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Acceleration Program



Agenda

 What is Talent Management?

 Processes and Tools

 Timeline and Action Required

 After Talent Review Meeting



LAP Project
Strengthen Leadership Pipeline to support Business 
Growth



LAP Project Objectives



What is Talent Management?

Talent Management provides a focus on the

identification, assessment, development and

movement of INTERNAL talent.



Our Talent Management Objectives

• To have an overall picture of talent pool
• To provide a structured focus on talent development within   

the organization
• To identify and accelerate the development of high 

potentials
• To retain talent through increased internal career 

movement and solid development
• To identify talent vacancy risk and succession planning
• To increase development plan follow-through and 

accountability
• To encourage career discussions and prepare the 

employees/leaders for future positions



Some Clarification please?



Same and Difference Exercises

• How are Talent Management and Performance

Management the SAME? How are they DIFFERENT?

• How are Successors and High Potentials the SAME? 
How are they DIFFERENT?

• How are High Performers and High Potentials the 
SAME?

How are they DIFFERENT?



Talent Management vs. 
Performance Management



Financial and People Process



Successors vs. High Potentials



Succession Planning is 
designed to…



High Performers vs. High 
Potentials



High Potential Definitions
- Corporate Leadership Council

Ability 29%

Advancement Desire Engagement



High Potential Definitions
- KornFerry/Lominger



High Potential Definitions - Lominger

Essentially to qualify as a high potential, there should be 
evidence of things like:

1. Solid performance in the current assignment, better than 
most

2. New behavioral skills acquired

3. Increase in technical and business savvy

4. A willingness to take on first-time challenge

5. Openness to feedback

6. Key challenges/tasks/assignments they have handled that 
were different or first time for them

7. An analysis of these accomplishments so that   high 
performance isn’t credited in situations where almost 
anyone would have done well.



High Potential Definitions
- PDI Ninth House



High Potential Definitions
- Other Criteria to be considered

• Willingness to take career risk / job movement / 
new job assignments

• Willingness and ability to follow through with

development plan goals and actions

• Minimum 1 year in the organization to ensure 
consistent performance in the organization

• Relocation Ability



Talent Review Process



What is Talent Assessment?



Talent Assessment Tools –
The Performance and Potential Matrix



Talent Assessment Criteria
Past Performance



Emerson Process Management A-P’s 
23 Leadership Competencies



Initiative: Refresh and re-communicate the Emerson 
Process Management Leadership Competency Model.



Process

Discuss proposed “Additions” and “Deletions” that were 
suggested by 4 or more PEG members

The model should not exceed 23-24 total competencies



2. Consensus “Adds”
• Dealing with Paradox (9)

• Organizational Agility (5)

• Sizing up People (3)

• Interpersonal Savvy (3)

• Conflict Management (6)
• Innovation Management (3)
• Hiring and Staffing (4)
• Peer Relationships (3)
• Problem Solving (2)
• Creativity (2)
• Managing Diversity (2)

• Composure (1)
• Timely Decision Making (1)
• Directing Others (1)
• Process Management (1)
• Self Knowledge (1)
• Total Work Systems (1)
• Understanding Others (1)
• Work/Life Balance (1)



3. Consensus “Deletions”

• Perseverance (4)
• Action Oriented (2)
• Dealing with Ambiguity (3)
• Presentation Skills (3)
• Command Skills (2)
• Decision Quality (2)
• Motivating Others (2)
• Integrity & Trust (1)
• Perspective (1)



Emerson Process Management
Executive Leadership Model



Brainstorming for FY16 
Success on Sabee’s review

1. Acquisition

2. Sales & operation 
consolidations

3. customer experience

4. China manufacturing capability

5. China autonomy

6. One China

7. Knowledge Depth

8. Solution integration

9. Government Relationship

10. Engage c-level customer

11. Local JVs

12. Infrastructure

13. Subject Matter Expert

14. Strategic Planning

15. Integrated marketing

16. Resources-how to attract

17. Global leaders in China

18. Local R&D

19. Leadership Bench Depth

20. Strategic Agility

21. Capture next industry wave

22. Adjacent space - industry

opportunity

23. New product/technology

acceptance

24. Sales Competency

25. Listening



Use 11 Leadership Competencies
for 2012 China Talent Review

• Business Acumen

• Building Effective 
Teams

• Customer Focus

• Developing Direct

• Decision Quality

• Dealing with Ambiguity

• Developing Direct

Reports and others

• Driving for Results

• Interpersonal Savvy

• Perspective

• Sizing Up People

• Strategic Agility



Talent Assessment Criteria Future Potential

Ability (Learning Agility, capability for more challenging role)
• New behavioral skills acquired
• Increase in technical and business savvy
• A willingness to take on first-time challenge
• Openness to feedback

Advancement Desire
• Willingness to take career risk / new job assignments
• Willingness and ability to follow through development plan

Engagement
• Minimum 1 year in the organization
• Highly engaged and intend to stay
• Relocation Ability



Case Study – Is Bonnie a High Potential?

You are a Manager in the Finance Department –
Bonnie reports to you.

Refer to the information about Bonnie, tell us how
you think Bonnie should be slotted into the PPM?



The Performance – Potential 
Matrix



Key Employees Retention 
Objectives



Retention Risk Evaluation



The Retention Matrix



Talent Assessment Tools –
Talent Profile



Talent Review Process



Why Calibration Meeting is needed?

Increase the visibility of talent in the organization

Increase the validity of the High Potential
Identification, Development Action Plans



Discussion Topics in Talent Review
Meetings

• Review the Talent Profile
• Performance and Potential Matrix Review
• Retention Matrix Review
• Talent Strength & Weakness
• Career Aspiration
• Potential Career Paths (Long term, Short 

term)
• Development Actions



Talent Review Timeline



What is Your Role in the 
Talent Review?



Ground Rules in Talent Review Process

• Keep Confidential
• Stay Objective and Accountable
• Open to Recommendations
• Focus on Development and development doesn’t 

mean always vertically up



Action Required

Please submit the 
Talent Profiles of your managers to Cathy Hu no later than Jan 12,2012.

Be prepared and schedule the time for the Validation Meetings.



Talent Review Process



High Potential Notification 
Strategy
Notify the Manager of High Potential but not the
High Potential
– This is an annual process and the list will change
– Reduces concern regarding morale issues of employees not currently   
identified as High Potential
– We emphasize the people development strategy and

every employee are expected to develop and to become high performers
– Each manager is responsible for providing the on-the-job development



Talent Development & Follow Up



LAP Project Outcome

Overall picture of talent pool

Disclose retention risk

Input for Organization Review
– High Potential and Face to Watch nomination
– Succession planning
– Promotion recommendations

Solid Development Plan and follow through

Strengthen leadership pipeline continuously


