turbulent times

in Question

Best Practices and Emerging Thinking
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An interview with Brian Wilkerson, Watson Wyatt’s Global Director for Talent

S RECENT studies show, talent issues remain at

the forefront of business preoccupations in Asia

Pacific. For Hong Kong, ranked one of the top World
Cities™ and a global hub for talent and business, good Talent
Management is essential to business sustainability.

Q: What are the management trends in companies
investing in Human Capital in Hong Kong?

A: At the moment we are seeing clients make greater
investments in both their HR functions and in their human
resources — their people. There is an extremely high level
of interest in Talent Management in all of its aspects from
Strategic Workforce Planning and Strategic Recruitment
through to Succession Planning.

Q: Are Hong Kong businesses adopting Best
Practice principles? If not, how might they be
influenced to change their practices?

A: It seems that many organizations in Hong Kong are just
now starting to adopt best practices. The trend towards rising
turnover and increased worker scarcity will certainly drive
more to adopt best practices. In addition, more will adopt best
practices as they better understand the potential financial
returns from good people management practices.

Q: How are global human resource practices
influencing Hong Kong?

A: Like many other Asian countries, Hong Kong is looking
around the globe at best practices. However, rather than
just adopting wholesale what has been done in other places,
businesses in Hong Kong are looking at how they can adapt
it to their specific business environment.

Q: Did a crisis like SARS change the way Hong Kong
businesses manage their human resources? How has
this evolved since?

* MasterCard Global Centers of Commerce Study, New York 2008
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A: SARS changed not only the way Hong Kong business
manage their human resources, but also forced companies
around the globe to look at things differently. SARS was the
beginning of a movement to more closely integrate business
continuity planning with people planning. Businesses have
begun to look more closely at remote work strategies and
how they can maintain productivity in the face of travel bans,
etc. They have also begun to look at how they can maintain
operational continuity in the event of the unavailability

of key personnel for extended periods. The solutions

that companies are employing range from more formal
cross-training to more formalized knowledge capture and
documented contingency plans for operations disruption.

Q: Are local companies changing their practices from
the traditional Hong Kong business mentality?

A: The traditional Hong Kong business mentality, as far as
people are concerned, has tended to be “Work hard, work
long — but don't necessarily work smart!” We are seeing
Hong Kong companies trying to move away from a “‘Just do
what | tell you to do” mentality to giving their people greater
autonomy, asking them to be more creative and innovative and
expecting them to make decisions, rather than just waiting to
be told. To do this, people usually need to be coached into a
new way of thinking and working. Being the coach or being
coached is not easy for many people! This presents particular
challenges to businesses around their Strategic Recruitment,
Performance Management and Learning Management
systems. All of these elements need to be informed by the
business strategy and whatever models of leadership or work
place behaviour a company has in place.

Q: What are the strengths and weaknesses of
Hong Kong businesses in that regard?

A: Generally the workforce in Hong Kong shows a high level
of commitment and dedication to the business they work for.
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Centre: Brian Wilkerson, Global Director, Talent Management
Consulting, Watson Wyatt Worldwide; Left: Deirdre Lander,
Head of Human Capital Group, Watson Wyatt Hong Kong;
Right: Polly Lee (Z=1{Y), Senior Consultant, Watson Wyatt
Hong Kong

B 1R S RERAXEEMR

18 : A D FFHTHRMAMEE?
F:EBNETTINER—# EEFNERSHMMZ A “RESX
B % BENDLAEESFIHCERNKL NTXRH—EE
ATERERLINENTGE MAREEER T HERYEK -

B FRBHRXRBINFETNEEERUHANTREEERK?
Bultinf& R ?

Watson Wyatt Perspective | 20



leadership forum

This, of course, has both positive and negative consequences:
“stability” on one hand but the possibility of “stagnation” on the
other. In our increasingly global business world, decisions need to
be made faster and closer to the customer interface and sometimes
this is not helped when people have to wait to be told what to do.
Again, these changes in “mentality” are not easily achieved.

Q: What about China? How are companies managing
their talent and human resources?

A: China is a mixture of more traditional management
approaches and more innovative talent management practices.
Again, there is a strong focus on addressing scarcity of talent
and turnover. Some companies are trying to create best practices
models, but they are focusing on issues such as leadership
development, workforce planning, and succession planning in
addition to recruiting and retention.

Q: Where are they looking at in terms of

management models?

A: Like Hong Kong, China is looking globally at best practices, but
trying to adapt them to their particular business environment and
challenges. China is also looking closely at other rapidly growing
economies to see what challenges they have faced and how they
have addressed them. But there is a strong desire to find uniquely
Chinese solutions to their particular talent problems.

Q: Will China’s emerging market take the lead in

talent management?

A: The potential certainly exists for this outcome. As China looks
to the successes and failures of other companies and countries, it
has a chance to leapfrog others in its talent management practices.
It also has the opportunity to create its own innovations in the area
of talent management. For example, globally there is an emphasis
on linking company brand with employment brand. Because of the
brand-conscious nature of China, there is an opportunity to create
leading edge practices in this area. This is just one example.

Q: Are there any critical issues in talent management that
Hong Kong businesses should address urgently?

A: They need to differentiate themselves from their direct
competitors and other business with whom they compete for talent
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through the employment brand. This has implications for both
recruiting and retention. In addition, companies must urgently address
potential succession risks and plans for addressing them. Finally,
companies must do a better job at long-term workforce planning if
they want to be able to get the supply of workers they need when
they need them.

Q: What is the emerging thinking in talent management?
How are these new ideas different from prevailing trends?
A: m Broad use of predictive modeling to understand where to
make workforce investments
» Workforce Planning
* Linkage between Compensation and Business Metrics
Deep Talent Segmentation and Differentiation of strategies
based on segments
Intact Team Recruiting
Closely linking Customer Brand Delivery with Employment Brand
Retention as a 2-way value proposition
New role of managers in talent management.

All of these differ from traditional practices in 3 fundamental ways:

1) Shift ownership of talent management from the HR organization
to line management

2) Bring additional process, analysis, and discipline to traditional
talent management

3) Focus on different strategies for different segments of your
workforce, with specific innovations targeted at different types
of workers.

Q: Are there any fast tracks that Hong Kong

could follow in elevating Talent Integration?

A: There are three keys to accelerating talent integration:

1) understanding the talent decisions that the organization
wants to be able to make, 2) have leaders demonstrate that
they value talent and talent management, and 3) implement
technology solutions that can make talent management both
easier and more effective.

Q: What could Hong Kong businesses do now to

retain talent and plan for the next generation for their

companies?

A: At their current stage of maturity, Hong Kong businesses should:
Understand the motivations and desires of the workforce they
are targeting, as well as how to address those
Elevate their workforce planning approaches to better
understand future needs
Invest in building strong people management skills in line
managers
Build their employment brand
Look at innovative ways to staff and structure their organizations
Measure the results of their talent management efforts and
prove the value. W
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