roles such as dental
nurses and pharmacy support workers, and non-clinical roles such as IT
support, estates and facilities management and catering.
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Developing the Global Leader of Tomorrow
The 2008 report ‘Developing the Global Leader of Tomorrow’, led by Ashridge
Business School, brought together many of the world’s leading business
schools to review the content and curriculum for business schools of the
future. It identifies three broad clusters of important knowledge and skills
from their research amongst CEOs and senior executives.

1. Context: the ability to identify relevant social and environmental trends
and their business implications and understand how to factor these into
strategic decision-making to respond appropriately.

2. Complexity: the ability to lead in the face of uncertainty, ambiguity
and disagreement.

3. Connectedness: the ability to understand the actors in the wider
political landscape and to engage and build effective relationships with
new kinds of external partners – for different businesses this can mean
regulators, competitors, NGOs or local communities.65

These are complex skills to develop and nurture. They require different
approaches than those traditionally used in business schools.

In the Ashridge research a clear performance gap was identified – 62% of
the senior executives surveyed thought that it was important that business
schools develop these competencies and skills through the mainstream
education and training they deliver, but only 8% believe business schools
are currently doing this very effectively.

CONTEXT

COMPLEXITY

CONNECTEDNESS
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Find new people

Creating a more diverse talent pool
In the search for particular skills and abilities and to ensure that the make up of their
workforce better reflects their customer base and the communities in which they
operate, companies are both:

• broadening their search to find different types of people

• broadening their search geographically.

BT has developed a very broad talent pool by establishing a series of ecosystems
of niche providers of people that ‘reach out’ into different communities. For example,
with regard to disability they have 37/38 organisations who represent people from
different communities. They also have built a second ecosystem of organisations
representing different nationalities and groups, such as Bangladeshi women,
for example.

To ensure that they have a truly global workforce and leadership, as our case
study shows, Prudential set up ‘The Momentum Programme’ specifically aimed at
reaching experienced people in all parts of the world. It uses a range of approaches
to do this – most being web-based such as press ads, banner ads, social media and
its own website (see opposite).

Looking for ‘soft skills’
Many of the companies we interviewed placed a high value on ‘softer’ skills. Skills
such as interpersonal skills and social intelligence coupled with drive and ambition.
They took the view that it is possible to ‘bolt on’ technical expertise. Clearly, for
some jobs in certain industry sectors, specialist technical and STEM skills remain
important but a balance between soft and hard skills is still sought.

“We look at the ability to deal with ambiguity and a strategic perspective. We
look at identity and purpose; Why do you do what you do and how much
effort are you prepared to put in? The final thing we look at then is the shaping
skills, the ability to influence, to create the world that you want.” Laurence
Barrett, Director of Group Resourcing and Development, Prudential

“Many times when we look for experienced hires we look for deep functional
skills or deep industry skills. Generally we are looking for one or the other. If
somebody comes in postgraduate then they’ll sometimes have both and we’ll
have a clear view of the type of role they would be going into. They need to
have all of the communication and problem-solving skills and they need to
bring something to the table which is relevant to our clients – a specific set
of skills.” David Thomlinson, UK Managing Director, Accenture 66

For some jobs in certain
industry sectors, specialist
technical and STEM skills
remain important but a
balance between soft and
hard skills is still sought.
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The Momentum Programme
Prudential

“What we’ve done is to fish in the broadest possible pond. We want
people with some work experience, (two to four years), good English
language skills and a demonstrable track record of performance and
potential. We will create links with other programmes to help them
extend their network within our business, and thus maintain a global
perspective. If you expose them to the right people you create the right
network. This is how you get people ringing people at work saying
“why don’t you come and work for me on this?” And so the network
broadens.” Laurence Barrett, Director of Group Resourcing and
Development, Prudential

Prudential began life 160 years ago as a UK domestic life insurance company.
Today they are an international business, with profits from rapidly-growing
businesses in Asia and the US outweighing those of our UK insurance
operation. In 2008, over three quarters of new business profits came from
outside the UK.

A Group-wide initiative, ‘Momentum’, was launched in 2007 to identify and
seek out high potential individuals early in their careers and provide them
with opportunities to develop the skills needed to manage an international
business. The programme targets experienced candidates externally, all over
the world, reaching them through press ads, banner ads, social media and
Prudential website.

The Momentum Programme is not a traditional, structured programme with
the first five years mapped out in detail. It is designed to give candidates the
work experiences that will help them reach Prudential’s Group Leadership
team in 10-15 years. They spend 18 months to two years in the first role
on the Momentum Programme, after which they could transfer to a new
business unit or function, possibly accompanied by a promotion or increased
responsibility. They will have a further two moves to other parts of the Group.
The opportunities unfold with individual motivation and performance, as well
as needs of the company.

The area of business the candidate enters depends on their career
experience. Momentees could take up a role within Commercial Management,
HR, Finance, Internal Audit and Communications. They will have up to three
different roles across the Group before moving on to senior management
positions. These roles may be cross-business or cross-function, depending
on the opportunities they create for themselves, as well as the needs of
the business.

The benefits of the programme are that candidates can immerse themselves
in a different business context, with its own markets, customers and way of
working, and so be able to offer a fresh perspective on Prudential’s local
operations on the other side of the globe. Not only that, they can keep an
eye on the Group’s business as a whole, with a global network of peers
created with their fellow Momentees, as well as unrestricted access to senior
management. The idea is that this cultural change, combined with their ability
to see the business from a global and local perspective, and their powerful
people networks, will result in the best equipped future leaders Prudential
could hope for.
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Filling skills gaps
Those who are close to traditional retirement age or retired are still important sources
of talent – especially where a skills gap appears or is looming.

National Grid is facing a potential shortage of skilled engineers as a
significant number may be retiring in the next five years while there are
insufficient engineers coming through the educational system. They are
therefore considering how best to retain these skills “We are exploring
offering them several alternatives taking into consideration compensation,
current work schedules, personal preferences, etc. An alternative might be
for them to work part time so they can choose a flexible working arrangement
that works better for them personally, while keeping on their same role if
possible. We are also exploring offering them the opportunity to change roles
and become professional mentors for entry level groups – mentors in terms of
their technical and leadership expertise. In this scenario, they would be doing
something that is very important for National Grid, but very different from the
roles they were doing before. It is a win-win alternative, with an in-house
transfer of their knowledge and expertise while they could extend their
contribution in a very different setting.” Dr. Stella Estevez, Global Head of
Talent and Resourcing, National Grid 67

GSK is one of the makers of antivirals for Bird Flu and H1N1 Swine Flu. The
bird flu antiviral had not been manufactured for nearly 5 years when Bird Flu
first struck. Production lines had been decommissioned because of lack of
demand, and many of the people who knew how to make the product had
retired or left the company. When faced with a sudden global demand
they re-opened production lines around the world. Because of the ageing
population, part of the search for future skills now includes those who may
be close to traditional retirement age or retired – “We had to go and find the
expertise we had lost and search for people who knew how to manufacture
the product. In some cases this meant re-engaging staff who had left.”
David Jones, SVP, HR Transformation, GSK 68

Network Rail is supporting the British engineers, technicians and project
managers of the future through its graduate scheme and sponsored the MSc
in Project Management at The University of Warwick and University College
London (UCL).69 This was presumably driven by a growing concern about the
future availability of project managers. The MSc provides the chance to work
on some of the largest and most complex projects in the UK. The programme
lasts a year and Network Rail pays all tuition fees and accommodation along
with a £5,000 bursary. They also guarantee a career on successful completion
in Infrastructure Investment or Information Management.70

Finding new skills for new jobs
Finding people to fill existing jobs is only one dimension. The speed of change and
developments in technology results in some skills and jobs disappearing and new
jobs appearing which require a mixture of skills not seen before.

“The type of technical expertise that we need in our manufacturing business
has changed quite dramatically over the last five to ten years because R&D
have invented new patient delivery systems for our drugs that aren’t pills. Now
the research scientists invent infusions through the skin, powders that you
spray on the back of your throat, liquids that you spray through a device into
your mouth. From a manufacturing point of view, those new technologies
need a very different technical base. So we now need to recruit skills like
‘chemomatricians’, who are basically chemical engineers who have an
understanding of statistics.

Those who are close to
traditional retirement age
or retired are still important
sources of talent.

The speed of change
and developments in
technology results in some
skills and jobs disappearing
and new jobs appearing
which require a mixture
of skills not seen before.
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We also need people who are world class experts in, for instance, powder
technology, world class experts in moving, spraying, mixing liquids etc.
We don’t find those in our traditional recruiting grounds of big pharma so
we’ve had to look in very different business sectors. We have recruited
world class experts in powder technologies out of P&G. We have looked in
the petrochemicals industry for people who know how to stir, mix, and spray
liquids. So not only have we got a shortage of the old skills – the chemical
engineers, process engineers, coming out of UK universities – we also have a
requirement for very different new technical skill sets which we have to search
globally for and go into different industry sectors to find them.” David Jones,
SVP, HR Transformation, GSK

Improve performance
‘Improve performance’ highlights the link between the people, processes and
policies – and therefore the performance and competitiveness of the business
as a whole, rather than the employees individually. It covers issues such as
performance management systems to process improvement and productivity –
right through the management of the supply chain. In this report, we have focused
on the workforce planning aspects. One area that comes up is restructuring
imaginatively during recessionary times. For instance, KPMG UK asked its 11,000
British staff to volunteer for sabbaticals of between four and twelve weeks on
30 percent pay or move to a four-day week as an attempt to avoid a company-wide
redundancy programme.

Managing performance
The hunt for new skills in new places and new generations demands more complex
workforce planning than ever before and on a global basis. This discipline has been
around for several decades but has had a recent resurgence because of the intensity
of competition and speed of change in the business environment and changes in
demographics. In one of the largest workforce planning studies ever conducted,
produced by Infohrm in 2009, which specialises in workforce planning, reporting
and analytics solutions, almost fifty percent of the 780 respondents expect their
investment in workforce planning to increase across the next 12 months.71

Founded in 1909, the Marshall Group operates worldwide in the fields of
aerospace and military vehicle engineering and design together with over
40 franchised automotive dealerships in the UK. The motor industry is a very
mature industry with very tight margins, and to ensure that the company
makes a profit, it is important to get people of different intellectual abilities
to give consistent customer service and attention. This cannot be achieved
by mechanistic process alone but needs emotional engagement with the
customer. There are rigorous feedback mechanisms in place which enable
the franchise and the manufacturer to rate the level of service provided,
known as customer satisfaction index, which Marshall uses to help assess
their sales staff and their customer service teams. Robert Marshall, the Group
Development Director, says “there are processes in place that ensure a
satisfactory and consistent customer service but there is an extra factor – you
feel good yourself if you have provided a customer with outstanding service.
Some of it goes back to the old adage that ‘you hire for the attitude and train
for the ability, and we do just that’”.

The TCS case study overleaf highlights how one company has dealt with the
challenge of building a system to manage talent effectively across the world, and
how this fits with their business planning processes.

The hunt for new skills
in new places and new
generations demands more
complex workforce planning
than ever before and on
a global basis.
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A global talent system for global talent management
Tata Consultancy Services

TCS strives for continuous innovation and to stay ahead of the curve, its
‘employees are expected to be flexible, mobile, and dynamic.’ 72

With cutting edge technology being at the core of TCS’ business, and to
underpin the global mobility of their talent, HR and talent management
practices within TCS have been revamped and digitised to suit the agile
organisation. It has developed a proprietary organisational database, which
captures the skills, competencies, and attributes along with the current
projects being worked on for the 140,000+ strong global workforce. This
has been developed by the in-house team taking into consideration the
organisation’s specific needs.

Along with skills and competencies, this database also includes an individual’s
past and present roles, competencies and a record of their performance.
The system provides a platform through which an employee can be assessed
based on competencies. By mapping this assessment against the individual’s
aspirations, the employee is given learning recommendations, constant
guidance and mentoring from managers along with access to various training
and certification programmes. “The whole idea here is to learn, share and
grow.” A key focus for TCS is to ensure that all employees are always
engaged in a project. The database is an essential part of achieving this “if at
any point of time TCS has to figure out how many project managers can be
made available, then we know at the click of a button who is available – along
with their skills and competencies.”

TCS uses the Robert Kaplan balanced scorecard approach as their
performance management system, which they have modified to suit their
organisational needs. There are four categories in this system – financial
performance, customer satisfaction, understanding of the internal business
and personal learning and development. The system covers the specific
goals and roles necessary to achieve the organisation’s objectives and
the attributes needed for every role. The competencies and attributes for
every role are accessible to every TCS employee. The system allows an
employee to self-assess against the competencies or the option to be
assessed by a supervisor, a peer or ‘the organisational gurus’ who provide
expert assessment. This assessment process happens every six months for
every employee.

There is a dedicated function in the company which identifies new
assignments for people prior to their current project ending. This function,
called the Resource Management Group (RMG), is an integral part of the
HR function. Whilst the process is IT enabled, the focus is on ensuring that
the right skills, competencies and most importantly career aspirations are
matched to the requirements of a project, to ensure mutual benefit to the
company and its employees. The RMG is therefore constantly in touch with
the business and its people at every level. It is common practice for TCS
to advertise all job openings internally through a globally accessible tool
called ‘ExOp’ (Exciting Opportunities). A significant amount of workforce
management is done through this system and this enables the RMG to
understand the nature and career aspirations of the varied workforce and to
“keep the conversations going” between the employees, and HR function.
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Engage with education
In the 2009 report by the CBI, it was found that 70 percent of employers have links
with secondary schools to nurture the skills of the next generation, and partnerships
with universities are becoming increasingly common.73 Many of the companies we
interviewed have formed strong links with the education sector to help give young
people insights into the world of work, and help ensure that the pipeline of skills they
need for the future is being created. They also regard their involvement as good for
the development of their employees, and value the contribution to society they can
make through such schemes. These are just a few examples:

TCS: They are involved in a range of programmes, including ‘Wings of Hope’,
which provides free education in developing countries to children living in
poverty, orphaned or separated from their families; ‘The Prime Minister’s Global
Fellowship’, which offers 100 school and college leavers the opportunity to
experience first-hand the social, economic and environmental impacts of
globalisation and equips them to share their experience with others; and with
‘e-skills UK’ by the Sector Skills Council for Business and Information
Technology. “We did a course for Stepney Football Club Academy in Tower
Hamlets, taking the students to India to the Tata Sport Centre. It is good to
interact with people of that age and if we can influence them through some of
our role models in the organisation, then we are contributing to the society as
well.” Nupur Singh, Head of HR, Tata Consultancy Services (UK & IR)

GSK: ‘At Work with Science’ presents work-related learning in the context
of how science is used in the pharmaceutical industry. It has a wealth of
information about ‘how science works’ to support GCSE and Applied
Science courses. The various modules range from job application skills, to
team working and enterprise activities together with virtual visits to chemistry
laboratories and a chemical plant.74

National Grid: ‘School Power’ programme encourages its engineers to
volunteer in schools, to talk about the profession and the impact of what
they do. It aims to inspire and engage young people and excite the inventors,
engineers, technologists and scientists of the future. Their ‘Imagineering’
programme helps kids learn about engineering through fun activities and
they are partnering with STEMNET to roll out a national programme of after
school clubs focusing on science and technology.75

Rolls-Royce: More than 200 Rolls-Royce employees are registered as
school governors. The Rolls-Royce Governors Fund enables these employee
governors to apply for grants of up to £1,000 to implement a school project to
support learning in the areas of engineering, science or technology. More than
30 senior managers have also joined the ‘Partners in Leadership’ programme
which is a UK-wide co-mentoring scheme that pairs head teachers with
business leaders to share management experience and broaden their
leadership skills.76
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Support your industry
Increasingly, there are new ways emerging for companies to extend the reach
of their priorities on talent management, to support their industry as a whole.
For example, ensuring that the skills agenda responds to real industry needs
is part of the remit of the UK Sector Skills Councils (SSCs), employer-driven
organisations now covering 90 percent of the UK workforce and supported by
all the major political parties.

Accrediting in-company training is a recently established way for companies
to certify the skills that their people have developed, by offering an externally
recognised qualification that people can take from job-to-job.

McDonald’s offers its own nationally recognised qualifications which
have been approved by the Qualifications and Curriculum Development
Agency (QCDA) to develop courses up to the equivalent of A-level standard.
It offers a ‘basic shift manager’ course, training staff in skills such as human
resources and marketing. David Fairhurst, senior vice-president and chief
people officer from McDonald’s, said it was “an important and exciting step”
for the company – “We want to ensure that our approach to recruitment,
training, and development continues to create real opportunities for
social mobility”.77

Many leading companies recognise that developing the skills for their sector as a
whole not just in their company creates mutual benefit – there is a shared purpose.

National Grid: Work Experience – Together with the Royal Academy of
Engineering, National Grid is developing and implementing a blueprint for best
practice for engineering work experience placements. This will be made
available to power companies and other engineering businesses. They are
committed to developing and offering 100 work experience placements every
year, over the next 3 years, and are also implementing a mentoring and
coaching programme aimed at teachers and careers advisors. Steve Holliday,
Chief Executive of National Grid said: “National Grid sits at the heart of the
challenges of climate change, security of supply, and affordability of energy in
the UK. We need lots of very clever people who can make things happen and
think outside the box to create a different world in the future. National Grid is
investing in a long-term strategy to raise the aspiration levels of young people,
their parents and teachers and encourage a career in engineering. The energy
industry is changing and it’s vital we have the right people to deliver the new
technologies required for the future. But to do this, we must inspire and
engage tomorrow’s engineers today”.78

IDEA Federated Apprenticeship Scheme – Launched by the Prime Minister
during National Apprenticeship Week, the IDEA Federated Apprenticeship
Scheme offers young adults employed by SMEs in the East of England
the chance to achieve a qualification in the broad field of information
communication technology (ICT). The federation of resources and opportunities
across companies reduces the barriers for small companies to take on
apprentices. The apprentices benefit by acquiring business-relevant ICT skills,
as well as improving their employability. The scheme is open to apprentices
aged 16+ from a wide range of small businesses that use information
technology to differentiate their business.

Innovation for the Digital Economic Age (IDEA), a joint venture between BT,
University College London, University of East Anglia, University of Essex,
University Campus Suffolk, Suffolk New College and Cisco is a new
organisation formed to collaborate on innovative skills development in the
Eastern region. So far 27 apprentices in two cohorts have been enrolled
and inducted onto the apprenticeship scheme.79

Many leading companies
recognise that developing
the skills for their sector
as a whole not just in
their company creates
mutual benefit.
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The talentmap framework
Talentmap brings together into a single framework all the various aspects of how an
employer can intervene to recognise, develop and apply talent in an individual, from
education throughout their working life.

• Therefore, in totality it offers a number of the components which can be
put together by companies to help them build their own talent plan. As a
framework, it can serve employers large and small, in all sectors, and in the
private or public sectors. Indeed, the framework could be applied to talent
planning for the UK as a whole

• It is informed by the core concept that talent is abundant; because it is based
on the premise that talent management must encompass all forms of talent
and skill – and at all levels in the company, in order to use the resource which
people represent to its maximum

• It was brought into being by the need to focus on talent and skill as the raw
material of the UK in a new global age. As Sir Mike Rake and other business
leaders put it in an open letter to the media: ‘The time is now…’

Talentmap brings together
into a single framework all
the various aspects of how
an employer can intervene
to recognise, develop and
apply talent in an individual.
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This report has explored some of the challenges for UK companies when they move
to being global, and especially what that means for its people.

What follows is the story of the journey that one of the companies we interviewed,
Rolls-Royce, has taken from being a UK centric company to one that is now centre
stage in a globalised world.

It is not the only story of this type that we have heard but for us it epitomised
so much of what we have discussed in this report.

A global journey
Rolls-Royce

In 1884 Henry Royce started an electrical and engineering business and in
1904 built his first car. In that same year he met Charles Rolls, owner of an
early motorcar dealership. They entered into a partnership whereby Rolls
would sell Royce’s cars exclusively, and the cars would be badged as Rolls-
Royce cars. 

In 1906 Rolls-Royce Ltd was founded. During the First World War the
company began to make aircraft engines and by the 1920’s aircraft engines
accounted for the greater part of the company’s business. Royce’s last design
was the Merlin engine (1935) which subsequently powered many of the most
successful British warplanes in the Second World War – the Hurricane,
Spitfire, Mosquito, as well as the US fighter plane, the Mustang. 

In the period after the war the company began producing turbo prop and jet
engines, including the Olympus which powered Concorde. It also began to
manufacture diesel engines for locomotives and other applications.

In 1971 financial difficulties led to the company being nationalised and in
1973 the famous motorcar business was floated off to become Rolls-Royce
Motors plc. The company was privatised in 1987. 

Over this period and since, Rolls-Royce has moved with increasing
momentum to becoming a truly global company. Rolls-Royce remains
headquartered in the UK and has significant operations across the country
but also now has manufacturing and servicing operations in 50 countries
and a wholly global supply chain.

Today (2009) it has an order book of £57.5bn and annual sales in excess
of £9bn. It employs 39,000 people worldwide and has businesses
headquartered in China, US, Canada, Germany, Scandinavia and Singapore.
Research and development, on which Rolls-Royce invested £886m in 2008,
is carried out in facilities in the UK, Germany, Italy, Singapore, Japan, the US
and Scandinavia, with particularly strong relationships with the 28 universities
where there are Rolls-Royce University Technology Centres.

continued opposite…
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For Rolls-Royce today, the way it looks at and manages talent is seen as
critical to its success. In the words of Tom Brown, the company’s HR director:

“It’s an organisation that’s been on a journey for some time – from being
a British aerospace company which did some business overseas to
becoming a global power systems company that just happens to be based
in London. The pace at which we are making the journey has accelerated
over the last couple of years and it has brought about a whole new mindset
around people.

In the past, we took a multi-insular approach to doing business overseas.
Today we are not just an aerospace company; we are a global power
systems company, active in Marine, Energy and Civil Nuclear, as well as
Civil and Defence Aerospace, which means that multi-insular approach is
no longer valid.

With over 40 percent of our order book deriving from customers in Asia,
we have no option. This is part of our strategic footprint now. So building
a global talent base is not a nice to do, it’s an absolute imperative.

This mega shift in who we are necessitates that we operate differently, that we
have optionality as to where we do business, hence our decision to build new
facilities in Singapore and in the US. It also means however, four new facilities
in the UK which will be built between now and the middle of this new decade.

People have become a corporate priority just as much as engine
programmes. Rolls-Royce builds power systems. The HR team is building
another power system – the one which provides the energy to create the
global power systems company – our people. 

A global supply chain is an absolute necessity for our success:

Our supply chain is very important as up to 70% of what goes into our latest
aero engine family comes from the supply chain. Building the people ‘power
system’ is absolutely no different. We have a global people supply chain,
through universities, MBA schools and search. Our programmes are run on
a global basis.

This shift is also embodied in the company’s approach to leadership
development. ‘What we’ve done over the last few years is to introduce new
programmes. For example, we have a programme for our high potentials
called ‘Tuck 2020’. We work with Tuck and three other global companies –
Colgate Palmolive, John Deere and Corning in a year long programme during
which the participants work on team projects assigned by their executive
team. They come together 3 times a year to share progress and debate ideas,
led by the Tuck faculty. The cities in which they meet are always in different
regions of the world (the last programme met in Hanover, Chennai and
Beijing) so the global element is established immediately.

I sponsored the last Tuck programme and gave them their project, which was
‘How does Rolls-Royce truly become global within the next five years?’ 

continued overleaf…
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They defined being global as accessing global markets, accessing the best
resources, including people globally and operating effectively with a global
mindset. It was on this last dimension the team saw we needed to focus and
their recommendations are being incorporated into a number of our
approaches to people development.”

Rolls-Royce has also long been a major player in apprenticeships and has
been training people to design and manufacture its highly complex products
for more than 100 years. The commitment runs deep; above and beyond
teaching the ‘hard’ skills of engineering, apprentices are developed in a fully-
rounded way. Rolls-Royce’s reputation for excellence in all it does means
its apprenticeships are, and have always been, highly sought after. More than
30 percent of senior managers started as apprentices with the business.
Compared to a national average in engineering of 65 percent, Rolls-Royce
retains 98 percent of its apprentices. 

Steve Logan, Vice Principal of Derby College, said: “It is hard to overstate
the outstanding commitment to apprenticeship training demonstrated by
Rolls-Royce. Their long-term investment and commitment to high-quality
apprenticeship programmes has ensured they have remained world leaders.
In doing so, they have contributed tremendously to the economic prosperity
and reputation of the region.”

In order to drive home the message about global competitiveness, the
company conducts a series of storyboard sessions annually. Every single
employee goes to these storyboard sessions, which involve eight to ten
people standing up around a storyboard led by a senior manager and which
take the form of a conversation about the Group’s priorities and challenges.

Rolls-Royce has come a long way on the journey to create the global mindset
which is critical for success in today’s and tomorrow’s global economy. Too
many UK based companies are just starting on this journey.
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Over the centuries the sources of the prosperity of people in the UK have changed
several times. At one time based on the wool trade at home, coupled with the spoils
of seafaring exploits across the world, the basis of wealth creation moved on to the
slave trade, cotton textiles and the exploitation of a growing Empire. Then followed
the great surge of manufacturing in the Victorian era, founded on an abundance of
coal and leading to Britain becoming the ‘workshop of the world’.

This pre-eminence was increasingly challenged in the early twentieth century,
principally by the US and Germany. Up to the Second World War, the world’s
largest merchant shipping fleet was the UK’s chief source of foreign currency. Post-
war, new sources of wealth and employment included such modern industries as
pharmaceuticals, aviation and advertising. By the end of the twentieth century, it was
clear that the activities of the City of London were now a major creator of wealth.

Each of these changes in fortune was achieved through the inventiveness, creativity,
application, craftsmanship and entrepreneurship and all the many and varied talents
of the British people, supplemented by the skills and abilities of immigrants seeking
refuge and employment. That capability is required again.

Today the UK faces the challenge of an uncertain future. Global competition and
the rise of the emerging economies mean that the UK’s current sources of prosperity
are at risk. There is an ever greater need to adapt and change and to be able to
navigate uncertainty.

There are, however, three key differences between today’s imperative to adapt and
change and those of the past.

• The first difference is the timescale. The growth of the emerging economies
and changes in technology are proceeding at a pace which has been unknown
in the developed countries since the early days of the Industrial Revolution.
Developed countries are no longer setting the pace. It is being set by China,
India and others. The UK is not alone in having become accustomed to a more
gradual approach and this needs to be replaced by a greater sense of urgency

• The second difference is that in today’s world it is increasingly understood that
business success is dependent on the sustainability of the complex global
system and the interdependence of the economic, social and environmental
sub-systems – the triple context. The triple context does not just apply to
companies. The UK’s ability to create favourable conditions – economic, social
and environmental – will be a determining factor in its future ability to attract
and retain talent

• The last is that successful innovation is increasingly the result of collaboration
between competing companies across national borders – what Kanter calls
‘co-opetition’.

And it is by tapping into the talent they have access to, that companies and
countries will be able to innovate and steer their way to a sustainable and
successful future in this globalised and changing environment.

Leading companies understand that developing talent – for themselves and for the
sectors in which they operate – is at the heart of achieving sustainable success.
And by helping companies develop world-class skills and talent, the government
endeavours to ensure that the UK will continue to attract foreign investments in
‘talent-intensive’, high value-added sectors.

Global competition and
the rise of the emerging
economies mean that the
UK’s current sources of
prosperity are at risk.

It is by tapping into the
talent they have access
to, that companies and
countries will be able to
innovate and steer their
way to a sustainable and
successful future in this
globalised and changing
environment.



What does this all mean for UK companies?
The rules of future success are global – because the market place for products
and services and talent is global. We are witnessing what we have termed the
‘globalisation of value creation and talent’.

Companies that are able to attract, develop and retain talent of many kinds will be
the most successful. This means coming to terms with the harsh reality that the old
ways of thinking about talent are no longer fit for purpose – and may actually be
counter-productive. A new view of talent is needed – a view that talent is abundant.
Abundant in the sense that it is not a rare quality, but diverse and multifaceted;
something which everyone has, to some degree and in some form. And it is
abundant because there is an ever growing pool of global talent for companies
to work with, if they know how to unlock it.

But just having a view that talent is abundant is not enough. UK companies will have
to work harder to find and grow the talent they need, and look deeper and further to
uncover it.

To be successful in the future requires a ‘talent for being global’ – the assuredness
needed to operate successfully in a global and shifting context.

This is achieved by instilling a global mindset which companies can achieve through
embedding global values and work practices, leveraging global connectivity, giving
people global experience, and helping them build global relationships.

We are witnessing what
we have termed the
‘globalisation of value
creation and talent’.
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Increasingly, successful global companies are managing their operations through a
local-global operating model, building centres that can serve local markets while
also providing the platform for global delivery.

And they are increasingly managing their talent through a global talent pipeline –
seeking talent from the wider global pool and developing their people with a global
market in mind.

We have argued in this report that the UK’s history and deeply embedded
culture and mindset gives it a legacy that threatens to hold it back from seizing the
new opportunities presented – what we call a ‘fortress mentality’. Especially for
companies that do not yet directly touch the global markets, there is a tendency to
look inwards rather than outwards, to dwell on past achievements rather than future
opportunities which are global in nature.

Much is being done within the UK, both in the educational system and in
companies, to develop the latent talent of people of all ages and to improve
the skills of the workforce. However, these efforts may not be sufficient, given the
speed and scale of change taking place. Are the skills and aptitudes that will be
required in the future to succeed both locally and globally, and through competitive
collaboration, fully understood and being developed throughout education and
training and development? In particular, is enough effort being put into driving up
skill levels, since UK business will not be able to compete on price and low wages?

Is the development of the leaders that we need at all levels of our organisations,
global or local, private or public sector, based on what is needed today or what is
needed tomorrow?

Globally there is and will continue to be intense competition for talent. Within the
UK, however, it is in the interests of all companies, whether UK-based or foreign
owned to develop the nation’s talent and to contribute to the development of those
economic, social and environmental factors which make the UK an attractive place
to live and work.

The UK needs to remain attractive, both to companies based in the UK and those
that operate here, otherwise they will simply go and find their people elsewhere.
This is not just about retaining large global companies. Many SMEs are part of the
supply chains of larger companies, and the effects of such a withdrawal would be
felt very widely through the national and regional economies. The UK does not
offer sufficient scale or opportunity to survive simply by attracting investments from
overseas, although this will continue to play an important role. Rather, in an era in
which value will be continually co-created across boundaries, UK companies must
be active and confident participants, collaborating in creating value across borders.

All remnants of a legacy based on the fortress mentality need to be dispelled and
replaced by a new and shared sense of common purpose – that of reinventing the
UK economy to meet the challenge of playing our full part in the new global arena,
and building solid and dynamic foundations for the future.

Much is being done within
the UK, both in the
educational system and
in companies, to develop
the latent talent of people
of all ages and to improve
the skills of the workforce.

Within the UK, however, it
is in the interests of all
companies, whether UK-
based or foreign owned, to
develop the nation’s talent.

All remnants of 
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the fortress mentality 
need to be dispelled 
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new and shared sense
of common purpose.
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Appendix

The talentmapTM project
(http://www.uktalentmapproject.org.uk/)
The objective of talentmap is to enable MORE employers to DO MORE NOW
to develop the talent & skills that they need to sustain their current & future
competitiveness.

talentmap comprises five themes around which employers can engage with the
talent, employment and skills landscape.
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talentmap is:

• A simple framework to help employers understand & engage with the
education, employment and skills systems in the UK

• An interactive web tool which lets employers SEARCH for practical support
and funding, PLAN their activity in a joined up way and SHARE what they know
with colleagues, suppliers and others in the talentmap community.

By simplifying the system, employers will be able to:

• Create a bespoke skills development plan for their organisation and find out
quickly and easily what’s available to meets their needs

• Interrogate hundreds of other web resources simultaneously and have the
answers to their skills and employment questions appearing in one place

• Learn more about how the education, skills and employment systems fit
together and how they can get the best out of them

• See the current priorities in the education employment and skills landscape
and focus their activities to address them.
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