
Thank you for your patience.

The webinar will begin shortly.
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Housekeeping

Lines will be muted during presentation.

We value your input so please submit 
questions through the Q&A function.

The session will be recorded.

Your feedback is important to us. We 
would appreciate you taking a minute of 
your time to complete a short survey 
after the session.
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What we will cover

 The Talent Crunch study and what it 
means for Asia Pacific

 What leading companies are doing 
to prepare for the talent crunch

 Suggestions on mitigating the 
impact of the talent crunch



The Future of Work...
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...Is Human
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$1,215,000,000,000,000

People will always be the greatest value creator.

Every $1 invested in human capital, $11.39 is added to GDP.



The Global Talent Crunch
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Three major knowledge-
intensive sectors:

• Financial and business 
services (including insurance 
and real estate)

• TMT (technology, media and 
telecommunications)

• Manufacturing

Three distinct skill-levels:

• Highly skilled workers 
(Level A) 

• Mid-skilled workers
(Level B)

• Low-skilled workers
(Level C)



Talent crunch highlights
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Asia Pacific
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 Labor skills shortage of 47 million 

 Unrealised output of $4.238 trillion by 2030



Australia

2.2 million deficit of skilled workers 
by 2030.

Lost revenue of USD587.56 billion 
by 2030.

Size of economy could fail to grow 
by more than 25% by 2030.



China

42.45 million deficit of skilled 
workers by 2030.

Lost revenue of USD1,433.53 billion 
by 2030.

Size of economy could fail to grow 
by more than 3.6% by 2030.



Japan

12.15 million deficit of skilled 
workers by 2030.

Lost revenue of USD1,386.77 billion 
by 2030.

Size of economy could fail to grow 
by 24.4% by 2030.



Hong Kong

1.88 million deficit of skilled workers 
by 2030.

Lost revenue of USD219.85billion by 
2030.

Size of economy could fail to grow 
by more than 39.3% by 2030.



Singapore

1.04 million deficit of skilled workers 
by 2030.

Lost revenue of USD106.82 billion 
by 2030.

Size of economy could fail to grow 
by 21% by 2030.



POLL
Are you already 
experiencing the talent 
crunch in your market or 
industry?
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POLL
In what functional areas are 
you experiencing or 
envisage experiencing skill 
shortages?
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Changing your approach to talent management is the key to 
mitigating the talent crunch
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Disrupt

Talent management is at 
a crossroads

Refresh

33%
‘We are disrupting our whole philosophy 

and approach, simplifying, and 
removing process, becoming more agile 

and purpose-led’

47%
‘Our current philosophy and approach is 
right, we are sticking with it and believe 

success will come from focusing on 
building capability to make sure it is fully 

embedded with some light touch 
changes to process’



The commercial implications
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31%

69%

Disrupt 
(33% Participants)

0<=TSR<25

50<=TSR>100

18%

82%

Refresh 
(47% Participants)

0<TSR<25

50<=TSR>100

50%

25%

25%

Evolve 
(13% Participants)

TSR<0
25<=TSR<50
TSR>=100



Guest speakers

John Bishop
Head of Executive Talent & 
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Telstra

Neetha Nair
VP, Head – HR Centre of 
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Talent attraction and 
engagement during times of 
change

John Bishop

Recruitment Principal – Executive Talent Acquisition

Page 22



Page 23

Our current environment 

Our industry is rapidly 

shifting and technology is 

exponentially changing which 

creates both challenges and 

opportunities which are 

captured in our T22 strategy.

This requires us to rethink 

how our business delivers 

customer experiences, how 

we simplify our business 

processes and how we 

organise and build future-

proof capabilities for our 

workforce.

A big part of the change that 

needs to happen is in being 

(mindsets) and doing 

(behaviours). The capability 

of our people will need to 

shift to meet our strategic 

direction and adapt to our 

New Ways of Working. 

Together this will foster an 

openness to change and 

continuous growth and 

improvement.

Our industry faces 

massive disruption and 

opportunity

We need to 

rethink our business 

operating models

We need to have

an adaptive 

workforce

Shifts in capability

will be a key 

enabler

of change

This way we can adapt to our 

future business models and 

the opportunities to build 

solutions in our future world.

1. Radically simplify our product 

offerings, eliminate customer 

pain points and create all digital 

experiences 

2. Establish a standalone 

infrastructure business to drive 

performance and set up 

optionality post NBN roll out

3. Greatly simplify our structure 

and ways of working to 

empower our people and serve 

our customers

4. Industry leading cost reduction 

program and portfolio 

management

Our T22 strategy

has 4 pillars

Why What So what? How Now what?



Building and attracting talent 

Deciding what resources we need and how to deploy

Critical Advantage Talent Segments (CATS)

Key focus of the business to deliver against 4 CATS:
• Network Engineering
• Software Engineering
• Information & Cyber Security
• Infrastructure Design & Engineering

• In order to attract the best global talent we need to be 
forensic in the way we segment our workforce 

• We have developed a Strategic Workforce Plan that defines 
the skills, critical capabilities and demands for the next 3-5 
years 

• We require 1500 new roles in areas such as Software 
Engineering and Cyber security 

• In the past 18 months we have made over 400 hires from the 
external market into the CATS

• Over 500 candidates qualified globally

• Telstra is deliberating targeting communities such as 
StackOverflow

CAPABILITY: As Is

Current total FTE count across our Critical Advantage Talent Segments
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We are changing our ask of Leaders
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Key takeouts
What are we delivering right now…… 

Attraction

1. We have developed our workforce strategy so we are clear on the ambition, shape, size and mix of our 
workforce over the next 3-5 years.

2. A multi dimensional talent strategy, including strategic sourcing, internal development and global talent pools. 
The competition across key talent segments is such that the ability to source from any single market or 
utilisation of a single intervention will not be sufficient to meet our demand.

Engagement

1. Investment in our people to build the leadership, skills and capabilities, including OWOW (our ways of working) 
to ensure our teams can operate across silos with speed and discipline. 

2. As part of our T22 commitment to building the skills, culture and ways of working that will underpin all 
elements of our strategy, we are creating a new workforce with new opportunities and roles that will future 
proof us for tomorrow.



ConfidentialConfidential

Talent Management

Neetha Nair
Head, Centre of Excellence

Human Resources
Prudential Assurance Company Singapore



Confidential

Our Purpose, Aspiration and EVP

“Innovating to help people live well”

PURPOSE

ASPIRATION

“Let’s provide awesome experiences for our people, customers and 

partners. By leading in innovation, we can rapidly make the greatest 

difference for all.”

28

VALUES

“Innovation, Collaboration, Trust, Empowerment, Accountability 

“Create Something New”

EVP



Confidential

PACS Talent Philosophy & Objectives

Build a high performance 

culture equipped with 

the right people in the 

right role (RPRR) to 

enable the strategic 

imperatives

Build an agile, multi-

skilled future-ready 

workforce to accelerate 

execution excellence and 

deliver high fidelity 

outcomes

Build the Next-Gen  

leaders and talent

towards being an 

Employer of  Choice 

(EOC) in Singapore

Our success depends to a large degree on identifying, developing and retaining people with the 
potential to succeed in future leadership positions

15% of Leadership Team People Objectives 2018 
Retention of Talents in Prudential Singapore / Prudential network - 95%
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Our Talent Segments

Early Pipelining
Fresh graduates with high 

intellectual capability, early 

leadership exposure  for accelerated 

development

Future Talent
High performing individuals with 

early leadership potential to 

progress > 2 levels within the 

next 3-5 years

Emerging Talent
High performing individuals up to a 

3-yr succession potential into LT

or 

4-6 yr succession potential into CLT 

(PACs and Regional Prudential)

Top Talent
High performing leaders up to a  

3-yr succession  potential into 

CLT (PACs and Regional 

Prudential)

DISCOVER: Corporate 
Internship

ASPIRE: Corporate 
Graduate Programme
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Early pipelining 
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Talent assessment framework

PERFORMANCE
An individual’s contribution to the 

business 
Consistent, proven performance track record 

(Guideline - sustained HE/above, or HE/Outstanding within 1st

year) 

+
POTENTIAL

An individual’s demonstration of leadership 
capabilities beyond his/her expected 

proficiency

Demonstration of leadership capabilities exceeding expectations

Aspiration

Ability

Agility

Triple As



Confidential

TRUST & EMPOWERMENT ACCOUNTABILITY INNOVATION

WO RK I NG  
T O G E T HE R

We work collaboratively, 
always helping and 

communicating with each other

L E AD I NG  
I NNO VAT I O N &  

C HANG E

We always seek better 
ways to deliver value and 
skilfully execute complex 
organisational changes

S T RAT E G I C  & C O M M E RC I AL  
AC UM E N

We develop and astutely 
implement winning strategies

G RO WI NG  T AL E NT

We care about our people and 
help them to be the best they can 

be

E X E C UT I O N E X C E L L E NC EC US T O M E R C E NT RI C I T Y

We are passionate about our 
customers, putting them at the core 

of all our key decisions

We are relentlessly deliver to the 
highest standards of efficiency and 

effectiveness

COLLABORATION
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Leadership Capability Framework is embedded 

http://www.keyword-suggestions.com/aWNvbiBncm91cCB3b3Jr/
http://www.google.com.hk/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=0ahUKEwid9_qFpN_QAhXKGZQKHdJwCkMQjRwIBw&url=http://www.freeiconspng.com/icons/direction-icon-png&psig=AFQjCNGF-khlufe2ZcJXVZTY5vfy_MIegg&ust=1481103739975694
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Exposure

Facilitate transparent career 

discussions to build networks and 

align aspirations with organisational

growth needs

Experience
Create opportunities to build commercial sense, acquire 

business 

experience and resource management capabilities

Education
Build fundamental competencies  and 

leadership skills to support an enquiring 

mind & critical thinking

• Regional Assignments of 3-6 months duration 
• Leads/Participation of Cross-functional Projects of strategic impact
• Job Rotation to relevant job role

Building Organic Networks & Cohort Spirit
Community Investment Initiative
Fire side chats with leaders
Talent networking

Mentorship for Development & Support Network

• Regional Programmes

• PACS Leadership Programme

• Learning programmes based on IDP

Overview of Development Proposition



Mitigating the talent crunch:
Insights on how to re-imagine talent management 
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Use the right inputs

 Success in acquiring the right talent is about 
absolute and uncompromising rigour.

 Career advice on critical experiences is crucial –
candour and transparency are key.

 It is about developing talent for the job of the 
future.



Focus on all talent levels

 Succession planning is increasingly linked to 
capabilities rather than roles.

 Commercially focused organisations are moving 
to talent segmentation to focus on those 
employees who are critical to delivering 
competitive advantage.



Simplify

 Simplification of process and tools drives greater 
agility and commitment.

 The best companies make bold and 
interventionist choices on talent moves, and view 
talent as a corporate asset.

 The most innovative companies have small, 
agile HQ teams who can disrupt, design and 
develop but don’t operate.
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To summarise

Use the right 
inputs

Focus on talent at 
all levels

Simplify

1 2 3



Questions & Answers



Thank you for joining us today.
Please complete the brief survey that will be on your screen after this webinar.

Diana Khaitova Emily Szakacs 
Client Director General Manager ANZ Global Products Group
diana.Khaitova@kornferry.com emily.szakacs@kornferry.com
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