Introduction 
Leadership development is the term used to describe activities that increase a leader's self-assurance, competence, and abilities. Programmes vary widely in terms of their complexity, cost, and instructional style. There are many ways to approach leadership development, including formal training courses, coaching, and mentoring, real-world work experience, and self-directed learning. Effective leadership development initiatives should consider the demands of the organization as well as the individual. They should also be in keeping with the objectives and core values of the organization and tied to other talent management and development initiatives.
Mentors and development leaders frequently employ the two development strategies of coaching and managing.
In the coaching process, a coach works one-on-one with a leader to determine and assist in achieving their growth objectives. Coaches use a number of techniques like questioning, active listening, and feedback to help the leader obtain new views, increase their degree of self-awareness, and enhance their abilities and behaviors.
A more seasoned leader who can serve as a mentor, advisor, and role model is paired with a less experienced leader through mentoring. Mentors offer advice, share their experiences, and offer support and encouragement to help the mentee develop their leadership skills.
Leadership development is the main aim of succession planning, which help  to produce top-tier leaders that makes to fill senior posts unless they  become available.
the basis for succession management. The process of succession planning involves finding and nurturing internal talent to fill important leadership positions when they become vacant because of retirement, resignation, or other events. Making sure the organization has a pipeline of exceptional leaders ready to take on top positions when the time comes is the goal of succession planning.
Aim and objectives:
To provide information on TATA's HR and leadership development policies.
The objectives are:
• To understand that the organizational system's needs are also examined in a quite different way than the individual leaders' and managers' needs for their own professional development in terms of leadership skills, training, and knowledge to help them in their jobs and careers. A "system's" borders might not be restricted to a single company or organization, so keep that in mind as well.
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Background of the organization:
The Tata Group has been in operation for more than 150 years and he is one of the  India's largest and one of the oldest companies. Jamshedji Nusserwanji founded the Tata Group in 1868. Begin with, the company launched a trading operation in Mumbai, followed by the opening of the Express Mill, a textile business, and the Taj Hotel. Dorab Tata, his eldest son, who has became succeeded him as chairman of the tata groups after his death. 
During this time, he started group projects, steel production, and hydroelectric power production. In 1934, Nowroji Saklatwala became the head of the tata groupings. He also chose the group's leader. After six years, Jehangir Ratanji Dadabhoy Tata (J.R.D.) assumed leadership. His relentless expansion of the company into new markets, including chemicals (1939), technology (1945), cosmetics (1952), marketing, engineering, and manufacturing (1954), tea (1962), and software services (1968), helped The Tata Group establish a name for itself around the world. In 1945, the Tata Group founded the Tata Engineering and Locomotive Company (TELCO) to provide engineering and locomotive equipment. The new name for Tata Motors was introduced in 2003. Ratan Tata, a business magnate from India, assumed the position of chairman of the tata group after JRD 
In 2000, the corporation acquired Tetley Tea, a London-based business, and in 2004, it acquired Daewoo Motors' truck manufacturing operation in South Korea. In 2001, the American International Group, Inc. (AIG) and the Tata Group merged to create the insurance company Tata-AIG.
 Under his direction, the Tata Group—which includes Tata Chemicals, Tata Motors, Tata Industries, Voltas Tata, Tata Tea, TCS, and Titan Industry—continuously grew its operations.
Currently, tata groups operate in several industries. 
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