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From the 

Tarun Matta
Founder - iimjobs.com & hirist.com

In the current workplace milieu, changes are afoot 
around how we define the parameters of employee 
health and well-being. What started as a one-
dimensional approach has evolved into something 
more holistic, innovative and wide-reaching. 
Despite the evolution of employer health initiatives, 
many employees report they don’t work. That 
may not be the fault of the program but because 
employee health and well-being of employees are 
often not part of corporate strategy accompanied 
by ineffective program communication and poor 
program design, these programs fail to deliver well-
being. 

In this highly disruptive, hyper-competitive, and 
turbulent business world, taking measures to ensure 
our employees’ safety and wellness – physical, 
psychological and emotional - is paramount. There 
is a rise in stress levels, often due to the perceived 
threat of workplace automation, toxic work 
environment, boredom, burnout, remote working 
and most recently, the COVID-19 pandemic crisis. 
This can have a knock-on impact on workplace 
productivity and employee mental well-being. In our 
Spotlight feature for this edition, Ms Seema Padman, 
VP - Human Resources for Epsilon India talks to 
use about the challenges faced by the leadership 
in these testing times, and how organisations 
can try to tame the storm by extending employee 
well-being and support beyond the workplace.  She 
also tells us about the various measures Epsilon is 
undertaking to ensure their employees are engaged 
and productive while working from home amid the 
COVID-19 pandemic.

For the special feature, we’ve interviewed 
Ms Geetanjali Wheeler, VP - L&D India in a 

Founder’s Desk

Follow

Multinational Investment & Financial Services 
Company, who talks to us about the importance of 
a well-rounded employee wellness program in the 
current times. Geetanjali also shares her insights 
about building a successful learning culture in 
organisations and tells us what she believes is the 
true calling of leadership in an organisation.

Sharing some wisdom nuggets with us and 
reminding us to adopt a holistic approach towards 
employee well-being we also have Mr Abraham 
Joseph, Ms Harini Sreenivasan, Mr Sukhpreet 
Sandhu, Mr Janath T, Ms Parul Bahl, and Mr 
Vishwanadh Raju. 

I feel we need to rethink our employee health and 
well-being strategies by putting the well-being of 
our employees central in these tumultuous times. 
Only those who will put well-being before business 
will end up with a workforce more committed and 
engaged with their work, more connected to leaders 
and colleagues and more likely to stay in the long 
term.

Needless to say, there’s no one-size-fits-all wellness 
program, but investing your time and effort to keep 
your employee wellbeing at the top can make it 
front and centre as a business imperative for driving 
employee engagement, organisational energy, 
productivity, and ensuring success.
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Covid-19 Outbreak Can Cost Millions 
of Travel and Tourism Jobs: WTTC
The World Travel & Tourism Council (WTTC) says the global COVID-19 
Pandemic can affect up to 50 million jobs in the Travel & Tourism sector. 
The latest figures from WTTC, which represents the global Travel & 
Tourism private sector, show that the global travel sector could shrink 
by up to 25 percent in 2020. This is the equivalent to a loss of three 
months of global travel. This could eventually lead to a 12 to 14 percent 
loss of positions. As more large-scale events are canceled and the 
number of flight cancellations increases, there are fears the industry 
could take a bigger hit. The tourism industry accounts for 10% of the 
world’s GDP and jobs.

(Compiled from Various Online Sources)

In view of the Coronavirus 
pandemic, the Labour Ministry has 
advised all companies - both in the 
private and public sector - not to cut 
jobs or salaries, including those of 
casual workers. If any worker takes 
leave during this period, he should 
be deemed to be in duty without 
any consequential deduction in 
wages. Further, if a unit is made 
non-operational due to Covid-19, its 
employees will be deemed to be on 

duty. Companies such as Maruti 
and Hyundai, which have shut 
down production, employ a large 
number of casual workers. The 
termination of an employee or a cut 
in salary will only further deepen 
the crisis and will not only weaken 
their financial condition but also 
hamper their morale to combat this 
epidemic, the advisory said. 

Labour Ministry Issues Advisory to 
Not Cut Salaries or Resort to Layoffs
of Employees
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EPFO Lowers Interest Rate for 2019
-2020, a Seven-Year Low
The Board of Trustees of Employees’ Provident Fund Organisation 
(EPFO) recently fixed the interest rate on PF deposits for 2019-20 at 
8.5%, a seven-year low. Due to this, millions of salaried employees will 
earn less on their statutory monthly provident fund deductions in 
2019-20. Over six crore subscribers will be impacted by the move, which 
would enable the retirement fund body to have a surplus of over Rs 700 
crore. Employee representatives criticised the move, demanding a rate 
of at least 8.65%. The EPFO had provided 8.65 percent rate of interest to 
its subscribers for 2016-17 and 8.55 percent in 2017-18. 
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Age-Based Bias Becoming More 
Prominent at Workplaces: Survey
According to a survey, bias against employees on the basis of age or 
ageism has become quite rampant in Indian workplaces. About 33% 
of Indian employees have faced age-based bias in the workplace. 17% 
said they faced bias because of their physical appearance, 15% said they 
faced culture/religion-based bias, followed by 14% who said they faced 
gender bias. Only 24% of employees stated that their organisation has 
LGBTQ or specially-abled leaders at the C-suite level. Interestingly, a 
majority of the respondents fell into the 25 to 34 age category, whereas 
the present multigenerational workforce comprises a mix of Baby 
boomers, Gen X, Gen Y or Millennials. 

As more and more employees 
start working remotely following 
the unforeseen disruption of the 
coronavirus pandemic, companies 
are now resorting to intelligent 
automated systems that offer 
virtual screening environment 
and interviewing experience, 
instead of conducting in-person 
interviews. There has also been a 
rise in the demand of collaboration 

Amid COVID-19 Crisis Recruitment 
Strategy Shift to Virtual Platforms
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Unilever Introduces Employee 
Protection Plan Amid Coronavirus 
Outbreak
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platforms like Microsoft Teams and 
Slack which is not surprising. To 
ensure business continuity during 
this crisis, most companies have 
realized the need to have robust, 
easy-to-use virtual platforms that 
enable remote work and learning, 
connect on a real-time basis with 
the employees and help the talent 
acquisition team to stay connected 
with the candidates by video calls.

Unilever announced on March 24 that it would protect its workforce from 

the financial impact of the coronavirus by continuing to pay contractors 

and other part-time staff for up to three months. Unilever said its pay 

protection plan would be applicable for employees, contractors and others 

who are managed by the company or who work on its sites on a full or part-

time basis. The maker of Dove soaps and Knorr soup also unveiled a 500 

million euro ($543.25 million) relief program to help its “most vulnerable” 

small-and medium-sized suppliers as well as provide credit to select small-

scale retailers. Unilever is also donating soap, sanitizer, bleach and food 

worth 100 million euro to tackle the coronavirus pandemic.
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upGrad Appoints Preeti Kaul as 
President - HR
upGrad has appointed Preeti Kaul as 
President of HR, who will be based out 
of their Mumbai office. Kaul brings over 
two decades of experience to upGrad, 
having served in HR leadership roles in 
organisations like UnitedHealth Group 
and WNS Global Services. Prior to this, 
Kaul served over six years at the United 
Health Group, a Fortune 500 company.

Puma Elevates Abhishek Ganguly to 
GM - Southeast Asia and India
Puma has recently announced the 
elevation of the company’s current India 
managing director, Abhishek Ganguly, 
to General Manager - Southeast Asia & 
India. The move makes Ganguly - who 
is an alumnus of IIM Lucknow - the first 
India-based manager to get a larger 
global portfolio. Prior to this, he worked 
at Reebok where he led the business 
operations in South India.

Abhimanyu Sen to Take over as Head- 
HR, Mahindra-Ford JV
Abhimanyu Sen, who is currently the 
Senior General Manager and HR Head at 
Mahindra & Mahindra, is set to take over 
as the Head- Human Resources of their 
joint venture on 1st April. A senior HR 
Professional with 17 years of experience 
across industry verticals and geographies, 
Sen has worked with companies like 
General Electric, Kotak Life Insurance, 
and Ernst & Young.

Bipasha Chakrabarti Joins Facebook 
as Communications Head for India
Facebook has announced the 
appointment of  Bipasha Chakrabarti 
as its new communications head to lead 
its growing corporate communications 
and public relations mandate in India. 
Chakrabarti comes with over 18 years 
of experience working with leading 
tech brands and PR agencies. In her 
earlier stints, she served as the Head of 
Corporate Communications at Cisco India 
and SAARC.

DXC Technology Ropes in Lokendra 
Sethi as New HR Leader
DXC Technology has brought on board 
Lokendra Sethi as its vice-president of HR 
for India. Sethi has over two decades of 
experience working with some of the best-
in-class IT and consulting organisations. 
He will drive the human resource strategy 
for the company in India and will be 
responsible to scale its operations for the 
anticipated growth. 

Icertis Hires Pranali Save as CHRO
Icertis announced the appointment of 
Pranali Save as Chief Human Resources 
Officer. Prior to Icertis, Save was the HR 
Head for India and Global HR Partner 
for the Tieto Centres of Excellence. She 
has experience of over 2 decades in the 
industry and prior to Tieto, she has held 
HR leadership positions in organisations 
such as SunGard, Godrej Properties and 
Thermax.

Chandrasekhar Mukherjee is Magic 
Bus India Foundation’s New CHRO
Chandrasekhar Mukherjee, former Chief 
People Officer of South Indian Bank, 
joins Magic Bus India Foundation as 
CHRO. In his new role, Mukherjee will 
be heading the entire HR functions and 
report to the global CEO. Mukherjee is a 
senior HR leader with almost 3 decades 
of experience in Human Resources 
and has worked with NSE, Colgate and 
Bennett Coleman & Co.

Vedanta Group Names Praveen 
Purohit as Deputy CHRO
Vedanta group has named Praveen 
Purohit as its Deputy Group CHRO. He 
has been associated with Vedanta Group 
since 2005 and served across various 
locations. Purohit is a seasoned HR 
professional who began his professional 
journey with Sterlite Cooper as a 
management trainee – the company was 
later merged with the Vedanta group.

(Compiled from Various Online Sources)
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The Importance of 
Employee Wellness 

and Well-being

P
romoting employee 
health and well-being 
has become a key focus 
of some of the world’s 
most successful and 

innovative organisations today. 
For these companies, it’s always 
important to have employees 
who are fit, healthy and happy 
since such employees are more 
productive, more engaged and 
keeps healthcare costs low for an 
organisation. The recipe is simple-
they invest great time, energy and 
resources into creating workplaces 
that embrace wellness and consider 
it a vital part of business strategy.  
However, over the years, employees 
are no longer happy to just have 
a job - they are looking for more 
engagement and more satisfaction. 
Because of this fundamental shift, 
the focus has shifted from employee 
wellness to employee well-being, 
which is why organisations need to 
create a work culture that promotes 
health through all aspects of their 
employees’ lives. Many traditional 
corporate wellness programs only 
recognize the physical component 
of health. While this approach 
contributes heavily to an employee’s 
overall engagement within the 
business, however, employers that 
only emphasize physical health 
are missing out on a significant 
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opportunity to positively impact 
their organisation. The trick to 
a successful employee wellness 
program - and healthier employees 
- is learning how to connect all 
of the components of employee 
wellness. These components include 
physical, financial, emotional and 
social well-being. Promoting health 
is no longer seen as an initiative 
that yields ‘soft’ results, therefore, 
it’s a good idea for employers to re-
think their traditional approach to 
employee wellness.

A lot of people use the words 
“wellness” and “well-being” 
interchangeably. These two 
concepts certainly have some 
overlap, but it’s become 
increasingly common to 
differentiate between the two. So 
let’s look at each term in a bit more 
detail.

What is Employee 
Wellness?
The term “wellness” generally 
applies to the physical body, 
and wellness programs tend to 
be more focused on health. It 
includes things like - ergonomics, 
healthy eating, exercise programs, 
anti-smoking initiatives, disease 
prevention and management, 

health assessments, and other 
efforts that target high-risk 
individuals within an organisation. 
Wellness essentially places the 
focus on progress and is malleable, 
shaped primarily by the needs of 
the employees and resources of the 
company. It goes beyond physical 
health. It also goes beyond the 
radical changes involved with some 
health journeys to include building 
small, healthy habits that add up to 
complete wellness. Employers can 
incorporate the physical component 
of wellness into their employee 
wellness program through:

• Annual biometric 
screenings

• Annual corporate flu 
shot clinics

• Providing on-site gym 
services and fitness or 
yoga classes

• Nutrition education
• Creating nap rooms
• Healthy lunches and 

office snacks
• Stress management 

workshops, etc.
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What is Employee 
Well-being?
Employee well-being is a holistic 
state of being. It expands the view 
of wellness to cover more than 
the physical body, encompassing 
employees’ mental, emotional 
and social health as well as their 
productivity and ability to perform 
at the peak of their capabilities. 
It takes into consideration many 
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ACTUALIZATION

Achieving One’s Full
Potential

ESTEEM
Respect, Confidence, Feeling of

Accomplishment

BELONGING
Healthy Relationships, Friends

SAFETY
Security of Body, Finances, Resources,

Family, Property

Physiological
Food, Shelter, Water, Sleep

Maslow's Hierarchy of Needs

aspects of office life and evaluates 
whether there is an opportunity to 
adapt processes, company structure 
or ethos to improve the well-being 
of employees. Some companies 
even consider employees’ financial 
health and the strength of their 
social networks to be part of their 
overall well-being. 
      Based on Maslow’s hierarchy 
of needs, the graphic below 

demonstrates that well-being 
can only be achieved after the 
fundamental wellness needs (like 
physiological and safety needs) 
are met. Therefore, a well-being 
program should be thoughtfully 
designed and must start by offering 
practical solutions to jobs in the 
lower tiers of the pyramid, and 
work upwards.



ALL THINGS TALENT APRIL 202014

Why should every 
organisation include 
employee wellness and 
well-being programs?
Many studies have shown that the 
more employees felt appreciated 
at work, the better they felt about 
other aspects of their lives such 
as health and relationships. 
Thus employee wellness and 
well-being has not only shown 
its benefits towards society and 
employees themselves but it has 
also proven itself to be beneficial 
to organisations. Here are the 
benefits of adopting a proactive and 
preventative approach to well-being 
in your workplace:

1. Improved Productivity 
Companies with employee 
wellness programs report 
higher employee engagement 
since employees who feel 
valued and listened to are 
more likely to be engaged in 
the goals of the organisation 
and perform to their optimal 
level. Employee engagement 
is positively correlated with 
better health as employees 
who are satisfied with their 
work and participate in 
wellness programs are in a 
much better place to perform 
better on tasks. They feel 
more motivated and energized 
and are more likely to be 
committed to their jobs more 
than their counterparts. 
A survey by the American 
Psychological Association has 
found that an overwhelming 
91% of employees who feel 
supported and appreciated by 
their employers say they feel 
motivated to do their best.  
 

2. Better Staff Retention and 
Recruitment 
According to a study by Xerox, 

about three-fourth of employers 
view wellness programs as a 
useful tool for recruiting and 
retaining staff. By providing a 
supportive work environment 
that puts an emphasis on 
wellness, organisations make 
their companies more attractive 
to current and prospective 
employees. Wellness packages 
don’t just help recruit 
prospective employees but 
also help retain current 
employees. A workplace culture 
that fosters staff loyalty and 
implements employee wellness 
programs have low turnover 
than companies without these 
programs.    
 

3. Better Company Culture 
Investing in well-being in 
the workplace has a positive 
influence on the company 
culture. According to a survey 
by Virgin HealthMiles Inc. 
and Workforce Management 
Magazine, over 77% of 
employees think that wellness 
programs positively impact the 
company culture. This is in part 
due to the reason that during 
these programs employees 
come together and strengthen 
their relationships, but also 
because they feel being taken 
care of by their employer.  
 

4. Reduced Health Costs 
Various studies have shown 
that wellness programs 
result in improving worker 
health and productivity and 
lowering health care costs. 
A case study published in 
the Journal of Occupational 
and Environmental Medicine 
analyzed more than 2,000 
individuals over five years 
and found significant 
improvements in employee 

(and dependent) health and 
well-being. According to the 
study, worker absenteeism had 
declined, while productivity 
increased. All of these changes 
significantly associated with 
the improvement in well-being 
scores. Offering employees with 
fitness and health programs 
helps maintain their overall 
health, and putting the right 
mental health and well-being 
strategies in place can help to 
reduce stress levels, and also 
helps encourage a healthy 
lifestyle for employees.  

     

Conclusion
Organisations need to understand 
that because wellness and well-
being are connected,  neither 
your wellness program nor 
your employees will thrive from 
concentrating on only one or two 
areas of well-being. Employers 
can address both and make 
these programs about more than 
their employees’ diets or health 
screening results. Employee 
wellness programs have a direct, 
tangible effect on the productivity 
and profits of a company, hence 
organisations should take the 
time to realign their approach 
to employee wellness so that it 
connects all of the important areas 
of health.
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Seema 
Padman 

is the VP - Human Resource 
at Epsilon India. A seasoned 
HR professional, Seema 
comes with an overall 
experience of 20 years in 
diversified roles with an 
exceptional track-record 
of heading HR functions 
across geographies and 
various industries. Prior 
to joining Epsilon, Seema 
was working with a 
global semiconductor and 
software design company 
where she led L&D and HR 
projects and then moved to 
head HR for  India, China, 
Japan, Korea and Taiwan 
markets. In her current 
role, she is responsible 
for Talent Management, 
Organisational 
Development, Employee 
Experience & Engagement 
and People Analytics for the 
India and APAC regions. 
She has acquired her MBA 
from Cranfield School of 
Management, UK. Seema’s 
role has been instrumental 
in leading business 
transformations and 
building leadership teams.

Balancing 
Realism 
and 
Optimism: 
The Need of 
the Hour
In a candid interview with Seema Padman, VP - Human 
Resource at Epsilon India we understand how true 
leadership can play a key role in a crisis like COVID-19 
to overcome silos and encourage communication and 
collaboration across the company. She also shares 
her insights on how Epsilon is keeping its employees 
productive and engaged during these difficult times and 
various programs that are in place to support the health 
and wellbeing of its employees.
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ALL THINGS TALENT APRIL 202018

JOURNEY

    With your rich work experience 
of 15 years in Human Resources, 
how has your journey been so far? 
Please tell us about your career and 
your current role?

    Looking back at my professional 
journey over the last twenty years, 
the biggest takeaways for me 
have been in building great teams 
that build great organisations 
and challenging myself to keep 
learning, reflecting and renewing.

I began my career in Bangalore 
in HR in 1997 and worked for a 
couple of years in the IT sector. 
The next few years were spent in 
the UK, working with a leading 
fast-food company in Management 
Recruitment before plunging 
headlong into an intensive MBA 
program. Following on from 
that, I joined a global, science-led 

biopharmaceutical company and 
led L&D and HR projects. 

I moved back to India in 2007 and 
joined a global semiconductor and 
software design company. I led L&D 
for India and then moved to head 
HR for India, China, Japan, Korea 
and Taiwan markets. And in 2015, 
I joined Epsilon India as Head of 
HR. At Epsilon, I am responsible for 
Talent Management, Organisational 
Development, Employee Experience 

“Leaders will have to balance realism with 
optimism (Stockdale Paradox) in response 
to all of this. They need to be honest and 
transparent without hiding facts and creating 
false perceptions that everything is ok. But 
they also need to show credible hope on what 
opportunities exist for the organisation to stay 
resilient.”

& Engagement and People Analytics 
for the India and APAC regions.
While each of my roles has been 
special and memorable (a big shout 
out to all my wonderful former 
bosses and colleagues), the time 
at Epsilon is very special. I was 
Associate #1 at Epsilon India and in 
these five years, we set up the India 
office, built a great leadership team 
and grew from literally nothing to 
a 2,500 strong family, creating a 
vibrant culture that is underpinned 
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Team Epsilon India
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WORKPLACE 
COMMUNICATION

    Silos in the business environment 
are the result of a conflicted 
leadership team which makes it 
hard to disperse information and 
knowledge. In your opinion, how 
can a true leadership during a 
crisis like COVID-19 overcome silo 
mentality and encourage trust and 
collaboration across the company?

 The current coronavirus 
pandemic is a crisis, the magnitude 
of which nobody had anticipated. 
It’s unlike previous downturns 
because we have a global health 
crisis at the centre of it. With 
this level of uncertainty and 
apprehension, it’s now more 
important than ever for leaders 
to step up and play a key role to 
see organisations through these 
challenging times. During these 
uncertain and fluid times, people 
will look to leaders for guidance on 
what to do, what to expect and how 
to act. They will ask questions, ask 
for responses and solutions. There’s 
no “playbook” or easy route through 
this, however, effective leaders 
can do a few things that will build 
confidence amongst employees. 
Leaders will have to balance realism 
with optimism (Stockdale Paradox) 
in response to all of this. They 
need to be honest and transparent 
without hiding facts and creating 
false perceptions that everything 
is ok. But they also need to show 
credible hope on what opportunities 
exist for the organisation to 
stay resilient. Communicating 
frequently with empathy is also 

CHANGE MANAGEMENT

    It is a time where the world 
around us is always changing and 
handling change becomes critical 
to an organisation’s success. 
According to you, what is the right 
strategic approach to ‘change 
management’ and how can one 
ensure preparedness and stability 
for change by empowering the 
workforce?

    Change is a constant, and as 
individuals, professionals, societies, 
organisations we are all familiar 
with change. But when we are 
talking about a change of this 

“So while remote working has been on the rise 
world over, this situation may well be the tipping 
point for workforces operating in the digital 
economy. Leaders can approach this unusual 
situation as a petri dish – to carefully examine 
restructured workplaces, redefined roles, rapid 
learning, and reserves of trust - for this may soon 
be the future of work.”

by our values of Passion, 
Accountability and Collaboration. 
It’s extremely heartening to see 
this transformation and I feel very 
humbled that I not only witnessed it 
but got to play a significant role. 

crucial to building trust. 

This has been a great example of 
harnessing the Power of One across 
Epsilon and Publicis. We have had 
immense support from our global 
leadership team. The leadership 
team at Epsilon India has stayed 
connected to each other to ensure 
we are all aligned but also to draw 
on each other’s energies so that we 
are collectively stronger. One of 
the commitments we have amongst 
the leadership team in India is that 
we all have to “Think 2,500” – so 
that there is no room for silos or 
being fragmented in our approach. 
This has been the commitment 
even before the crisis and has 
deepened now with the changes we 
are adapting to. We also know that 
sharing our learning and ideas is 
what makes us better leaders. 

current magnitude – the word itself 
takes on a whole new meaning.
No organisation could be 
adequately prepared for this level of 
disruption and change. And change 
management becomes difficult 
when navigating uncharted waters 
and uncertainty. In this scenario, 
I believe agility, authenticity, 
honesty, rational thinking, and over 
communication have been our go-to 
as we continue to build resilience 
and focus on employee wellbeing.

    Many organisations believe 
that the impact of the COVID-19 
pandemic will be felt beyond six 
months. In your opinion, how is the 
pandemic disrupting work?

    Work from home has been 
debated for many years now. Are 
some days better than others? Does 
the commute time get effectively 
used to work more? What about 
team building and in-person 
collaboration – and those sorts of 
things. And then came the largest 
work from home experiment ever in 
the form of the COVID-19 outbreak.
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EMPLOYEE WELL-BEING

    The recent COVID-19 pandemic 
is sending shockwaves around the 
entire world and is forcing millions 

    While we were forced to adopt 
remote working of this magnitude, 
it took us just a few days to get 
into the swing of things. We see 
work being carried out as usual 
and alongside life – true work-
life integration. We have kept the 
lines of communication open and 
free-flowing since we understand 

So while remote working has been 
on the rise world over, this situation 
may well be the tipping point for 
workforces operating in the digital 
economy. Leaders can approach this 
unusual situation as a petri dish – 
to carefully examine restructured 
workplaces, redefined roles, rapid 
learning, and reserves of trust - for 
this may soon be the future of work. 

of employees to work from home. 
With office closures happening 
all around the world and a shift to 
remote working, how does Epsilon 
ensure its employees remain 
productive when working from 
home? 

that the opportunities to connect 
and collaborate are what people 
miss the most. We are leveraging 
technology to stay connected and 
emphasize to all our people that 
nothing except our work location 
had changed. Reinforcing this 
message through our leaders 
and managers has ensured work 
continuity and productivity.
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    For the workers who have never 
worked from home, social isolation 
will be deeply felt. How is your 
company supporting the health 
of your employees and putting 
employee well-being ahead of 
productivity issues? 

    We’ve seen a mix of responses 
from our employees – some have 
embraced the shift while others 
can’t wait to get back to the office 
and their colleagues. In addition 
to the social isolation that people 
might feel, we are going through 
a challenge that has impacted all 
our lives and can be a cause for 
anxiety. At Epsilon, we have our 
Employee Assistance Program (EAP) 
in place as part of our wellness 
initiative. Employees can seek free 
counselling sessions for mental 
and emotional wellness. The EAP 
provides assistance from qualified 
counsellors through telephone, 
mobile-based application and an 
online portal. Employees can also 

“We have kept the lines of communication open 
and free-flowing since we understand that the 
opportunities to connect and collaborate are 
what people miss the most. We are leveraging 
technology to stay connected and emphasize 
to all our people that nothing except our work 
location had changed.”

access exclusive written materials, 
webinars on various topics like 
work-life enhancement, coping with 
stress, crisis handling, etc. through 
self-help library and assessment 
tools. 

We are proud of our vibrant 
culture at Epsilon India. And 
it’s truly come alive in the most 
innovative ways now. Not only are 
associates constantly connecting 
with and supporting each other – 
but they are also using Skype and 
Microsoft Teams for yoga, jamming, 

storytelling sessions, coffee chats 
and more. There’s even a book club 
and virtual happy hours that’s 
strengthening social connections 
and keeping morale high in these 
challenging times. We have an 
engagement platform where 
our leaders and associates share 
pictures of how life and work come 
together while working from home. 
So, while communication and 
empathy are key focus areas for 
our leaders – we see our employees 
too, leading the way with greater 
connection and collaboration. 
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Employee Health and 
Wellness - No Longer Just a 

Compliance Obligation

is a seasoned L&D professional 
passionate about building a culture 
that promotes learning agility at 
all levels in the organisation. With 
an experience of about 16 years 
in varied verticals like Telecom, 
Airline & E-commerce, Geetanjali 
has spearheaded both global and 
national roles. Before moving on to 
her current role of leading L&D for 
a global financial services group 
in India, she worked for a large 
Telecom company. During her 
stint there, she headed Training 
& Development for the Enterprise 
vertical of the company and then 
progressed to lead many L&D 
initiatives within the CoE team. As 
the Enterprise L&D lead, Geetanjali 
was instrumental in winning a 
prestigious award from the Indian 
Society for Training & Development 
for innovative training practices. 
In the same year, Dun & Bradstreet 
also published a case study in 
its yearly compilation of HR 
best practices about an L&D 
intervention designed and led 
by her. Geetanjali’s mantra of 
#investinyourself is fuelled by her 
philosophy of life-long learning. 
She continually explores projects 
that make her uncomfortable 
and backs herself with business, 
functional & industry-recognized 
certifications! 

GEETANJALI WHEELER
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I
n this special interview with 
All Things Talent, Geetanjali 
Wheeler gets candid with us 
about her journey as an HR 
professional, and why she 

loves her job. She also talks to us 
about the importance of having 
well-rounded employee wellness 
programs in the current times. 
Geetanjali also shares her insights 
about building a successful learning 
culture in organisations and tells us 
what she believes is the true calling 
of leadership in an organisation.

JOURNEY

    With your rich experience of 16 
years of conceptualizing, designing 
and implementing training & 
development strategy across 
geographies and various industries, 
how eventful has your journey 
been like? Who were the biggest 
inspirations for your career?

    I’ve to admit - I’m truly amazed 
when I interact with so many 
young professionals today who are 
absolutely clear in their head about 
what they want to accomplish in 
their professional lives! While that 
was not the case with me, it is also 
the reason why I feel so blessed and 
grateful today to have found my 
passion and to be doing what I love! 
I can attempt to explain my passion 
for people development with a 
quote by Harvey Firestone – “The 
growth and development of people 
is the highest calling of leadership.”

The feeling of seeing people 
develop, excel and drive business 
outcomes is probably like scoring a 
century on the cricket field for me! 
In July this year, I’ll be 16 years old 
in my professional experience and 
my journey has been like a road 
full of discovery and learning. The 
curiosity of working in different 

“For H&W programs and policies to be successful, 
they must be owned by the people who make the 
organisation rather than it being tagged under 
“employee engagement” activity by the HR team.”

iimjobs.com | hirist.comAPRIL 2020 23

industries and geographies has 
challenged me to expand the 
boundaries of my knowledge 
about other verticals, domains 
and disciplines. Every time I have 
moved into a new company or 
industry or taken up a new role, it 
has made me uncomfortable and I 
have understood that it is where the 
true “learning” takes place. 

In my journey so far, I have come 
across many inspiring stories and 
people, who have set an example. 
When I think of answering 
the question about my biggest 
inspirations, the answer would be 
incomplete without mentioning a 
list of names. Some of the names on 
this list are people have I worked 

with and some are celebrities in 
their own profession. So, instead, 
I’m going to list what in them has 
inspired me?
• Dreaming bigger and higher 

than you can think 
• The attitude to “Never give up”, 

“Being persistent”
• Maintaining high integrity
• Leading by example 
• Investing in life-long learning

So, I’m enjoying the journey and I 
look forward to the exciting journey 
ahead!
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EMPLOYEE WELLNESS 
AND WELL-BEING

    Promoting employee health 
and well-being has become a 
key focus of some of the world’s 
most successful and innovative 
organisations today. Why do you 
think it matters so much? What are 
the key factors to consider?

  It’s true that for many 
organisations today, employee 
health and wellness (H&W) is 
no longer just a compliance 
obligation. Many successful and 
progressive organisations have 
made it a significant part of their 
Employer Branding Strategy to 
attract and retain talent. The 
reason to do that goes beyond the 
statutory and legal requirements 
as it makes a strong business case 

for organisations to promote and 
invest in H&W at the workplace. 
It’s an established fact that focus 
on employee H&W has a positive 
impact on employee productivity, 
motivation, engagement & 
loyalty. My belief is that if an 
organisation is sensitive enough 
to invest in H&W of employees, it 
is more likely that they believe in 
the principle of “employee-first” 
because they clearly know that 
happy “employees” make happy 
“customers”. 

While more and more organisations 
are now becoming conscious and 
bringing employee H&W in their 
executive meeting or town-hall 
agenda, we cannot ignore the fact 
that we are not seeing enough 
execution of those agendas. So, 

some key factors to consider are: 

• Start with the objective: 
The battle is already lost if the 
managers find H&W programs 
a waste of time. It is therefore 
important to be aligned on 
the objective as the success of 
the initiatives depends upon 
the support from the senior 
leadership and management 
in the long run. The plan must 
include the need for resources 
along with how the programs 
will be measured for its 
effectiveness.    
 

• Taking it beyond the 
drawing board: As Steve 
Jobs said - ideas are worth 
nothing unless executed. 
Action indeed speaks louder 
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    Many traditional corporate 
wellness programs only recognize 
the physical component of health 
ignoring other significant elements 
of employee well-being. Do you 
think it is time to rethink employee 
wellness strategy?

  I believe that we tend to naturally 
focus on the “physical component” 
of wellness programs because 
it is more visible. The business 
environment in which we operate is 
changing very rapidly and keeping 
pace with it can get extremely 
stressful. The situation or events 
in our personal lives can also be a 
source of stress. Today, even though 
we are aware of the importance of 
mental well-being, it is still not easy 
for people to come forward and 
accept that they may be stressed or 
need help. If we continue to ignore 
the need for the well-being of our 
employees at this level, it can have a 
negative impact on their behaviour, 
attitude and relationships at 
work. How can we expect them 
to communicate, collaborate or 
be creative to innovate in such 

circumstances? It, therefore, makes 
a strong case for change in the 
outlook of organisations to care and 
take relevant actions. After all, it is 
said that we spend about one-third 
of our lives at work! … And so, the 
scope of employee H&W must be 
extended to include emotional and 
psychological well-being as well. 

The number of companies becoming 
aware of this dimension of 
employee wellness is increasing. 
Some of the top companies known 
for their people practices have even 
connected to a greater purpose 
by aligning their H&W plans with 
the United Nations’ Sustainable 
Development Goals (SDGs) of Good 
Health and Well-Being & Decent Work 
and Economic Growth. 
While knowing all this is 
encouraging, the truth is that we 
still have a lot of ground to cover. 
Imagine, if we were to draw a global 
map of all companies in the world 
taking some real tangible actions 
- what would we see? Also, what 
would it look like for the small and 
mid-sized companies who may not 
have the exposure or the resources 
to manage such programs? We 
need education and awareness as 
not every H&W program requires 
a budget e.g., not many managers 
understand that an aspect of their 
role is to be responsible for their 
team’s H&W. Let’s look at another 
example – The whole world today 
is battling the COVID-19 pandemic 

“Today, even though we are aware of the 
importance of mental well-being, it is still not 
easy for people to come forward and accept 
that they may be stressed or need help. If we 
continue to ignore the need for the well-being 
of our employees at this level, it can have a 
negative impact on their behaviour, attitude and 
relationships at work.”

than words. There must be 
an intent to implement, drive 
and govern. For e.g. there are 
organisations that will not do 
business at the cost of violating 
their H&W policies and putting 
their employees and partners at 
risk.    
 

• Of the people, by the 
people, for the people: 
Organisations that are serious 
about H&W, make it a part 
of the company culture! For 
H&W programs and policies 
to be successful, they must be 
owned by the people who make 
the organisation rather than it 
being tagged under “employee 
engagement” activity by the HR 
team. 

which is causing fear, stress and 
anxiety. With more and more 
companies moving towards remote 
working for business continuity, 
people are juggling their personal 
and professional space all under 
a single roof. It is important to 
acknowledge the gravity of the 
situation and help each other 
deal with it. While there is the 
issue of keeping ourselves safe, 
we are vulnerable to mental and 
psychological distress. I see a lot of 
companies making efforts to launch 
remote engagement programs 
focused on employee H&W 
programs. Thanks to the digital 
world today, it is possible! 
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    Furthermore, how can employee 
wellness be measured? Are there 
any good practices in this area?

  There has been a lot of debate 
on whether evaluating everything 
under the lens of ROI (Return on 
Investment) is really required. Now, 
while this debate can be ongoing, 
the truth is that if an organisation 
neglects H&W practices, it can 
negatively impact organisational 
outcomes - there could be a dip 
in productivity, low quality of 
output, absenteeism, attrition, low 
morale and even poor employer 
branding. Similarly, following 
good H&W practices can enable 
an organisation to positively drive 
the people factor resulting in the 



ALL THINGS TALENT APRIL 202026

the objective aligned with the 
stakeholder.

As the founder of modern 
management, Peter Drucker said 
if you can’t measure it, you can’t 
improve it! So, in my view as long 
as the intent is to measure, whether 
the practice adopted is ROI or VOI 
or any other, it is okay. Some simple 
yet effective approaches could be:

• Doing a basic “before” and 
“after” comparison of people 
opting for healthier lifestyle 
choices or the programs 
created 

• Running a leaderboard 
competition between teams 
or functions. This could 

achievement of business outcomes. 

Today, employee wellness is 
also a key component in driving 
innovation in the workplace. If we 
just study the top companies known 
for innovation, we will see that 
H&W of their employees is part of 
their core people plan. 

I remember reading a Forbes article 
that talked about considering 
VOI (Value on Investment) as a 
more useful way of measuring 
effectiveness. I remember reading 
a Forbes article that talked 
about considering VOI (Value on 
Investment) as a more useful way 
of measuring effectiveness. In this 
approach, “value” is achieving 

include a host of activities 
e.g. counting the number of 
steps taken, exercises, healthy 
food choices etc. within it that 
allows people to score points 
and help their team win. One 
can build momentum by using 
the company’s social platform 
to showcase participation & 
trends by even tagging people... 
and it’s so much fun when the 
leaders and managers play 
along! 

• A simple survey asking 
employees if they feel healthier 
& happier? What is the impact 
they see in their personal and 
professional life?

• How engaged are people in 
the programs? What are some 
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LEARNING AND 
DEVELOPMENT

    The development of a learning 
orientation is seen as an 
organisation-wide responsibility 
but how can HR practitioners play a 
significant role in the promotion of 
learning in the organisation? Also, 
why is a ‘learning culture’ crucial to 
any organisation?

  Well, not so far in the past, many 
organisations would have not 
cared about getting disrupted. The 
“giants” were more or less confident 
that there were not many “Davids” 
out there who could defeat them 
with a slingshot! ... (if you know the 
David & Goliath story!)

An organisation can exist only if it 
creates value – simple! The ability 
of an organisation to continually 
create value for its customers, 
shareholders and the other 
stakeholders depends upon its 
ability to reinvent itself. Peter Senge 
in his book The Fifth Discipline 
speaks about the art and practice 
of the Learning organisation and 
explains that people at all levels in 
the organisation need to commit 
to life-long learning. This is how 
organisations evolve to create value.

So, what do Learning organisations 
do? There is a very interesting 
HBR article on “Building Learning 
organisation” that answers this 
brilliantly: 

• They use a systematic problem 
solving approach

• They experiment and take risks 
to raise the bar 

• They learn from their 
experiences and that of the 
others which includes success, 
failures and even best practices 

• And most importantly, they 
apply their learning and 
transfer knowledge effectively 
and efficiently throughout the 
organisation 

A learning organisation is a result 
of learning culture and that’s 
why I think that HR can play a 
very central role in the making 
and sustenance of a Learning 
organisation. 

HR works with the leadership team 
to influence how the employees 
learn, internalize and socialize the 
organisation’s purpose, vision and 
values

• How do we facilitate the 
success stories? 

• How do we celebrate the 
success to encourage the right 
behaviour?

• How tolerant are we to 
behaviours detrimental to our 
culture? 

A learning organisation will require 
the employees to demonstrate 
certain core competencies

• How are we developing these 
competencies within the team?

“Make sure that the H&W representatives are 
people who are enthusiastic and can use influence 
informally. This is to ensure that the programs get 
wings and we don’t end up with someone who can 
just be ‘spared’ to do the so-called ‘engagement 
activities.”
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simple metrics you can come 
up with?  

According to a Harvard Business 
article, H&W service companies 
are creating models based on 
algorithms for organisations to 
measure the impact of the programs 
more accurately. The increasing use 
of digital health tracking platforms 
resulting in data collection will 
thereby enable more effective 
measurement. However, it is critical 
to ensure that when using employee 
data for evaluation of wellness 
programs, we must: 
 
• Provide clear information to 

employees on why and how the 
data will be used

• Provide confidence and 
build trust that the data is 
safeguarded 

• Be compliant to applicable 
privacy & statutory laws

• Be certain that the third-party 
partners involved must also be 
compliant to applicable laws    
 

Another best practice that I came 
across to keep the spirits high is to 
create a core group responsible for 
H&W programs with representation 
from different functions or 
divisions. These representatives 
would champion and drive the 
programs at the ground level. 
They would give us true feedback 
about the pulse on the ground that 
helps tailor the programs to meet 
the objectives. A tip – make sure 
that the representatives are people 
who are enthusiastic and can use 
influence informally. This is to 
ensure that the programs get wings 
and we don’t end up with someone 
who can just be “spared” to do the 
so-called “engagement activities”. 
I’m again going to reinforce that 
support from the senior leadership 
and management to make it a part 

of the company culture is critical to 
the success of the H&W programs.  
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     It is observed that employees stay 
longer at a company if it is invested 
in their career development. In your 
opinion, how can L&D initiatives 
help in reducing staff turnover 
rate? Are employees able to apply 
the skills received from training to 
their jobs effectively?

   The competition in the market 
today is not just for customers 
but also for talent. Just like the 
customers have alternatives…
so do employees! Organisations, 
therefore, create compelling 
Employee Value Propositions to 
attract talent from outside and 
retain the talent they have inside. 
If you see the trending reports, 
providing opportunity to grow and 
opportunity to learn have earned 
a prominent position in most of 
the EVPs today. According to a 
2019 Gartner report, organisations 
that effectively deliver on their 
EVP can decrease annual employee 
turnover by 69%. I think that 
happens because it demonstrates 
the organisation’s commitment 
to investing in people and 
empowering them to take charge of 
their own career. 

I don’t believe that it’s only the 
Gen Y or Gen Z interested in 
opportunities to learn and grow. 
We discussed the unpredictable 
environment in which the 
businesses operate that make it 
complex and disruptive. I read 
somewhere that most likely in the 

near future there will be 2 kinds of 
jobs – one who will tell computers 
what to do and others who will be 
told by computers what to do! We 
are already seeing the impact of 
Industry 4.0 and the technological 
trends on skills, tasks and jobs. 
A report published by the World 
Economic Forum last year and 
many other experts on this topic 
say that the changing business 
models and new global landscape 
will give rise to new jobs! Another 
report from NASSCOM predicts 
that in India, nearly 40 percent 
of the estimated four million 
workforce will need re-skilling over 
the next five years due to digital 
disruption. So, anyone who wants 
to stay relevant will be interested 
in investing in learning and if an 
organisation provides the platform 
to do that then it is indeed a 
compelling reason to stay! 
 
Many times, employees are sent for 
training without any background 
on why they are attending it… why 
are they spending their precious 
time in a classroom or on an online 
course? This in my view derails the 
learning experience of the employee 
for any value to come out of it. In 
a scenario like this, more often 
than not, you will find that the 
employees who really need training, 
are pulled out of it for a business 
need or the ones who are attending 
are those the managers could spare. 
In other situations, employees 

“There is no use of the training if the ecosystem 
does not encourage and support the employees 
to implement their learning. I also think that 
managers should be trained more on the learning 
management framework such as 70:20:10 
and it should not be something limited to the 
knowledge of HR or L&D professionals only”

• Are we identifying the right 
talent to make careers and 
succession plans?

• How do we hire “right” to fit 
into the culture we want?

• How do we structure our R&R 
programs?

The investment made in terms of 
efforts, time and money in training 
and development should support 
learnings that translate into value 
for the organisation. There is no 
use of the training if the ecosystem 
does not encourage and support 
the employees to implement their 
learning. I also think that managers 
should be trained more on the 
learning management framework 
such as 70:20:10 and it should not be 
something limited to the knowledge 
of HR or L&D professionals only. 
The framework allows them to be a 
partner in the employee’s learning 
journey:

• Peer Learning Programs, Job 
rotations, leveraging leaders to 
teach leaders can all be a part 
of a carefully drafted people 
strategy to support a learning 
culture 

• Finally, there is a big concern 
if the HR functions are not 
integrated – Talent Acquisition, 
Talent Development, Talent 
Management, Performance 
Management systems need to 
talk to each other to support a 
learning organisation

For a learning culture to be built 
in successfully, it is important to 
encourage the behaviour of sharing 
knowledge, up-skilling, applying 
learning, collaborating and being 
open to continuous feedback on 
“what went well” and “what could 
be done better”. 
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after attending the training do 
not have a follow-up plan with the 
Line Manager, reinforcements and 
check-points that ensure that the 
learning is applied. 
 
I have learnt with experience that 
just like market research, customer 
analysis, product research etc. the 
capability needs of an organisation 
have to be reviewed and redefined 

Disclaimer: The thoughts expressed 
in this article solely belong to the 
professional and do not reflect that 
of the Organisation she works for

continuously in alignment with 
the business need – both present 
& future. When you become a 
Learning Partner for the business, 
the ecosystem begins to become 
conducive for learning and growth. 
I’m personally a fan of Kirkpatrick’s 
evaluation framework that enables 
you to begin from the start so we 
set ourselves up for success. It 
does not limit the measurement 

“...just like market research, customer analysis, 
product research etc. the capability needs of an 
organisation have to be reviewed and redefined 
continuously in alignment with the business need 
– both present & future. When you become a 
Learning Partner for the business, the ecosystem 
begins to become conducive for learning and 
growth.”
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of the success to the feedback 
for the training but focuses on 
the change in behaviour because 
that is what we need to ultimately 
move the needle required to 
achieve the learning outcomes. It 
also pays attention to aspects like 
the employee’s confidence about 
the learning and commitment to 
implementation as learners.  
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Office Design 
and its Impact 

on Employee 
Well-being
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G
one are the 
days when 
office design 
focused on 
just one 

aspect of the employee - 
productivity - but of late 
there is an emerging 
opportunity to use 
workplace design to 
promote a holistic 
state of well-being for 
people at work. When 
organisations provide 
work environments 
that improve overall 
workforce well-being and 
employee experience, 
they address the physical 
and psychological health 
of people - enhancing 
productivity, creativity, 
innovation, and 
retention.

“A quality workspace design improves overall workforce 
well-being and employee experience. It is essential 

that employers recognize how the work environment 
contributes to holistic health, which has a direct 

connection to creativity and, in turn, company growth 
and prosperity.”

Surroundings can have a major 
impact on a person’s mental and 
physical well-being-especially as 
more employees seek workspaces 
that are conducive to good health. 
Today, companies are realizing 
the importance of supporting 
their workers’ wellness, but the 
conversation is usually limited to 
physical wellness. That is why new 
office spaces include amenities 
like fitness centers, play areas, 

discounted gym memberships, 
health funds, and healthy cafe 
foods. However, a good employee 
well-being program doesn’t just 
focus on fitness or physical health; 
true well-being is holistic-including 
physical, cognitive, and emotional 
elements of employees’ experiences. 
PepsiCo’s seven-year-long ‘Healthy 
Living’ program failed to reduce 
healthcare costs, even though 
there were health improvements 

among some employees, indicating 
unsustainability in its program and 
why it is important to plan spaces 
that inherently promote more active 
work environments. In the last two 
decades, the modern office has gone 
through a number of evolutions-
from cubicle farms to open offices 
to co-working spaces. While the 
office trends and layout is forever 
evolving, one thing that does not 
change is the impact that the office 
environment has on employee 
health and well-being.

A quality workspace design 
improves overall workforce well-
being and employee experience. It is 
essential that employers recognize 
how the work environment 
contributes to holistic health, 
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which has a direct connection to 
creativity and, in turn, company 
growth and prosperity. According 
to a Gallup report, 28% of workers 
feel burned out often, which leads 
to workers taking more sick days 
or leaving their positions. This can 
be due to poor workplace design, 
such as low lighting levels and 
noisy environments. Office design 
is one subtle factor that influences 
the productivity of employees, and 
it should be factored into wellness 
initiatives and administrative 
restructuring to ensure that it 
leads to a less stressful and more 
productive atmosphere so that 
employees feel comfortable and 
calm in their physical work settings 
to produce their best work.

The 8 Zones of an Ideal 
Office Space
In 2016, researchers at the Mayo 
Clinic in Rochester, Minnesota 
constructed a “Well Living Lab” 
to find out if different work 
environments really would affect 
the productivity of employees. 
In this lab, they could control 
lighting, temperatures, background 
noise, etc., and compared the 
productivity of employees in 
different environments. They 
learned that the ideal office space 
for productivity consists of eight 
zones:

Home base - Quiet area for 
concentrated, focused working.

Open plan - Open workspace 
supporting communication, 
meetings, brainstorming.

Meeting room - For conferencing, 
workshops, and training sessions.

Breakout area - For informal 
chatter or to recharge and chat.

Implement
 a No-Smoking 

Policy

Keep O�ce
Clutter-Free

Install Air 
Filtration
Systems

Maintain a
Healthy Level
of Humidity

Add Some
O�ce Plants

Open
Windows

Touchdown - For spontaneous, 
flexible working.

Refuge area - A sanctuary for 
confidential conversations.

Resource room - For equipment 
like printers and copy machines.

Inter-zone corridors - To 
reactivate and refresh, pump blood 
to your brain and legs, and spark 
creativity.

The design and outfitting of 
workspace is a major capital 
investment for any organisation, 
therefore leaders should approach 
workplace design in a strategic way. 
The cornerstones for your office 
design should reflect and reinforce 
the business’s core values and 
should be based on a combination 
of research data, staff feedback, 
and business strategy. This will 
make sure that your office design 
is culturally in sync with your 
business and also fit for purpose to 
achieve your growth targets.

Some well-being needs 
to address with modern 
office design & workplace 
strategy

1.    Air Quality: 
Availability of clean and fresh air 
promotes employee health and 
an increase in productivity. Poor 
ventilation and elevated levels of 
carbon dioxide and air irritants 
impede on one’s attention span and 
ability to focus. Here are a few ways 
you can impact the air quality:

AIR QUALITY MEASURES
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2.    Natural Light: 
Studies have revealed that a good 
exposure to natural light during 
office hours and outdoor views 
of nature reduces stress and 
employees enjoy an average extra 
of 46 minutes of sleep every night 
which boosts employee mental well-
being and productivity. Here are 
few ways to allow ample inflow of 
natural light into the office space. 

3.    Fitness: 
Our bodies were made to move, 
but sitting has become the new 
smoking in the past few years. 
Not only is it bad for our health 
but recent research has suggested 
that a lack of movement in the 
workplace can have a significant 
effect on productivity. A few ways 
to encourage movement at work 
include offering: 

4.    Ergonomic Workstations: 
Leading companies are rapidly 
integrating ergonomics deeply 
into all of their operations. 
The use of supportive chairs, 
good desk layout, and standing 
desks can lessen muscle fatigue, 
increase productivity, and reduce 
the severity of musculoskeletal 
disorders. Workstations should 
be designed to allow for employee 
movements in order to perform 
their jobs optimally.

5.    Collaboration Spaces: 
Although employees benefit from 
working in quiet office spaces 
which enable them to concentrate, 
isolated spaces also tend to reduce 
movement. Collaboration offices 
allow workers to move around 
and work as a team, preventing 
sedentary tendencies. Optimize 
employees’ emotional health 
through these strategies:
• Create collaborative spaces, 

as well as areas to relax and 
de-stress

• Design rooftop patio or staff 
garden

• Offer flexibility to employees 
(or where and how they want 
to work)

Conclusion
There is no ‘one size fits all’ when 
it comes to well-being in the 
workplace. While the specifics will 
differ from company to company, 
forward-thinking organisations can 
find a customized design solution, 
specific to the needs of their 
operation that positively influences 
health, well-being, employee 
satisfaction, and performance. By 
simply offering employees areas to 
recharge and taking their comfort 
into consideration, it is possible 
to design for people and generate 
great results for the company. 

Consider 
Adding 

Skylights

Maximize
Natural
Lighting

Keep Your 
Design 
Minimal

Move Big, 
Bulky Furniture 

that Blocks 
Sunlight 

Use 
Di�used Light

NATURAL LIGHT MEASURES

Open and 
Accessible 
Stairways

Centralise 
Printers and 

Copiers

Bicycle
Storage

Shower 
Facilities

Collaborative
Spaces

FITNESS MEASURES
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THE ROADMAP TO CREATING 
A SUCCESSFUL EMPLOYEE 
WELLNESS PLAN
Employee wellness and well-being have a direct correlation with the 
performance and productivity of employees in workplaces. Having solid 
wellness programs can help businesses reduce their health care costs by 
creating a healthier, happier workforce. And all good wellness programs begin 
with a solid plan. Follow the steps below to create a plan for your organisational 
wellness program:

Understand the current 
state of your employees’ 
health by gathering 
employee health data

Set the vision for your 
wellness initiatives, 
establish goals and 
measurable objectives

Decide which programs or 
interventions make the most 
sense for your employees

Don’t be afraid to utilize 
resources such as
external wellness vendors, 
community groups or 
internal experts

Set a budget for the 
program. Piggyback
on other programs to 
reduce cost

Establish a realistic timeline for 
implementation and evaluation 
of the program

Build a supportive 
culture by evaluating 
workplace policies and 
the environment 

Present a plan and get 
buy-in from leadership

Work on a solid marketing 
and communication plan 
for the program 

Some intervention 
programs you can include 
are weight management, 
smoking cessation, and 
physical activity.

Consider strategies to reach 
spouses and dependents.

Make it fun. Build a clear, 
identifiable brand for your 
wellness program.

Give incentives to help
employees adopt 
wellness programs

Put your plan in action. 
It's Go Time! 

Monitor the e�ectiveness
and make adjustments 
as needed

Choose the frequency of 
interventions. Try weekly, 
monthly, or quarterly.
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Ensuring 
Employee 

Wellness in 
Testing Times 

With changing times, organisations are realizing the pressing 
need for having solid employee wellness programs in place. 
They now understand that it is more of a necessity than a 

luxury. After all, ensuring the physical and mental wellbeing 
of employees paramount ensures continued efficiency and 

productivity in operations. 

Parul Bahl
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T
ough times don’t 
last tough people do. 
Testing times mostly 
come unannounced - be 
it slowed economy, a 

deadly virus, or natural disasters. 
In tough times organisations find 
themselves with fewer people 
working with limited resources 
under immense pressure. There 
was a time when employee wellness 
programs and engagement 
initiatives were the first ones to 
get axed in critical situations; 
organisations considered them as 
an additional overhead cost which 
had to be eliminated to focus on the 
task at hand.

Fortunately, times have changed 
and with changing times 
organisations have come to realize 
that ensuring employee wellness 
in times of crisis is more of a 
necessity than a luxury. Ensuring 
that employees are at their 
best physically and mentally is 
paramount during such times to 
ensure continued efficiency and 
productivity in operations. 

Here are a few impactful initiatives 
which can show employees that 
organisations truly care for them -

1.     Flexible Work 
Environment - Tough times 
are financially and emotionally 
taxing on all employees. During 
such times it is important to make 
the well-being of employees your 
first priority. Offering flexible 
work timing or work from home 
at this time will ensure continuity 
in operation along with consistent 
productivity.   

2.     Regular Catchup’s - It 
is important to stay in constant 
touch with employees and reassure 
them that tough times shall 

pass eventually. A daily / weekly 
informal face to face meetup or 
virtual coffee catch up in the 
current situation can go a long way 
in boosting employee morale. Many 
teams are doing virtual coffee meets 
and online lunch to ensure that 
employees working from home feel 
connected with their teammates 
and managers. 
 

3.     Employee Assistance 
Program - Ensuring 
psychological well-being of 
employees is as important as 
ensuring physical well-being 
however it is often ignored. Making 
in-person or online counseling 
services available to employees 
through employee assistance 
programs in testing times will 
provide them with the required 
emotional support, which may be 
otherwise unavailable to them.  
 

4.     Fitness Initiatives - Even 
in tough times it is imperative 
that employees remain physically 
fit and active. Organizing fitness 
challenges at the workplace or 
virtually is a simple yet effective 
way of reminding employees that 
their health is the organisation’s 
number one priority- the plank 
challenge has been doing the 
rounds on the internet lately -its 

simple, implementable and costs 
nothing! In addition, emphasizing 
on the importance of following a 
proper diet and managing stress 
effectively using meditation and 
yoga are other effective ways of 
ensuing physical well-being of 
employees.   
 

5.     Communication-  
Lastly, in testing times like 
these it is extremely important 
for organisations to remain 
transparent and empathetic 
while sharing information. Well-
articulated and time to time 
communication transmitted to all 
employees plays a crucial role in 
ensuring that employees feel that 
they are a part of the family thus 
emerging stronger through the 
crisis.

The Takeaway
How organisations treat their 
employees during tough times is 
the true test of the ethics and values 
of the organisation. Investment in 
employee physical and mental well-
being in testing times if executed 
properly can create a lasting bond 
between the employees and the 
organisation. As they say, people 
will forget what you did and what 
you said but they will never forget 
how you made them feel.

Parul is the Senior Manager HR 
at DLF Limited. Prior to this, she 
worked as the HR Business Partner 
at the TATA Consultancy Services. 
She has been recognized as a 
Global Top Performer in Resource 
Management for the year 2013-14. 
She is passionate about providing 
the best candidate experience and 
thinking out of the box to create 
business value. Her specialities 
include- Talent Engagement, 
Performance Management, Learning 
and Development, and Resource 
Management.
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Workplace 
Wellness: The 

DNA for Business 
Progress

From Conventional Passion to 
Unconventional Fashion

How do you ensure the well-being of your employees at the 
workplace? Are run-of-the-mill wellness initiatives enough? Or 
do organisations need to look beyond just healthy snacks and 
gym? Sukhpreet Sandhu, a fitness enthusiast himself, breaks 
it down for us. He tells us what does it take to create ‘holistic’ 
wellness programs for your employees and how to imbibe the 

approach of ‘wholesome wellness’ into your business DNA.  

Sukhpreet Swaran Sandhu
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W    
ith the rapidly 
changing times, 
organisations 
have also been 
constantly 

evolving to survive in the 
competitive landscape. However, 
amidst this rush to beat the 
competition, business plans, 
deliverables, KPIs, and other 
transactional aspects of work 
often take over the most important 
element that helps run the show i.e. 
talent. And with it getting side-
lined the need for holistic wellness 
of the talent increases.

I am sure each organisation runs 
some kind of corporate wellness 
initiatives and factor it in their 
overall talent engagement planning. 
However, most of these initiatives 
fail due to weak success measures 
and low impact. Organisations 
invest in all conventional wellness 
programs, but not all reap 
maximum results. This is because 
they miss out on the signs, patterns, 

and data points that need strong 
attention. Wellness must be in the 
DNA of any organisation’s culture 
and must take the top spot in the 
overall manifesto. Let’s not forget 
that people run the show for us and 

Sukhpreet is a people advocate and 
culture evangelist who focuses on doing 
conventional things unconventionally. 
He, currently, Heads HR for Spinny 
wherein he is responsible to drive 
the organisation growth from zero to 
one focusing on getting right talent 
in the system and managing them 
with people-oriented practices. In his 
previous stints, he worked with Denave. 
His keen areas of interest include 
building most-loved workplaces, 
leadership development, talent 
management, and culture. He comes 
over 12 years of progressive experience 
in the field of human resources. He is a 
Fitness Coach- Certified International 
Zumba Instructor, Nutritionist, Pranic 
Healer, and a food blogger who loves 
experimenting with cooking & trying 
different cuisines in his leisure. 

“Wellness must be in the 
DNA of any organisation’s 

culture and must take 
the top spot in the overall 
manifesto. Let’s not forget 
that people run the show 
for us and healthy talent 

always leads to a growing 
business”

healthy talent always leads to a 
growing business.

Being a fitness coach myself, 
sharing some insights and points 
we can ponder upon to foster a 
practical and more sustainable 
culture of health, fitness, and 
wellness. 

First Things First: 
Get the pulse of the employees, not 
literally though! You need some 
crude data points that you can 
churn to get some unseen insights. 
This can really help you drive & 
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divert the business direction. Many 
of us shy away from getting regular 
preventive tests done - sometimes 
lack due to of time and sometimes 
due to lack of willingness- mostly 
because we are lazy. We must 
develop a platform that focuses 
on educating employees eating 
right and fighting the demon of 
chronic diseases that either may 
be underlying or can develop over 
time. And yes, one size doesn’t 
fit all. I often talk about Appetite 
Analysis in my talks and articles. 
Believe it, this works wonders if 
done rigorously and seriously. 
Drive it top-down, let your CXOs 
lead and show that they care about 
their health - not just their bodies, 
but minds and soul as well (holistic 
wellness). 

Keeping healthy snacks in the cafeteria 
or setting up a gym in the workplace 
is not the solution. No doubt they 
make any workplace look swanky and 
employees talk about it with oodles 
of swag, but how many actually take 
it seriously? A key point to ponder! 
Maybe, they either need something 
different or the same thing needs to be 
served differently. 

Structuring Holistic 
Wellness: 
Once you have identified the 
core organisation-wide health 
and wellness challenges/ inputs- 
it’s time to start weaving them 
into your talent planning. This 
is key to making it the building 
block. How about looking at a 
variety of categories and linking 
them? Wellness can’t be merely 

about physical health; it has to 
have mental, social, emotional, 
and financial elements as 
well. Yes! We often miss out 
on these aspects. Let’s add on 
some conventional methods to 
achieve these unconventional 
objectives successfully. Learning 
and continuous education 
with consistent nudges play an 
important role here. These four 
facets of wellness are interlinked. 
Run key financial planning 
programs continuously to let people 
be ready for adverse times and 
manage finances with a smile and 
not with stress. 

Mid-level leadership development and 
coaching are important. Most of the 
managers don’t know how to mind 
their p’s and q’s to filter their conduct 
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“Quantity over quality 
and exhaustive over 

comprehensive- these 
interchangeable 

aspects of any program 
can make or break 
their prioritization 

and adoption at the 
workplace.”

while dealing with their team members. 
Statements, tone, word-choices, 
commenting on something sensitive 
and dealing with their personal 
issues - these delicate matters, if not 
handled appropriately, cause a lot of 
turmoil in the people who experience 
such behaviours. This directly affects 
the receivers’ emotional and mental 
well-being. I am sure at some point 
in time we all have experienced 
our managers saying something 
insensitive which has made us 
question our whole existence in the 
team or the workplace! Needless 
to mention, this increases negative 
stress that leads to low productivity 
and impacts blood pressure, 
anxiety levels, and even personality 
disorders to some extent. This 
comprises one of the bottlenecks 
in the success of any wellness 
program. Train your mid-managers 
to handle this and lead such 
programs for success. 

Bringing Agility in the 
Programs:
Quantity over quality and 
exhaustive over comprehensive- 
these interchangeable aspects of any 
program can make or break their 
prioritization and adoption at the 
workplace. Getting the fundamentals 
right and focusing on small capsules 
always work especially in an 
ambiguous and volatile business 
environment. The easier it is for 

employees to engage, the more 
likely they are to produce positive 
outcomes. Unless motivated, most 
employees will have a hard time 
beginning and maintaining a 
healthy lifestyle. 

Behaviour change is one of the 
most difficult things that we do 
as humans. Adopting healthy 
behaviours is actually easy. The 
challenge is to maintain these 
healthy behaviours for the rest of 
your life. Worksites that can create 
a health-promoting environment 
and a culture that supports healthy 
living will experience a variety of 
positive wellness outcomes. To have 
an effective wellness program, you 
have to help employees adopt and 
maintain healthy behaviours.
Today, more than ever, there are 
many things competing for our 
attention. For any wellness program 
to be effective, it will need to be 
communicated in multiple ways and 
at multiple times. Once you have 
your effective marketing materials 
in place you need to get them in 
front of your employees. The days of 
just hanging up a poster are gone. 
It’s like branding for your product or 
service offering- use internal ATL/
BTL techniques, make it viral on social 
media, and let the quantum speak! 
Stream videos, interview people, and 
even go-live with their regime on social 
media. Don’t pressurize anyone, let 
people absorb things slowly- change 
takes time. 

Internal Champions and 
Torchbearers:
Leveraging the power of ‘lead by 
example’ can work wonders here. 
Some people at your workplaces 
must be practicing holistic wellness 
and leading a great lifestyle. Ask 
them to share their motivation with 
their teams to inspire others. Think 
about somebody you know that lives 

a healthy lifestyle. This person most 
likely would exercise every day, 
doesn’t use tobacco, eats a healthy 
diet, manages their stress and 
weight, and maintains some level 
of work/life balance. Why not make 
them as one of the torchbearers? 
This could be their passion to live 
this way and passion when given a 
chance to lead in the professional 
realm, gives unexpectedly great 
results. 

I have personally done this. Being a 
fitness coach and instructor, I have 
always ensured that I hold small 
talks with people who share similar 
interests- it can be exploring a 
passion that makes them happy and 
leads to holistic wellness or a great 
fitness regime that affects the mind, 
body, and soul. Forming small groups 
and committees in the workplace 
works wonderfully. You get to have 
like-minded folks come together and 
lead initiatives innovatively for success. 
Some groups can conduct meditation 
and yoga for pure physical and mental 
well-being, some groups can host 
dance fitness, some can help others 
plan finances and savings, marathon 
runners club, music clubs, and many 
others. The list can go on and on, and 
the spike in the productivity, likelihood 
and loyalty towards the workplace 
including talent retention, attraction,  
etc., take a fabulous 360-degree turn.

It’s a collective effort of smaller 
elements ranging from adding 
wellness into the manifesto of 
the talent strategy to letting the 
same talent lead it for success. 
It is the differentiator for higher 
participation, innovation, 
engagement, and attainment. 
Passion and hustle can be possible 
game-changers and if the entire 
organisation shares it, it is 
reflected in the culture and day-
to-day business for holistic growth 
towards consistent evolvement. 
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The Neglected 
Basics of 
Employee 
Well-Being

While most organisations these days are putting in their best 
efforts to keep their employees happy and engaged, most of 

their wellness efforts are geared towards physical well-being of  
employees. Most research studies, on the other hand, claim that 

it is workplace stress that de-rails employee productivity the 
most. Thus, it becomes imperative that organisations focus on 
improving the overall work environment and creating a sense 

of belongingness to keep employees happy. 

Abraham Joseph
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H
uman capital 
is the core of 
any successful 
enterprise. It 
drives every aspect 

of an organisation’s operations 
including technology, product 
design, distribution network 
and service delivery. One way to 
build a competitive advantage 
for an organisation is to improve 
the well-being of employees, 
which is directly proportional to 
productivity.

One of the major causes for the 
de-rail of employee productivity 
is workplace stress. Research has 
illustrated that workplace stress is 
exacting an all-time high physical 
and psychological toll. Whilst 
organisations have gone out of their 
way to devise wellness programs 
that recognize the physical 
component of health, in the midst of 
this whirligig they tend to miss the 
basics. The wellness of employees 
starts with the environment they 
work in.

Jeffrey Pfeffer in his book “Dying 
for a Paycheck: How Management 
harms employee health and 
company performance” extensively 
focuses upon the relevance of 
job control and social support 
on employee well-being in an 
organisation. Pfeffer explores 
research that connects the impact 

of the two elements on employee 
well-being in his book.
I believe that traditional wellness 
programs are not the mere levers 
that would drive employee health 
and wellness in an organisation. 

Abraham is the Vice President of 
Human Resources (Global People 
Function) at Aequs with over 20 
years of rich experience in shaping 
high performing cultures, his 
practical approach keeps him 
attuned to the requirements of 
the organisation. Abraham has a 
PG Diploma in Human Resources 
and Personnel Management from 
XLRI as well as a PG Diploma in 
Marketing from the Apeejay School 
of Marketing. He has worked with 
teams spread across countries while 
holding leadership positions in 
various high profile organisations 
like Flextronics, Tata AIG, Sify and 
Murugappa Group prior to Aequs. 

“Whilst organisations 
have gone out of their 
way to devise wellness 

programs that recognize 
the physical component 

of health, in the midst 
of this whirligig they 

tend to miss the 
basics. The wellness of 

employees starts with the 
environment they work 

in.”

Instead, improving the overall work 
environment and creating a sense 
of belongingness is a far more 
effective way of driving wellness 
in the workplace. Below are few 
basics that an organisation needs 
to focus upon for the well-being of 
employees:

IN
D

U
STRY N

EW
S

EM
PLO

YEE W
ELL-B

EIN
G



ALL THINGS TALENT APRIL 202044

Autonomy and 
empowerment at work
Studies have shown that the 
amount of discretion an employee 
has in his/her work has a major 
impact on his/her physical 
health. The negative impacts of 
job control are particularly acute 
for employees in high-pressure 
jobs, with little control over their 
workdays. Organisations can 
reduce this impact by designing 
jobs which allows employees to 
exercise autonomy and discretion. 
The work culture that is created on 
micromanagement is inefficient 
and filled with unease. It impacts 
productivity, turnover, innovation 
and employee morale. organisations 
can guard themselves against these 
fallacies by creating ample room for 
autonomy in various job roles.

The conflict between 
personal and professional 
commitments
At times employees have to make 
hard trade-offs between personal 
and professional commitments 
when they are double booked. 
Such situations trigger guilt 
and stress. The key to navigate 
through situations is prioritization. 
Each employee must determine 
this prioritization for himself/
herself because it might differ 
dramatically from person to person. 
Organisations can organize training 
on planning and prioritization 
to aid employees to identify the 
vantage point and address work 
and family time conflicts. I believe 
this aspect could be dealt with by 
individuals better by determining 
the sense of righteousness and the 
criticality of each activity, not how 
other people would react to one’s 
decision. 

Perceived fairness and 
justice at work
Numerous researches have shown 
that workplace satisfaction, 

commitment, trust and reduced 
levels of turnover can be correlated 
with an employee’s perceived level 
of injustice in their work. The key 
components of fairness include – 
equity of pay, fair promotions, fair 
treatment regardless of personal 
characteristics, feeling that one 
has the right to challenge unfair 
decisions etc. It is important for 
employees to be aware that they are 
in a levelling field. 

I believe fairness should be seen 
as a top priority for all managers. 
When the managers collaborate 
with their employees in strategic 
decision making, make themselves 
available for honest two-way 
communication, handle change 
management judiciously and treat 
people with respect, fairness will 
spread like wild-fire throughout the 
organisation. Smart organisations 
not only focus upon the outcomes 
their managers produce but also 

“Organisations can 
organize training 
on planning and 

prioritization to aid 
employees to identify 
the vantage point and 

address work and family 
time conflicts. I believe 

this aspect could be dealt 
with by individuals better 
by determining the sense 
of righteousness and the 

criticality of each activity, 
not how other people 
would react to one’s 

decision.”
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emphasize upon the fairness 
of the process the managers 
adopt to achieve the results. This 
should not be confused with 
micromanagement. There is 
always more than a unidirectional 
approach to involve employees in 
decision making and communicate 
why certain decisions were 
undertaken.

There is a moral imperative for 
organisations to practice fairness 
at work – it’s simply the right 
thing to do. Process fairness is the 
responsibility of all employees, 
all executives across levels and 
functions.

Workplace wellness has immense 
potential advantages in terms of 
delivering quantifiable benefits – by 
creating a thriving, engaging and 

productive workforce. Corporate 
wellness programs have always 
been a question of debate. While 
I agree that wellness programs 
carry certain value, I offer a 

line-in-sand position: Workplace 
culture and ethos is the optimal 
opportunity for employee wellness 
efforts. Organisations need to 
revamp their wellness strategies 
and start at the grass-root level 
rather than investing in poke 
and prod wellness programs. It 
is important for organisations to 
take stock of the broader work 
environment and ensure it has the 
essentials to promote employee 
well-being. Management practices 
that strengthen autonomy, create 
room for employee discretion and 
discourage micromanagement 
generally reap straightforward 
results, creating a win-win situation 
for employees and employers.

“Organisations need to 
revamp their wellness 

strategies and start 
at the grass-root level 

rather than investing in 
poke and prod wellness 

programs. It is important 
for organisations to take 

stock of the broader work 
environment and ensure 

it has the essentials to 
promote employee well-

being.”
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Now 
Onboarded…
Well-being at 
Work! All Izz 

Well!
Wellness and well-being are two words that are often used 

interchangeably. While one is all about the physical state, the 
other expands above and beyond. Read on to understand this 
from our regular columnist, Harini Sreenivasan with inputs 

from Himani Kende.
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E
ven in the midst of 
the pandemic and the 
lockdown, somethings 
must go on, I thought, 
as I read the last pages 

of a book before falling asleep. 
A few minutes later I heard loud 
voices, almost like two people were 
engaged in a heated argument. 
Curious to know more, I craned 
my neck and twitched my ear in 
the direction of the sound. My old 
colleague, Mr Wellness was in a 
verbal duel with our newly on-
boarded Mr Well-being. 

Wellness: Look here, I am the 
most important one around. In 
my presence, there is no worry. It 
is extremely important that I am 
taken care of very well. There is no 
compromise on my maintenance 
irrespective of budget cuts. Why do 
you think annual medical checkups 
happen and are taken so seriously?

Well-being: I do get it. But all 
that I am saying is that simply 

spending on diagnosing the health 
of employees is not enough. It 
certainly calls for investment on 
their holistic healthy future in the 
organisation. And that is precisely 
why I am here!

Wellness: Hah! Isn’t it obvious 
that if I am around, your presence 
will be automatically felt? I just 
don’t get what the fuss is all about 

making this investment to get you 
on-board!

Well-being: Don’t get so 
judgemental my friend. You are of 
course very important. But talking 
about work and workplace stress, it 
is beyond you to repair the damage 
caused. Let me explain how and 
why this is so.

For organisational excellence, 
having healthy employees at work 
is not enough. They have to be 
happy as well. Rather than focusing 
on physical health alone, an 
employer’s understanding of how I 
am present i.e. its workforce’s “well-
being” should expand to include 
elements such as mental health, 
emotional health, financial security, 
professional fulfillment and social 
connectivity.

Now, to answer your question, 
“Should the business adopt a well-
being initiative? I am sure you will 
agree, the answer is yes. When an 
employee brings her or his entire 
self to work, there is engagement. 
That happens only when I am 
around.

A dynamic HR leader who has a 
strong purpose of making a positive 
impact on people and the quality of 
their lives, Harini has a Master’s in 
Business Administration (Human 
Resources) from ICFAI. A design 
thinking practitioner, behavioral 
analyst, transactional analyst and 
innovator, she is a strong advocate 
of the concept of Happy Workplaces. 
Harini has been leading the HR 
function in MNCs and is a guest 
faculty at prominent B schools and 
universities. She is currently Affiliate 
Partner at SSI India and Advisor to 
the Board at Caere Pvt. Ltd.
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Wellness: Hah! So you think 
you can do without me? Healthy 
employees alone will make happy 
workplaces.

Well-being: No, no! you have 
got me completely wrong. What I 
do is expand the view of wellness 
to cover more than the physical 

body, encompassing an employee’s 
mental and emotional state as well 
as their productivity and ability 
to perform at the peak of their 
capabilities. Haven’t you heard 
of some organisations that even 
consider employees’ financial 
health and the strength of their 
social networks to be part of their 
overall well-being?

Because my scope is more inclusive 
than yours, well-being programs 
are essential for relieving stress at 
the workplace.

Wellness: It will help if you 
can throw more light on your 
initiatives.

Well-being: Ok, let’s take 
vacations, as an example. It is 
always associated with an escape 
from work but in reality, it is the 
best teacher that helps employees 
reflect on their work and return 
rejuvenated. Making vacations 
an integral part of the employee 
lifecycle is one to start with. While 
travel not only exposes one to learn 
about its surroundings but also 
learns to adapt around people. 

“For organisational excellence, having healthy 
employees at work is not enough. They have to be 

happy as well. Rather than focusing on physical 
health alone, an employer’s understanding of how 

its workforce’s “well-being” should expand to include 
elements such as mental health, emotional health, 

financial security, professional fulfillment and social 
connectivity.”
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Himani is an outdoor enthusiast 
who loves travelling & meeting new 
people. From an IT product launch 
event to destination weddings, 
Himani has been working in the 
Events Industry since she was 17 
years old. A tourism graduate, who 
finds her zen in reading, surfing, 
trekking, cooking, baking and 
dancing. Efficiently handling the 
outdoor learning programmes 
for children and corporate whilst 
working with Trailblazers- The 
Outdoor School, you will find her 
spending free time in child’s NGOs 
and mobile creches.

Various camps more or less have 
the same learning outcomes, it’s 
the environment and its activities 
in which they will be exposed to 
that matters. Wildlife opens your 
conscience to all Nature’s elements. 
Art & Culture gives your creative 
minds a chance to be exposed to the 
history and community. Adventure 
and High Altitude Trekking brings 
confidence and responsibility. 
Travelling provides employees with 
the essential break that’s required 
to rejuvenate and get back to work 
with a better mind.

Wellness: So you say vacations 
improve well-being. What about 
the loss of productivity due to such 
absenteeism? How does one handle 
all that? Instead, if you have healthy 
employees, they wouldn’t want to 
take a break at all. Won’t that help?

Well-being: Haha, again you 
are missing the point. Letting 
employees take vacations is just 
the methodology. The underlying 
message is actually a lot deeper. By 
letting employees plan their work 
and leisure on their own, the organ-
isation is actually reinforcing trust. 
Managers who trust that their team 
members understand the delivera-
bles and can plan their work have 
fewer problems. See the impact on 
the behaviour of the employee when 
the manager is extremely trust-
ing. He or she takes the complete 
initiative to drive work and takes 
complete accountability to complete 
it too. Here is a team that scores 
high on well-being than on mere 
wellness because each person is 
able to bring his or her whole self to 
work. Isn’t that great?

Wellness: I am still not sure how 
it will work. Inducing behavioural 
changes is not an easy task. And 

how are you going to be a part of 
this change management? I don’t 
see the connection.

Well-being: Well, it is all about 
changing the perspective of what I 
am all about. I need to coach people 
at all levels that a feeling of well-
being comes when organisations 
treat people as people. 
organisations will need to prioritize 
interactions over processes, keep 
guidelines for people so that they 
are able to work with freedom. They 
would be required to be able to 
move away from rigid procedures 
and practice evolving procedures 
on the go. It doesn’t come that easy 

“By letting employees 
plan their work and 
leisure on their own, 
the organisation is 

actually reinforcing 
trust. Managers who 
trust that their team 

members understand the 
deliverables and can plan 

their work have fewer 
problems..”

though. It requires organisations to 
re-think the way they work. Just a 
mere re-thinking won’t bring me in 
and keep me retained. It has to be 
followed diligently as practices. 

I look forward to co-existing with 
you, my friend. Together, we 
make a great pair…imagine an 
organisation that has both Wellness 
and Well-being working in unison! 
Wouldn’t that be an organisation to 
dream about?

Of course, that was a dream! The 
last few words by Well-being shook 
me up from my sleep and I jumped 
out into another new day to convert 
this dream to a reality!
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Are You Taking 
Care of Your 
Employees’ 

Financial Health 
As Well?

When we talk about employee wellness, the focus is often 
on ensuring the physical, mental, and social well-being. 

Organisations often overlook the importance of having a 
financial wellness program in place. Financial stress can 

take a huge toll on the productivity of your employees at the 
workplace, which makes it is essential for companies to give 
equal emphasis to the financial stability of their workforce. 

Jayanth T.
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T
he National Wellness 
Institute defines 
wellness as ‘...an active 
process through which 
people become aware 

of, and make choices toward, a 
more successful existence.’ Now, 
‘Successful Existence’ could mean 
different things for different people 
- an established career, a balanced 
life, a happy family, or a six-figure 
bank balance. While organisations 
have been tirelessly working to 
promote employee wellness, with 
emphasis on the social, physical, 
and emotional health of employees, 
they often forget to focus on 
outlining a solid financial wellness 
program.

In today’s volatile world, technology 
changes, corporate mergers, 
bankruptcies, and regulatory 
troubles can result in today’s jobs 
being extinct tomorrow.

Financial stress can take a huge 
toll on the productivity of your 
employees at the workplace, 
have a negative impact on their 
morale and eventually result in 
absenteeism.

Today, organisations are 
continuously looking to boost their 
headcount and hire Millennials. 
Now, this generation, though 
smart, may lack the financial 
awareness and how it impacts 
their well being for tomorrow. ‘Live 
for the day and not worry about 
tomorrow’ may be a good approach 
if you are an unmarried individual 
but having family will bring a new 
set of challenges.

A typical individual in India will 
think of investing in real estate or 
LIC policies or fixed deposits at a 
bank or a post office or even mutual 
funds or direct equity markets.

LIC Policies are badly marketed 
as investment products in India 
instead of being used for what they 
really are (small succor of relief for 
your family if death comes about to 
the policyholder). The return on LIC 
policies over the policy term hardly 
exceeds 5% (inflation routinely 
crosses 10%) and the only glimmer 
is the sum assured is tax-free upon 
policy term ending or upon death.

Mutual funds come in so many 
forms. Front-load and trailing 
commissions, sign up fees, 
management expense ratio 
(anything more than 1.5 is 
worrisome) can eat up a lot of 
investment gains.

Unexpected life-changing events 
(disability due to accident or serious 
health condition) can result in huge 
expenses which are unforeseen and 
there are no emergency savings to 
tide over. Without a good analysis 
of their own risk profile, individuals 
tend to invest in high-risk equity 
markets creating an opportunity 
for the wipe-out of the principal 
invested.

The advent of several plastic money 
payment options has created high 
levels of debt and its associated 
credit history problems and the 

experience-based behaviour 
(gadgets, travel, culinary) has piled 
on the misery as well.

A need-based and a customized 
financial wellness program can 
be a good source of employee 
engagement and retention, better 
presentment, productiveness 
improvement and loyalty.

The financial wellness programs 
should be targeted towards specific 
groups of employees — Baby 
Boomers, Gen X, Millennials and 
women to be effective and the 
outcomes of the programs must 
be measured by the employers to 
predict the need of any tweaks and 
act upon it (participation levels 
should give a good view of the ROI).
Financial wellness programs 
may not be the right fit for all 
companies. It may be a trend but 
an organisation would be better 
positioned to survey its employees 
and assess the need before rolling 
out such a program.

From an employer perspective, 
the key payoffs of a well-rounded 
financial wellness program can be 
reduced absenteeism and reduced 
support calls related to tax-saving 
instruments, insurance etc.

Jayanth led the Talent Acquisition 
and Sourcing function at Imex 
Systems Inc. At the company, he has 
led the entire recruiting life cycle 
from development of job descriptions 
and sourcing to candidate 
assessment (competency mapping 
and interviewing), offers and on-
boarding. Jayanth has also played a 
pivotal role in the bid management 
and sales operations of the company. 
An engineer by qualification, Jayanth 
graduated from Sri Venkateshwara 
University.
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AI-driven Talent 
Acquisition - 

The New Norm?
Talent acquisition is a crucial function of human resource 

management and recently it has witnessed many 
advancements, thanks to technology, especially Artificial 
Intelligence (AI). According to various analysts, five years 
from now talent shortage will be the predominant issue for 

Global Talent Acquisition Heads. This article explains how AI 
has become an integral part of HR and how it is impacting the 

talent acquisition teams. 

Vishwanadh Raju
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R
ecent research done 
in the Bay Area with a 
group of Global Talent 
Heads states that:

• 96% of HR professionals believe 
AI has the potential to enhance 
talent acquisition 

• Industry experts estimated 
100% of sourcing and screening 
can be automated

• 20% of Relationship 
management related task can 
be handled by AI

• Only 7% of HR believe their jobs 
can be replaced by AI

Some of the most formidable 
challenges for HR professionals 
include engaging employees, 
sourcing right employees, and 
managing the high attrition rate. 
It is, therefore, important to have 
a robust integrated analytical 
platform that can provide crucial 
insights to employers, recruiters, 
and even candidates to help them 
make the right hiring decisions. 

Such platforms will also ensure 
that businesses are ahead of the 
competition and contributing to 
their bottom line.

Artificial Intelligence is no more 
an Intellectual Language and it can 
do wonders if augmented properly. 
Here are some possible ways the 
technology can contribute towards 
making recruiters’ lives easier -

Improves Speed of Hiring: 
Chatbots can perform candidate 
pre-screening and sourcing tasks. 
This saves a lot of recruiter’s time, 
which they can then spend on 
engaging the most suitable and 
interested candidates.
 

Augments Source of 
Hiring: For instance, you 
could find if Facebook is a better 
platform to market your Sales job. 
Is it GitHub or Stackoverflow that 
gives you better matching Python 
developers. Which recruitment 
agency works best for you and 
many more? Helping you to budget 
your recruitment finances wisely. 
This helps you focus your efforts in 

the right direction.

Vishwanadh Raju is a seasoned 
Talent Acquisition professional 
with over 17 years of experience 
in managing Talent Acquisition 
in Product Development and 
Investment Banking Captive 
organisations. He has managed 
Business transformation with 
talent acquisition Strategy. His 
expertise lies in both high volume 
and niche hiring. During his 
career, Vishwanadh has managed 
Global Talent Branding, Candidate 
Experience and University Relations. 
Currently, he is managing Global 
Talent acquisition for Axiscades.

“It is important to have 
a robust integrated 
analytical platform 

that can provide crucial 
insights to employers, 

recruiters, and even 
candidates to help them 

make the right hiring 
decisions.”
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Improves Quality of Hire:  
Traditional recruitment practice 
runs on a first come first serve 
basis. We generally source the 
bunch of resumes and then screen 
them or vice a versa. However, this 
is done in bits and pieces. Also, our 
competitors are also looking at the 
same set of candidates. We need to 
be more agile and quick in order to 
reach top-quality candidates. Using 
AI for recruiting helps to identify 
quality candidates much early in 
the hiring process. This gives us an 
opportunity to engage better talent 
much sooner.

The future is already here as a 
lot of companies have adopted 
the technology, while others are 
giving in to the peer pressure and 
exploring AI. However, to make 
optimum use of AI in recruitment, it 
is essential to have the right tools in 
your arsenal that will come handy 
across the different stages of the 

recruitment lifecycle - Job Posting 
and Candidate Sourcing, Candidate 
Screening, Candidate Assessment, 
Interview Process, and Offer 
Management and On-boarding. 
Here’s a list of such AI tools and 
software -
Glancing Through the Recruiting 
Life Cycle and AI Use Cases

#1    Job Ad Postings: 
AI helps us to eliminate biased 
input/language in the job 
descriptions.  Sometimes we might 

not agnize the language that 
we are using in job descriptions 
is appealing to the potential 
candidates or biased towards a 
specific gender. For example, using 
something like “we are looking 
for Design Superheroes” does not 
appeal to women job seekers.

Probable Solution:

TEXTIO is a tool which helps 
recruiters improve the content of 
their postings. This product has 
shown that small tweaks in the 
language can make a big difference 
in response rates and the quality 
of applicants that apply. It uses 
a specific Natural Language 
Processing and Text Analytics as a 
Technique.

#2    Candidate Sourcing:
Sourcing the right candidate at 
the right time at the Right cost is 
the phrase all the Recruiting team 
members are aware of and with a 

“It is important to have 
a robust integrated 
analytical platform 

that can provide crucial 
insights to employers, 

recruiters, and even 
candidates to help them 

make the right hiring 
decisions.”
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lot of Portals, it is important for 
a Recruiter to Source in the Right 
Place. Apart from the portals, 
there are various integrated web 
search methodologies that help in 
sourcing. Additionally, identifying 
passive candidates and engaging 
them is a part of recruiter journey 
in quest of Talent.

Probable Solution(s):

CONNECTIFIER Helps recruiters 
contact exceptional candidates by 
leveraging a constantly growing 
database. It uses machine learning 
technique and helps in information 
retrieval, and scaling through the 
use of neural networks.

ENTELO allows recruiters to 
source candidates from different 
groups based on gender, ethnicity, 
and veteran status. The algorithm 
used is Predictive Analytics and 
NLP. It is most relevant to recruit 
passive talent. Additional features 
are job Posting, allowing candidates 
to apply within the software or on 
the company’s website. 

TALENTBIN is one of the best 
applicant tracking tools and is 
most effective in sourcing passive 
candidates. The technology used 
is Supervised/unsupervised 
ML. TALENTBIN specializes 
in collecting Total candidate 
information from their entire social 
footprint, Team collaboration and 
can be accessed from anywhere 
through the use of Real-time 
emotional analytics.

BEAMERY is a candidate relation-
ship management system that uses 
machine learning to enable proac-
tive recruitment and build a talent 
pool. It uses predictive analytics 
and Natural Language Processing 
to analyze interactions between 
candidates and employers and helps 

recruiters to build relationships 
with them.

TEAMABLE platform transforms 
employees’ social networks into 
dynamic talent pools that drive high 
employee engagement and makes 
referring relevant candidates easy. 
Basically this can be considered as 
an Extension of current Employee 
Referral Program. It uses Predictive 
Analytics for its operation. 

ROLEPOINT is a platform which 
can be leveraged for Effective 
referrals and internal mobility. It 
leads to employees’ engagement 
and attracts the highest quality 
talent and bringing talent 
acquisition in line with today’s 
social and connected world. Is 
based on Deep Learning and NLP.

#3    Candidate Screening:
Once we have a good set of resumes 
the next logical step is to screen 
them and move forward Prioritizing 
Resumes. Now, the big task ahead 
of a recruiter is to find the best 
candidate to start engaging. 
Natural Language Processing 
(NLP), deep learning and machine 
learning can be used to screen 
resumes contextually just like an 
HR expert. It can also match and 
rank candidates to help shortlist 
the best talent in just a few seconds.

Probable Solution(s):

TensorFlow is an Open source 
platform which specializes in CV 
Screening. It uses Voice recogni-
tion, deep learning and Neural net-
works for its Operation. TensorFlow 
is mainly used for: Classification, 
Perception, Understanding, Discov-
ering, Prediction and Creation. 

POMATO helps in Matching 
skills and shortlisting resumes. 
The technology used is Machine 

learning and Pattern Recognition. 
The matching engine uses 
contextual analysis and matches 
candidate profiles based on the 
required skills, roles, expertise level 
and then candidates are ranked 
according to their scores for the 
particular job.

IDEAL is an intelligent system 
that complements the existing 
HR software to make best data-
backed talent decisions. It uses 
machine learning and Natural 
language processing to analyze 
rich candidate information from 
resumes, Chabot conversations, 
assessments and performance data 
to enable recruiters with decision 
making.

MOSAICTRACK helps to identify 
the best Talent on Culture and Skill 
among the list of resumes by using 
Predictive Analytics and Machine 
learning & NLP algorithms. It saves 
both time and cost for the TA heads.

#4    Candidate Assessment:
While the organisations focus 
on bringing the right talent, it is 
essential on their part to provide 
candidates with a great experience. 
Organisations have understood that 
their hiring process needs to be 
modified or enhanced to ensure the 
candidate experience is good. 

Probable Solution(s):

 Mya, Olivia, jobpal are one of the 
finest Chatbots which are built 
using NLP, machine learning that 
can strike a conversation with 
candidates and perform candidate 
screening. An interesting fact is 
that for Pre-existing candidate 
database, a text-based Chatbot can 
initiate a message trail with passive 
candidates to know their interest 
in job openings and interested 
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candidates can be pre-screened 
using basic or advanced screening 
questions. These Chatbots improve 
candidate experience throughout 
the hiring process, by keeping 
the candidate posted with regular 
updates.

HACKEREARTH/HACKERRANK 
helps in Screening, inviting 
candidates and conducting 
assessments. This is based on 
Supervised/Unsupervised ML 
and NLP. The Recruiter can view/
Assess and Compile the Code 
before inviting the Incumbent for 
Interview Process. The proprietary 
tech assessment platform vets 
technical talent through skill-based 
evaluation and analytics.

SWOOP TALENT is a Talent Data & 
Integrations Platform from HR Tech 
Experts. It can be used in all stages 
to solve talent data management 
problems. It integrates various 
data management systems, 
creates reports, analyses and 
displays constantly refreshed 
data. It Interprets Complex Data 
Sets through the use of cognitive 
computing.

MY ALLY’S is an AI-powered 
solution for automating the 
scheduling and coordination of 
candidate interviews. The best part 
is it helps in Discover & Attract, 
Interview and Hire, Onboard and 
Retain best Employees. It uses 
Machine Learning algorithm for its 
operations.

HARVER is disrupting the 
recruitment industry and providing 
companies with an intelligent 
way to evaluate and automate all 
aspects of candidate selection, 
while simultaneously fighting 
unconscious bias in the process. 
Harver adds a unique, tailor-made 

experience component to the 
hiring process that candidates 
will love. The technology used is 
Predictive Analytics, NLP, Data and 
Self Learning algorithms to make 
reliable hiring decisions.

McQuaig is also a screening 
tool which uses job profile as 
a benchmark and measures 
the candidate’s personality 
and cognitive ability with any 
combination of our psychometric 
tests and assessments. The results 
will automatically match the best 
candidates suited to the role based 
on the predictive analysis of their 
potential success and their level of 
job and culture fit.    

#5    Interview Process:
Interview Process plays an 
integral part in Talent Acquisition 
and involves different aspects 
like Assessment, Selection, and 
Candidate Experience. Now, we all 
understand that it is a candidate 
market and we have to enable great 
candidate experience to everyone 
including prospective employees as 
well as those who may not reach the 
finish line. Here are some tools that 
can come handy during the process.

Probable Solution(s):

HIREVUE is a digital recruiting 
company dedicated to finding the 
best talent for their clients using 
video intelligence for interviews. 
It specializes in Human capital 
management, Video screening, 
Mobile interview, HR Tech, Artifi-
cial Intelligence, Pre-Hire Assess-
ments, through the use of Real-time 
emotional analytics and computer 
vision.

CALENDLY is an AI-powered 
solution used to identify suitable 
interview slots. This tool specializes 

in productivity, scheduling, 
efficiency, Recruiting software, 
lead conversion through the use 
of Real-time emotional analytics. 
The technology used is machine 
learning.

X.AI helps tackle the 
administrative nightmare of 
scheduling interviews with the aid 
of Machine Learning, vertical AI, 
Intelligent Agents and Productivity 
through the use of NLP.

BELONG specializes in Resume 
Search, Assessments, Candidate 
Management, Interview 
Management, Job Requisition & 
Posting, On-boarding, Reference 
Checking through the use of NLP. 
Discovering and engaging talents 
and Measuring and optimising 
the Interview Process through 
predictive analytics is a unique 
feature of this Product.

INTERVIEW MOCHA is an 
online assessment software for 
pre-employment skill testing. 
It offers Pre-employment Skill 
Testing Solution to recruit 
quality candidates and reduce 
administrative hassles in 
recruitment using machine 
learning. It specializes in Online 
Skill Assessment Testing, Multi-
Competency Assessments, 
Advanced Online Proctoring 
Mechanism and Employee Skill 
Testing through the use of neural 
networks.

TALOCITY is an AI-based one-
way video interview platform. The 
engine sends an SMS, email, and 
IVR to the candidate with a video 
job description link. The candidate 
clicks on the link watch the video 
JD, and if he/she likes the company, 
he applies through a one-way video 
interview. The employer presents 
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the questions for the interview 
and they can be offered in 39 
different languages of the world. 
This is based on Computer vision, 
Predictive analytics and Pattern 
Recognition.

PAÑÑÃ (PANYA) is a platform 
which can be leveraged for 
evaluation, recorded interviewing, 
video conferencing through voice 
and face recognition. It helps 
recruiters and interviewers simplify 
the applicant screening process. 
Algorithms used are Machine 
vision/Computer vision and 
Cognitive Computing.
 

#6    On-boarding and Offer 
Management:
When it comes to making an 
offer and on-boarding, the main 
objective of talent leaders is to 
keep the hiring process paperless 
and more data-driven. AI can 
minimize mundane HR tasks by 
automating the delivery and receipt 
of necessary paperwork. AI and 
chatbots can work around the 
clock, guiding a new hire through 
all aspects of on-boarding and 
answering questions as they arise. 

Providing new employees, an 
overview of company policies 
and login information for job-
related portals through automated 
tools. And also tracking that the 
document has been thoroughly read 
and capture electronic signatures 
as new hires finish steps, removing 
the need for HR to confirm this 
completion manually. Candidate 
engagement via communication 
and Branding is the essence of the 
hour. While most of the Applicant 
Tracking systems have state of the 
art/ease in Offer letter generation 
and delivery we will discuss on few 
aspects on how AI is making its 
presence felt in this Step.

Probable Solution(s):

TALMUNDO specializes in keeping 
new employees engaged once they 
are recruited. It gives a 360-degree 
view of the organisation, chance 
to introduce themselves through 
the use of chatbots. It helps in 
building a great pre-boarding & on-
boarding experience for employees. 
The technology used is machine 
learning.

EVOLV helps organisations to 
recruit, train, and manage their 
people. The computer software 
impacts every aspect of the 
employee experience, helping 
people to make their best work 
even better. It runs on Predictive 
Analytics and Pattern Recognition. 

SABA helps in enterprise 
learning, talent management, and 
collaboration solutions which can 
be leveraged in the On-boarding 
and future stages. Is based on 
Machine Learning and NLP. 

OPTIMUM HRIS is Payroll & 
Attendance management. It is 

designed to suit the specific needs 
of the Enterprise and web-enabled 
in house software for Windows, 
IBM as well as cloud-based SaaS 
solution. The technology used is 
machine learning.

While AI is a great enabler 
there is a misconception among 
professionals that AI can make 
recruiters redundant. AI is still 
in the experimentation stage and 
when the right set of principles are 
adopted in the system the tendency 
of error will become low. With 
the Concepts of Reinforcement 
Learning coming in, it is up to the 
HR professionals to enable the 
system to learn the right things. 
What we have learned from the 
past is that technology does take 
away jobs but also create new 
opportunities over time, which we 
cannot predict initially. Same is the 
case here, technology will affect 
existing HR jobs but will create the 
new ones too. AI is a great enabler 
and Artificial Intelligence coupled 
with human intelligence is the 
Future.
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Extending Employee 
Wellness Beyond 
the Workplace - How 
to Take Care of Your 
Employees’ Health
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E
mployee’s health and 
wellness should always 
be a priority for any 
organisation. Employers 
should not just limit 

themselves to activating business 
continuity plans and ask employees 
to work from home but also go a 
step further to help protect their 
physical and mental wellness 
facilities at an individual level.

Most Important Wellness 
Actions
Companies have a moral and legal 
obligation to look after employees 
whether it’s mitigating travel risk 
or making working hours flexible. 
Here are some measures they can 
take to ensure employee well-being:

1. Safeguard Without 
Panic- HR can maintain 
good order and protect their 
workforce by providing 
employees with the right 
advice to take care of their 
health. Sharing common 
do’s and don’ts across the 
organisation is a great start. At 
the same time, HR must also 
address individual concerns 
of employees by providing 
wellness counseling to prevent 
stress or panic.  
    
Companies should not allow 
fear to take over and avoid 
the spread of misinformation. 
They should make sure that 
employees are not sharing any 
false information or gossiping 
about others.   
 

2. Simple and Important 
Wellness Steps- Encourage 
employees to keep their 
workstation clean and advocate 
better hygiene practices in 

the workplace. Provision 
of sanitizers, disinfectants 
and other resources to 
keep the workplace clean is 
recommended.  
    
Emphasize preventive steps 
for guarding the workplace 
and review illness or absence 
policies. You don’t want 
employees to come in sick 
to work. Therefore set clear 

guidelines – for instance, 
in the current times of the 
ongoing COVID-19 pandemic, 
if any employee has a cough, 
respiratory illness symptoms, 
or fever, it’s best for them to 
avail sick leave and take care 
of themselves until they are 
better. So, talk to individual 
employees and provide them 
with the right resources to 
avail medical attention. 
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Good hygiene and physical health 
practices are important. However, 
employees’ mental health is also 
equally important. In addition to 
counseling them to follow better 
hygiene and self-care practices, extend 
an effective support system to keep 
negativity at bay.
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Make it clear to your employees 
that they should refrain from 
mingling closely with others 
who are sick or show symptoms 
of a communicable disease. 
It’s better to stay home and 
recuperate so that they do not 
end up spreading the infection 
to others.   
 

3. Take Mental Health 
Seriously- Good hygiene 
and physical health practices 
are important. However, 
employees’ mental health is 
also equally important. In 
addition to counseling them 
to follow better hygiene and 
self-care practices, extend 
an effective support system 
to keep negativity at bay, 
especially in times when panic 
and confusion are prevalent. 
Focus on enhancing positivity 
at the workplace. Sensitize 
front-line managers to support 
employees who come forward 
with any concerns about their 
safety or wellness.   
 

4. Provide a Flexible 
Work Arrangement 
and Adequate Medical 
Coverage- Facilitate flexible 
work arrangements including 
work from home to ensure the 

wellness of your employees. In 
the wake of the novel Corona-
virus, it is important that you 
comply with health directives 
from the authorities and ensure 
the safety of your employees 
encourage them to avoid travel, 
unless absolutely necessary. 
 Moreover, ensure proper 
medical coverage and reim-
bursements for medical tests to 
detect sickness.  
 

5. Practice Empathy and 
Address Concerns 
Promptly- Whether you 
have a split-team schedule, 
flexible hours or work-from-
home arrangement as a part of 
the business continuity plan, 
it is vital for employers to 
take a step back and not push 
employees to do certain things 
or hit certain milestones just 
because it’s key for the project. 
    
In a health emergency, it’s 
important to exercise empathy 
and emphasize the safety of 
employees as the number one 
priority. Maslow called ‘safety’ 
a basic human need. If you 
don’t address that concern, 
productivity levels are bound to 
fall.     
 If you show care for your 
employees, you will earn their 

trust and they will support 
whatever initiatives you roll 
out. It is imperative for you 
to be flexible and go beyond 
policy to support employees.

Leveraging Work From 
Home and Supporting 
Employees Beyond Office
As more and more companies 
embrace flexible work 
arrangements to save employees 
the hassle of commuting to the 
workplace or exposing themselves 
to risk, companies should have a 
support system that extends beyond 
the physical office.

Social distancing can be an effective 
mechanism to prevent community 
transmission. Make sure your 
managers are well-equipped to 
manage their teams remotely and 
that you have a support system in 
place to keep a tab on employees’ 
safety and health.

Send daily updates to your team to 
let them know about any changes or 
other noteworthy news they should 
be aware of.

Here are some important actions 
you can take to support employees 
who are working from home:

Dynamic Communication
Email is the most sought after 
communication system for teams 
working from home, but is it 
enough? Ensure employees have 
access to the company intranet 
and online collaboration tools to 
encourage two-way communication 
and feedback. You can even 
administer mini-surveys on 
a regular basis to gauge how 
your employees are feeling and 
detect any shifts in attitude so 
that you can take proactive steps 
accordingly.

In a health emergency, it’s important 
to exercise empathy and emphasize the 
safety of employees as the number one 
priority. Maslow called ‘safety’ a basic 
human need. If you don’t address that 
concern, productivity levels are bound 
to fall.
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Reach Out and Show Care
You should monitor your employees 
and also educate them on how to 
protect themselves at home. For 
employees who have not been 
exposed to work from home mode, 
it can be even more challenging. 
Therefore, you should always strive 
to reach out to your employees to 
ensure that morale is kept up even 
during this trying time.

Encourage Virtual 
Collaboration
Companies should make adequate 
arrangements to help employees 
connect from home, giving them 
access to the in-house Virtual 
Private Network (VPN) server, 
telecommuting arrangements and 

other digital tools to facilitate 
easy collaboration. It’s HR’s 
responsibility to make it easy for 
employees to contribute seamlessly 
from home and enable them to 
carry on business as usual.

Good Health is Good 
Business
As it is, the typical concerns about 
employee health and well-being are 
challenging enough for employers. 
With the coronavirus pandemic that 
has become a global nightmare, 
it requires nothing less than an 
all-out response. HR plays the 
role of motivator and facilitator 
in this process and has a huge 
responsibility to ensure employees’ 
well-being.

This means taking a holistic 
approach: Communicating the facts, 
keeping employees well-informed 
of corporate decisions, being 
empathetic and offering flexible 
work arrangements. HR needs to 
take swift decisions to tackle the 
problem at large.

This is only possible through the 
joint efforts of senior management. 
During such situations, the power 
to act in the best interests of 
employees and the good of the 
organisation is vested in HR. It 
must lead from the front in setting 
the right expectations, ensuring 
employee buy-in, dispel panic and 
restore order to address a critical 
emergency.
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Are You Really Listening 
to Your Employees? 
Here’s How You Can 
Show Them You Are! 
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A
ccording to research 
conducted by SHRM, 
over 50% of HR 
professionals regard 
employee retention 

to be one of the major challenges 
over the next decade! It’s not only 
difficult to find good people to hire 
in the first place, but a task to keep 
them engaged within the company. 

Talking of engagement levels, 87% 
of employees today feel disengaged 
at work. While there are multiple 
reasons to support this statistic, one 
key reason behind this staggering 
number is that employees feel 
unheard  in the organisation. It was 
revealed in a recent study that one-
third of the workforce believe their 
employers do not lend an ear to any 
of their ideas. Employers who really 
want their business to flourish, 
should not overlook this number.

Let’s dive straight into why the 
art of listening is a fundamental 
skill that the employers need to 
possess if they are looking to build 
an organisation composed of well-
rounded and happy employees 
working for them and how to 
let employees know that you are 
listening.

Are You Really Listening to 
Your Employees? Here are 
Ways to Show That You Are! 

Why Listening is Important 
in an Employer-Employee 
Relationship?

Listening is one skill that is highly 
underrated, but one that is also 
highly important for employers to 
develop. It is essential that two-way  
communication exists between an 
employer and an employee, where 
it is as convenient and easy for an 
employee to speak up and share 

opinions as it is for an employer to 
do so. 

Don’t just speak, but listen too. A 
look at some of the top companies 
of the world will give a clearer 
picture as to how important 
listening to your employees is.

For example, Facebook holds 
weekly live-streamed Question and 
Answer sessions, thereby providing 

an open floor to all employees to 
ask anything that they may be 
seeking answers to. These sessions 
don’t have to be the regular run-
of-the-mill discussions, but actual 
discussions which let the employees 
know that the company is inclined 
towards keeping a transparent 
work culture in the office.

Here are a few pointers that will 
compel you to take up active 
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It was revealed in a recent study that 
one-third of the workforce believe their 
employers do not lend an ear to any of 
their ideas. Employers who really want 
their business to flourish, should not 
overlook this number.
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listening as an essential business 
skill:

1. Transparent Working 
Environment:   
Millennials, who occupy 
a major chunk of the 
workforce today, need to 
know that they are working 
for an organisation that is 
transparent.    
    
According to a recent survey 
by Glassdoor, 96% of the job 
seekers  say that they would 
like to be associated with 
a workplace that embraces 
transparency.  
    
If the companies want to 
attract relevant talent, they 
have no choice but to adapt 
their policies and really start 
listening to their employees’ 
concerns and demands. If a 
leader wants to enjoy their 
employees’ trust and loyalty, it 
is critical that they always stay 
transparent.   
 

2. Trust and Loyalty:  
Trust is the key  differentiating 
factor between successful and 
unsuccessful teams is . Trust 
between team members creates 

something called ‘psycholog-
ical safety’, which is nothing 
but the ease with which they 
can speak up, share ideas, take 
risks, etc. within the team.  
    
Building trust amongst your 
employees is no easy feat. The 
best way is to keep your ears 
open to what the employees 
are talking about and actually 
listen to them. ‘Organisational 
Conversation’ is about replac-
ing the traditional one-way 
corporate ‘lectures’ with actual 
conversations.    
    
Your internal communications 
need to be as robust as your PR 
correspondences because em-
ployees are your first custom-
ers. Listen to your employees 
to not only create a product 
that ultimately your customers 
will love but also to build an 
organisation where people love 
working.   
 

3. Companies Want to 
Grow: Taking a cue from 
the above-mentioned point, 
if a company truly wants to 
drive innovation and witness 
substantial growth, they should 
be talking to their employees. 

According to the Workplace 
Research Foundation, em-
ployees who are engaged are 
more likely to aid growth and 
achieve better productivity. 

What is the best way to keep 
employees engaged? Listening to 
them, especially those on the front-
line, who know the weaknesses and 
strengths of the business. 

Collecting customer feedback is 
a great idea to understand the 
psyche of your customers. Similarly, 
listening to employees’ feedback 
is a great idea to catch the pulse of 
your company and improve where 
you lack.   
 

1. Help Employees Speak 
Up: A study states that more 
than 40% of the junior-level 
staff feel insecure or afraid to 
bring ideas or concerns to top 
management. This barrier will 
always exist if your employees 
feel uncomfortable speaking 
up and therefore, letting 
voices go unheard.  
 The first step towards 
developing an open culture 
where listening to employees 
is an everyday part of the 
whole process, is to pave a way 
for them to speak. Provide a 
platform or different avenues 
for employees to be heard 
first-hand, in the form of quick 
surveys, anonymous forms, 
open Q&A sessions etc.  
    
This will at least remove  the 
initial hesitation and help the 
employees open up and share 
their opinions.  
 

2. Listen Actively:  
Passive listening is not going 
to get a company anywhere. 
All the Q&A sessions and 

Trust between team members creates 
something called ‘psychological safety’, 
which is nothing but the ease with 
which they can speak up, share ideas, 
take risks, etc. within the team.

EM
PL

O
YE

E 
EN

G
A

G
EM

EN
T



iimjobs.com | hirist.comAPRIL 2020 67

surveys conducted will go 
down the drain if the queries 
raised in them go answered or 
unattended. When an employee 
is raising a concern or sharing 
an idea, develop the habit to 
actively listen to what they are 
saying.   
    
Gather feedback, ask questions, 
and encourage employees 
to elaborate more on their 
inputs, and be invested in the 
conversations. Ensure that 
you repeat what they say to 
drive down the point that 
you actually heard them and 
also to avoid any possible 
miscommunication.  
 

3. Negative Feedback: 
Treat employee feedback 
with as much seriousness as 

customer feedback. Prepare 
yourself to hear what’s good, 
and bad, according to the 
employees. It’s only when you 
allow employees to point out 
the things that aren’t working, 
that they really start to trust 
your interest in their feedback. 
    
Also, how you respond to the 
negative feedback will pave the 
way for future conversations 
and how willing they would 
feel to share anything. 
Irrespective of whether you like 
or do not like what they say, it 
is important to show them that 
you are really listening to them. 
  

4. Act on It: Actions speak 
louder than words and the 
saying couldn’t be any less true 
for this situation. You don’t 

have to act on every suggestion 
and idea, but sift through the 
different ideas and genuinely 
take actions on the ones that 
will have a positive impact.  
 

Also, listening to your employees is 
not a one-time or bi-annual activity 
that you have the liberty to indulge 
in as an employer. It is an on-going 
activity, one that needs to be built 
into the process. Let your employees 
know what actions are being taken, 
in tandem with the suggestions that 
they shared in the first place. Use 
technology or other communication 
tools to share the results of the 
surveys and follow-on actions.

Listen to your employees to boost 
employee engagement and job 
satisfaction, which will ultimately 
help to have a positive impact on 
your overall business. 
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