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ers will set him or her apart.

u To get connected: Successful or-
ganisations don't function in silos.
Managers need to be able to influen-
ce stakeholders across levels and
functions, which calls for an innate
passion and flair for work. Indivi-
dual excellence suppotted strongly
with the ability to leverage interde-
pendencies is the way to the future.

The HUL perspective

At Hindustan Unilever Limited, attracting and de-
veloping young talent is a key deliverable for lead-
ers across levels. This is a process that isjjointly owned
by human resource and the business cell. Leaders
at senior-most levels inside the organisation have a
role to play, and are held accountable for the same,

Our approach to recruiting and nurturing lead-
ers has been built over several decades, and each
generation of leaders has left a legacy by bringing
in the right talent. This constant endeavour of se-
lecting the brightest minds from the best business
schools in the country and abroad, and greoming
them to take up challenging responsibiilities, has made
HUL a “leadership factoty”. We have groomed over
400 chief executive officers for Unilever and India
Inc. While the process of selection has been evolved,
the core philosophy remains unchanged, and that
is about spotting the early signs of leadershijp. From
our experience, it's evident that much of an individual's
leadership potential has been hardwired before he
reaches his early- or mid-twentiies, and the moment
management graduates knock at the door of a cor-
poration, their leadership style looks in shape by

early experiences.

While we look for all the traits
mentioned in the first part of the
article, in small or great measure
certain behaviours are paramount
which we call the “standards of
leadetshijp”. These are the para-
meters set for the people we hire;
apart from the competing set our
selection process is designed to
identify individuals who have

demonstrated these behaviours in their personal

and professional experience. These “standards of

leadership” are equally relevant for fresh hires and

senior-most level hires in the organisation:

m A growth mindset and passion for winning,

B Consumer and customer and external focus,

m Bias for action and excellence in execution which
is as important as the ability to generate new ideas

m Acoountability and responsibility for an employee's
performance and delivery

m Ability to build talent and teams; no matter at
what level you are in the orgaiisiation.

Organisations that are successful are those that

hire talent not only to fill the curjrent skill and re-

source gaps but also to create a continuous cycle of

business leaders over successive generations. Wemust

be able to 1dentify the people who can contribute to

this flywheel and ean ereate €aps city not only for

themseilves but aleo for the orgailisation and at a

larger level for the natien. iM
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