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From the

CEO’S Desk
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The future of workplace is at an inflexion point. The
global Covid-19 pandemic has changed the playing
field without giving us enough time to thoughtfully
prepare. This rapid change has put HR leaders
under an unprecedented level of strain - leadership
is one of the most heavily tested skills throughout
the coronavirus pandemic. It has pushed HR to
adopt Artificial Intelligence (AI) and automation
in its everyday processes - hiring and recruitment
decisions, onboarding and training programs,
focusing on employee experience, etc. However,
there is another form of intelligence that has taken
the foreground during this critical time - emotional
intelligence (EI).
We need to understand that the change brought
along with the pandemic has been difficult for
many of our employees, just as it has been for us.
There has never been a more important time to be a
change leader in business and that is why building
essential human skills such as EI is necessary than
ever before. As a part of this edition we have a
special interview with Ms Megha Gupta from Fiserv
where we picked her brains on what would learning
look like in the future workplaces.
As a part of this edition, we also get opinions and
insights from Ms Harini Sreenivasan and
Mr Kenneth W Wheeler, who help us decode how
our human skills can shape up the future of work.
Also, do check out our special column, where
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Ms Manavi Pathak from Trent Limited talks about
the psychological phenomena associated with
physical attractiveness, how the obsession with
beauty runs deep and the impact it has on the
decisions people make.
We’d also like to thank our other contributors Mr Sukhpreet Swaran Sandhu, Mr Ankur Gautam,
Mr Vishwanadh Raju, Mr Vishal Naithani, and
Mr Aditya Pal Singh - for sharing their valuable
insights with us.
Needless to say, the future of work revolves
around worker well-being and building EI while
simultaneously working with AI will make this
future a better reality. As the axiom goes, when
the time for performance has come, the time for
preparation has passed.

Follow

hirist.com Collaborates With Coding Ninjas

I

n an initiative to offer
placement opportunities to
deserving candidates with
leading tech companies,
hirist.com, an exclusive
recruitment platform for premium
talent in new and emerging
technologies, has partnered with
Coding Ninjas, a premier edutech
platform. The partnership will
streamline the hiring process for
organisations looking for quality
talent-it will act like a collaborative
one-stop-shop where aspirants
qualified with technological
skills in Machine Learning, Data
Science, Cloud Computing, Internet
of Things (IoT) and Web/Mobile
Development among others, can
secure a spot at leading companies
and hiring teams can source and
engage the right talent.
The strategic partnership between
the two platforms will allow
students to get a premium Coding
Ninjas account on hirist.com. The
students can use this account to
have ‘Certified by Coding Ninjas’
badge on their profiles - this will
get the candidates higher visibility
and the likelihood of getting picked
by an employer of their choice
increases.
By doing so, hirist.com moves
one step closer to leveraging
education/performance data to
rank candidates better which will
help them stand out among other
job aspirants when applying for
similar jobs.

Here’s How It Works:
The candidates just need to enrol

for any Advanced or Career Track
Course with Coding Ninjas and
secure 90% or more in it.
hirist.com will then provide them
with a premium membership for
6 months, which they can avail
exclusively for getting jobs and
internships.

Talking about the partnership,
Tarun Matta, Founder,
hirist.com, and iimjobs.com said
that the partnership is just the
first step in their journey to find
deeper connects between online
recruiting and education platforms.
“This relationship strengthens the
recruiting platform by bringing in
performance data about candidates
who have pursued specialised
courses. When we highlight Coding
Ninjas graduates/students on
hirist.com, it makes the recruiting
platform better and richer for both
recruiters and candidates,” he
further added.

The association will help pave the
way for deserving students to get
their dream jobs in top companies
and provide recruiters a great value
fit for their organisations.

With about 15,000 job opportunities
posted every month on
hirist.com. This partnership will
be a great asset to the entire
online recruitment ecosystem. The
potentials of a recruitment platform
leveraging data around student
performances in various coding
courses taught by an edutech
player are limitless. Hopefully, such
initiatives of credible intentions
and matching action will pave way
for unexplored opportunities.

What Does the Way Forward
Look Like?
With an increased focus on handson learning and skills, initiatives
like these can help lessen the
imbalance between academia
and employment by familiarizing
students with the environments
they’ll be confronted with. It will
give students both the freedom
and responsibility to learn through
real experience, bring out their
leadership skills, and hone their
talent towards innovation.
AUGUST 2020
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Google Extends Voluntary Work
from Home Policy till June 2021
Google has extended work from home (WFH) facility for its employees
globally, including in India, till June next year. In an email to employees,
Google CEO Sundar Pichai said that to give employees the ability to plan
ahead, the company is extending their global voluntary work from home
option through June 30, 2021, for roles that don’t need to be in the office.
The decision could signal similar efforts by other tech firms who have
allowed their employees to work from home but are gradually bringing
people back to the workplace while following precautions around safety
and hygiene.

INDUSTRY NEWS

Uber Starts Hiring Again in
India
After a wave of layoffs due to
Covid-19 disruptions, Uber is
hiring 140 engineers for its
technology teams in Bengaluru
and Hyderabad. Globally, Uber
reportedly reduced its workforce
by nearly 6,700 people amid
Covid-19 and decided to cut
investment in non-core projects.
The announcement came after
Uber recently hired Jayaram

Valliyur as Senior Director to
lead its global finance technology
team, spread across multiple
geographies. These expansion
plans are in line with its vision
to make mobility and delivery
more accessible, and to become
the backbone of transportation
in thousands of cities across the
globe.

Over 40% Women Staff Experiencing
Stress, ‘Double Burden Syndrome’ in
the WFH Scenario
Pink Ladder recently released the findings of ‘Remote working and its
impact on women professionals’ carried out across 250 women across
New Delhi, Mumbai, Chennai, Bengaluru, Hyderabad, Pune, and Kolkata.
According to the report, over 40% of women employees are facing high
levels of anxiety and stress during the current work-from-home situation.
The study finds that while 67% of the managers fare well in respecting
timings, there is still a fairly large section (33%) that does not. Women
have been victims of ‘double burden syndrome’ where they are now
expected to double up on the home chores with the increased workload
from the office. Over 50% are facing motivational challenges in the
current WFH situation.

(Compiled from Various Online Sources)
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Tech Mahindra Launches ‘Mhealthy’
for Workforce and Community
Safety against COVID-19
Tech Mahindra has recently announced the launch of Mhealthy, a solution
to enable workforce and community safety against COVID-19. Mhealthy is a
comprehensive solution powered by new generation technologies including
Artificial Intelligence and Machine Learning to enable data-driven digital
diagnostics. It enables screening of the individuals at the workplace on a
regular interval to check for risk factors of COVID-19, such as comorbid
conditions, immunity status, and biomarkers of infection. Committed
towards the fight against COVID-19, Tech Mahindra has also created a
special leave policy which is over and above the existing leave entitlement
for employees who may test positive.

Nestlé India launches 1000
Internship Opportunities for Young
Professionals
INDUSTRY NEWS

Nestlé India has recently launched a virtual internship program,
“Nesternship’’. The initiative was rolled out by the company to provide
internship opportunities to 1000 youngsters in the final year of
graduation, across diverse functions and educational backgrounds
over the next four months. The program will focus on up-skilling and
enabling the interns to thrive in workplaces that they join at a later
date. The program has gone live on 1st August 2020 and will continue
for four months, with up-skilling 250 interns every month till the end
of November. Nesternship will also offer a platform for developing the
soft skills of the interns through pre-recorded learning sessions.

Hiring Sentiments Showing Signs of
Gradual Improvement: Report
According to the latest TeamLease
Employment Outlook Report,
the hiring sentiment which had
taken a beating due to the Covid-19
pandemic and the resultant
lockdown is showing signs of
gradual improvement. Until
Unlock 1.0, the hiring sentiment
(intent to hire) for the current
half-year was as low as 11 percent.
As per the report, this has now
improved to 18 percent. The
biggest gainer of this marginal

positivity is the blue-collar profile.
The hiring sentiment for bluecollar profiles has witnessed a 10
percent growth post-re-opening
of businesses. Some of the sectors
that are leading in hiring intent
are Healthcare & Pharmaceuticals
(21 percent increase), KPO (20
percent increase), E-commerce
& Tech Start-ups (19 percent),
Educational Services (17 percent),
Telecommunications (15 percent).
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MongoDB Names Harsha Jalihal as
Chief People Officer

HT Media Appoints Paras Kaushik
as CHRO

MongoDB has announced the
appointment of Harsha Jalihal as Chief
People Officer. Jalihal will oversee the
company’s HR operations globally,
supporting 2,100+ people in 29 countries.
Jalihal comes with more than two decades
of experience. Prior to this, she was VP of
HR at Unilever and was responsible for
delivering the end-to-end HR strategy and
operations for the US business.

Paras Kaushik has joined HT Media as the
Chief Human Resource Officer (CHRO). A
seasoned professional with over 18 years
of experience in the industry, Kaushik
will be responsible for driving the HR
agenda for all of HT Media’s businesses
such as print, digital and radio, including
new business initiatives. Before joining
HT Media, he was the head of HR at
Samvardhan Motherson Group (SMG).

NEW APPOINTMENTS

.........................................................................................................

CBRE Ropes in Parimal Galvankar
as Head HR for India

Naveen Kumar Nerlaje is the New
Head of HR at Licious

Real estate consulting firm CBRE
South Asia recently announced the
appointment of Parimal Galvankar
as the Head of People (HR) for India.
Galvankar brings to the table 22 years
of wide domain knowledge, focus on
client outcomes and broad operational
experience. Before joining CBRE,
Galvankar was heading the Human
Resource function at Syngenta AG.

Licious has appointed Naveen Kumar
Nerlaje as its new Head of HR.
Nerlaje comes with nearly 20 years
of rich experience in shaping the
organisational culture, nurturing
progressive employee relations, and
talent & organisational development.
His appointment is aimed at fortifying
the Company’s efforts of building a
world-class workplace.

.........................................................................................................

......................................................................................................

Paramjit Singh Nayyar Joins Bharti
AXA as New CHRO

Paytm Names Bhavesh Gupta as SVP
and CEO of its Lending Business

Paramjit Singh Nayyar has joined Bharti
AXA General Insurance as the CHRO and
member of the management committee.
Nayyar brings with him two decades
of experience of scaling up businesses
in diverse industries. In his earlier
stints, Nayyar has been associated with
companies like Aditya Birla Group,
Grasim Industries, and VLCC.

Paytm recently appointed Bhavesh
Gupta as CEO of the company’s lending
business. In his new role, Gupta will
develop and expand Paytm’s lending
services and help the company create
new credit products for customers and
SMEs in partnerships with other banks
and NBFCs. He will be reporting to Amit
Nayyar, President, Paytm.

.........................................................................................................

Paytm Money Gets a New CEO
Paytm Money has roped in Varun Sridhar
as its new Chief Executive Officer. In his
new role, Sridhar will lead the launch
and development of equity brokerage
services for the firm, and grow existing
products around mutual funds, national
pension system and gold services, which
the company offers. Before this, Sridhar
has led the digital transformation
journey of some of the top retail banks in
India and abroad.
8
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Sanjeev Vohra Comes Onboard with
Accenture
Sanjeev Vohra has been named the global
lead of Accenture Applied Intelligence.
In this role, Vohra will oversee a global
Applied Intelligence workforce of 40,000,
with deep industry expertise and skills
in areas including AI, data science, deep
learning, machine learning and data
engineering. Prior to this, Vohra was
Accenture’s Growth & Strategy lead for
Technology.
( Compiled from Various Online Sources )

AUGUST 2020

iimjobs.com | hirist.com 9

HIGHLIGHT

HIGHLIGHT
Discovering
the Humane
in HR
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Emotional
Intelligence:
The Most
Overlooked
Recruiter Skill
INDUSTRY
NEWS
HIGHLIGHT

A set of emotional and social skills that influence the
way we perceive and express ourselves, develop and
maintain social relationships, cope with challenges and
use emotional information in an effective and meaningful
way. -The EQ Edge

I

n simple words, Emotional
Intelligence (EI) is the ability
to understand, empathize,
and connect with people. A
concept that’s been around
the business world now for nearly a
generation, Emotional Intelligence
is all about relationships.
Encompassing ideas such as
leadership, depth of understanding,
empathy, teamwork, and
motivation, it has been observed
that over 50% of workplace success
has been attributed to EI. It has
been further observed that it has
been positively affecting retention
rates across industries-companies
whose employees displayed higher
levels of emotional intelligence had
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result in bad experience or, worse,
a de-personalizing experience.
For example, if a prospective
candidate fell off the map for a
week, would we be quick to offer
them a job or would we label them
as unprofessional? If the candidate
stood us up for multiple scheduled
interviews because “something
came up” would we be ok with that
or judge them? The bottom line
is, a recruiter who can empathize
and identify with a candidate can
make a big difference in the end,
by gaining an advantage over
competitors who are more processoriented and creating success for
the organisation.
63% less turnover than companies
with a lower score. We talk at
length about how and why the
talent we recruit must be high on
the EI scale, but often fail to address
why it is equally important in
recruitment. The value of recruiters
rests in their ability to practice high
levels of emotional intelligence-if
recruiters themselves exhibit EI,
they’ll be in a better position to
assess the EI of a candidate, and
therefore better able to assess the
candidate’s fit within a business
culture which is critical to success.
Hence, it becomes important to
incorporate EI into recruitment
practice.
We’re on the cusp of a new age of
recruiting, we can call it a humanmachine partnership. Recruiters
need to step up into being datasavvy so that artificial intelligence
can free them up from some of the
more menial and repetitive tasks,
thus giving them the time they
need to get closer to their clients,
internal and external. Successful
recruiters understand that this
level of integration with clients will
require them to become masters of
12
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emotional intelligence to manage
relationships and mitigate conflict
throughout all phases of their work.
What’s important is how recruiters
implement their understanding
of emotional intelligence to
improve the quality of hires-from
introducing candidates to new
opportunities, understanding
their potential motivating factors,
listening to concerns, to the offer
negotiation process-everything that
involves high understanding of
people and their emotions.

Sometimes we forget to treat the
candidate the way we expect to be
treated. Recruiters often forget that
this is supposed to be an equitable,
equally invested relationship-it’s
like an emotional sales process;
it hinges on goodwill between
both parties. A highly intelligent
recruiter recognizes candidates’
emotional state which in turn, helps
them to enhance the candidate
experience and foster employee
engagement. It’s as simple as
saying, “I understand how you
must feel.” But failing to recognize
a candidate’s emotional state can

Psychologist and author Daniel
Goleman in his book, Emotional
Intelligence: Why It Can Matter
More Than IQ, outlines five key
aspects of EI that recruiters must
consider while carrying out their
day-to-day interactions:

Self-Awareness: This is the ability
to recognize and understand
one’s moods, motivations, and
strengths and weaknesses. Also
understanding the effect of them
on both self and others. But
self-awareness is not as easy as
some think. Let’s say you have
an interview scheduled with a
candidate. But right before that,
you get in an argument with a
colleague/supervisor, and you’re
feeling anger or frustration. The
conflict has nothing to do with
the candidate, but will you be able
to keep your emotions aside or
let them affect your attitude or
behavior during the interview?
Goleman says to achieve a state
of complete self-awareness,
individuals must be capable
of monitoring their emotions,
recognizing different emotional

skills are thoughtful about how
they influence others, and they
take responsibility for their own
actions. Self-regulation has shown
to be a critical factor in successful
collaboration in the workplace.

Self-Regulation: Refers to the

Motivation: Recruiters should

ability to control or redirect
disruptive emotional impulses
and expressing your emotions
appropriately. This doesn’t mean
you need to stifle your emotions
and hide your true feelings—it
simply means waiting for the right
time and place to express them.
For example, while interacting
with a candidate who has very
different political or social values
from your own can touch a nerve
for you. You can easily avoid such
topics by declining to rise to the
bait or redirecting the conversation
to relevant topics. Goleman
defines emotional maturity in
this component and suggests that
people with strong self-regulation

be highly self-motivated, have a
curiosity for learning and selfimprovement, a drive that goes
beyond external rewards such as
money or status. Those who are
motivated take control of their
schedule, have optimism even in
the face of failure and a strong
drive to achieve. An important part
of the motivation in the recruiting
industry is continually leveraging
it, especially after failure.

Social Skills: Being a “people
person” and having social skills is
pretty much standard equipment
for recruiters. Social skills that
are of high value to recruiters
include active listening, verbal

and non-verbal communication,
and negotiation/persuasion. For
example, if you are communicating
with a candidate primarily via
email, phone, and text, then
the choice of your words is very
important since without non-verbal
cues a simple statement can be
misinterpreted.

Empathy: This refers to the ability
to understand the emotions and
reactions of other people. If you
are empathetic, you can not only
relate to another person’s feelings
but also bring a personal level of
understanding to a professional
relationship. For example, you
are working with a candidate
who suddenly lost a family
member. It almost goes without
saying that it won’t be business
as usual. However, if you are able
to understand your candidate’s
sadness and what he’s going
through, it may prevent the
candidate from dropping out and
make a lasting impression of your
employer brand.

INDUSTRY
NEWS
HIGHLIGHT

reactions, and then correctly
identifying each particular emotion.
Recruiters who are self-aware
recognize their own strengths and
weaknesses, and the circumstances
under which they work best.

To conclude, EI is intangible,
but it creates the foundation for
effective relationship management.
Though it is still undervalued
in the recruitment function, it
surely has the potential to show
in your performance metrics.
Great recruiters can use EI to
self-regulate, as well as manage
the fears, aspirations, and
disappointments of candidates and
achieve the best possible outcomes.
Ultimately, Emotional Intelligence
is about being people-orientated,
bringing out the best in people, and
becoming an exceptional recruiter
in the machine age.
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Microlearning: Adapting
Learning to the New Normal

SPECIAL FEATURE

S P E C I A L F E AT U R E

Megha Gupta,
HR Director at Fiserv is
a seasoned professional,
who comes with an overall
experience of 15 years
in various facets of HR
and across Fortune 500
companies. Having worked
for organisations in financial
technology, US-based IT
services, telecom and creative
sector, she has partnered
with many business leaders
on capability building to
meet future technology
requirements. Her key
priority is to create a culture
for technological & digital
14
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disruption and support the
transformation across the
company. Prior to working
with Fiserv, Megha was
working with Publicis Sapient
as HR Business Partner. She
is passionate about the future
of work, leadership, inclusion,
and capability building. Her
specialities include- Strategic
Business Partnership,
Organisational Development,
Leadership Development,
Talent Management,
Performance Management,
Diversity & Inclusion, and
Employee Engagement.

I

n this exclusive interview
with All Things Talent,
Megha Gupta, Director
- HR at Fiserv talks
about Microlearning
becoming the new normal, the
importance of learning and
re-learning in the corporate
world. She also shares her
insights on the future of
business strategy and the
importance of capability
building in the post-pandemic
world.

Looking back at your
career to date, you have
worked across Fortune
500 companies and
various industries like
financial technology,
US-based IT services,
telecom and creative
sector. How has this roller
coaster journey been like?

I have been extremely fortunate
in my career to get roles that were
challenging which not only led
to personal growth but also gave
me an opportunity to reinvent the
wheel. A lot of people when they
join an organisation and find that
something is not working, they
start to feel anxious and get easily
demotivated. One of my biggest
success factors was that I did not
try to fix the problem but rather
focussed on finding the deep-rooted
issue while working with other
business leaders to find the right
solution. This not only solved the
HR issues but also built trust and
credibility with other business
leaders as it was a collaborative way
to arrive at a decision rather than
just HR owning everything.

INDUSTRY
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SPECIAL
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The crisis will also
bring new business
opportunities and
hence, innovation will be
a key for any business to
survive or succeed
in the future. Leaders
will have to reinvent
themselves to be
successful in the future
with much more agility,
transparency, and
building an emotional
quotient.

JOURNEY

My key success mantra is to take
leaders along in the talent journey
keeping in mind the impact that it
creates for business and not just
people alone.
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LEARNING &
DEVELOPMENT

SPECIAL FEATURE

As a result of the
Coronavirus pandemic,
reimagining workplace
learning during Covid-19
has become more
crucial than ever. In
your opinion, why is
microlearning a necessity
amid the pandemic? Also,
how can we use gamified
microlearning activities
to boost employee
performance?

16

Due to the Covid-19 pandemic,
we have already witnessed that
the largest work-from-home
(WFH) experiment has been a huge
success. This is going to accelerate
the technology advancement, shift
the focus to remote learning and
work on upskilling to be future
ready.
Microlearning will be the new
normal going forward. Traditional
learning methodology of the
70:20:10 model-learning on the
job, learning from projects, and
learning through the classroom
will also change. Technology will
become the primary interface for
any learning solution. The biggest
challenge will be to keep the
sessions interactive and learners
engaged throughout the journey.
Companies who can do so will
have a competitive advantage over
others. We need to acknowledge
the mental space of today’s learner
with respect to WFH and multiple
roles that individual is expected to
play. This means gamification and
other means of engaging with the
audience will be a must for learning
to happen.
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Microlearning will be
the new normal going
forward. Traditional
learning methodology
of the 70:20:10 modellearning on the job,
learning from projects,
and learning through
the classroom will also
change. Technology will
become the primary
interface for any learning
solution.

based, or should I say instructorled learning to a new age learning
methodology having small, sushibite sessions which enables selfpaced learning and enhances the
learning experience of employees.
We have to crack the new learning
in 4 ways:

•

Technology can help in
accessing the online modes of
learning i.e. books, podcasts,
videos, articles, that can be part
of the learning portfolio other
than classroom or on the job
learning.

•

Pandemic is the best leveler
that has accelerated the pace
of technology adoption across
industries. Learning and relearning are the only way that will
enable people to be future-ready.
Multiple data show that the new
generation workforce prefers to
learn through small videos or selfsearched learning platforms more
than traditional classroom lead
programs. In my view, we must
reinvent the traditionally learnt
ways i.e. move from classroom-

Upskilling – Thinking
of current skills and what
skills we need for the future,
organisations need to help
people to get those new skills
by upskilling and tracking the
progress through technology.

AGILE PRACTICES
Speaking of workplace
learning, how has
Covid-19 set the stage
for reskilling in the
corporate world? How
can organisations
harness agile learning
techniques to effectively
future-proof employees,
while also reskill and
upskill employees for
digital transformation?

Learning experience–

•

Create new
opportunities via data
and analytics – We must
create agile solutions through
matching the learner and
learning opportunity/stretch
assignments and easily deploy
the new opportunities via
technology solutions that
ensure that the users can
learn and track the progress
themselves.

•

Design virtual learning
experience with
human connections
and empathy – With the
help of technology we need to
ensure a way to have human
connections along with virtual
experience.

TALENT
ACQUISITION
HR leaders are being
tasked with challenging
decisions amid this
pandemic. Layoffs,
Restructuring and
Employee Well-being
will be impacted by
those decisions. How can
Leaders/HR professionals
manage layoffs humanely
and compassionately
which could permanently
affect retention and
employee relationships?

CAPABILITY
BUILDING
HR leaders have been
at the center of their
organisation’s rapid
response to this crisis.
According to you, how
can HR make use of
capability building in
keeping the workforce
engaged, productive and
resilient? What is one
highly effective capability
building initiative
that you have found
successfully engages
employees?

According to me, structured
interventions that are planned
and aligned to business strategy
works-capability building should
always be done in alignment with
business strategy and should have
a business agenda without handing
the capability-building process
to HR alone. This means detailed
planning on how an intervention
solves the business challenge and
thus positive impact and result
on people’s growth and learning.
This would mean that at the end
of the program one should be
clearly able to see the impact on
behavioral change - pre & post.
Results of interventions should
also tie up with role movement
within the organisation and play a
larger role in getting new project
opportunities, promotions, etc. on
successful completion to have more
involvement of the audience and
getting higher business results.

AUGUST 2020
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We all have heard about multiple
layoffs from major companies and
how they have been managed.
While some organisations do it

most humanely whereas some do it
from process and scale standpoint.
With technological advancements
and the ability to connect anytime
anywhere, I believe in today’s
world what differentiates one
organisation from another is how
they treat their “People”. If people
enable business transformations,
it’s our utmost responsibility to
ensure that we treat them with
high respect and as humanely as
possible. This means rather than
treating employees as an asset to
get a return from, we need to help
them go through the tough journey.
Maintaining fairness is the
most important factor while
making a decision and managing
conversations in the most
empathetic manner can keep people
motivated and make the processes
work better.
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EMPLOYEE
WELL-BEING

SPECIAL FEATURE

More than ever,
promoting employee
health and well-being has
become a key focus amid
the COVID-19 pandemic.
How important is it to
help people stay focused
and mentally healthy
in the face of such
significant change? What
initiatives and programs
would you recommend
towards the health and
well-being of employees?

Health and safety are the
two biggest challenges for any
organisation today. With evolving
business & talent strategy and
permanent remote working culture,
there will be a need to think
about what is the current benefits
portfolio of the organisation which
can be matched with the new talent
strategy and what shifts need to be
made accordingly.

•

Mental & Emotional
Well-being- We have already
seen burnouts, increase in
mental stress with multiple
roles that people are expected
to play when working from
home. Organisations should
think about Employee
Assistance Programs,
interventions on mental &
emotional stress and create
more awareness about mental
health.

•

Physical well-being remains
a challenge with WFH.
Ergonomic furniture, webinars
for maintaining physical
fitness to fitness challenges are
some ways to look for.

18
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Multiple organisations have
already started giving out leaves
on account of the pandemic from
10 days to 28 days, no meeting post
5:30 pm is another trend to take
care of burnouts and maintain
people’s work-life balance. Many
organisations have also started
to give allowance for ergonomics
furniture, power backup, internet
expenses and much more. Most of
the insurance companies are now
covering for Covid-19 expenses
for self and family members.
Organisations need to look at each
benefit that they’re offering and
its relevance in today’s context,
like free food service in the office,
needs to change to something
more relevant in WFH’s context,
for example, creche facility in the
office needs to change to child care
allowance at home, gym facilities
should also include a tie-up with

mobile-based online fitness classes,
etc. There is also a need to think
about the Emotional Quotient and
providing flexible working hours
to people to manage both work and
home.

In my view, we must
reinvent the traditionally
learnt ways i.e. move
from classroom-based, or
should I say instructorled learning to a new age
learning methodology
having small, sushi-bite
sessions which enables
self-paced learning and
enhances the learning
experience of employees.

HR STRATEGY
As the coronavirus
pandemic continues to
evolve, so are the ways
of working. Although it’s
too early to say what the
future of work will look
like, what are some of the
key changes we are likely
to witness in the postCOVID-19 world.

A new business strategy should take
care of and support both business
and social & environmental
growth. This means if the business
instead of going entirely back to
old normal even go back with 50%
WFH arrangement, it would mean
less real estate pressure on urban
cities, 50% fewer cars/transport on
the road that in turn will reduce
overhead costs for the organisation
and open opportunities to tap
into talent which goes beyond
geographical barriers. Remote
work will also take care of huge
gender diversity challenges and
ensure better living conditions
for people as they can work from

their home locations without
having to relocate to another city.
A new generation of tech tools
will help workers who work in
distant locations to collaborate
and communicate effectively.
Organisations that have not yet
adopted technology solutions would
be forced to incorporate technology
solutions for every process whether
it’s hiring, onboarding, filing for
expenses or exit. Also, with more
remote working we would also see a
new culture of organisation emerge
that would have a huge focus on
communication and collaboration.

My belief is that the
new normal should
not fundamentally just
solve business or talent
priorities but also be
looked at from the lens
of socio-economic issues,
like increasing income
gap between rich and
poor, environmental
issues like deforestation,
water, climate change
and many more.

LEADERSHIP
Lastly, how can this crisis
represent an opportunity
for leaders to create more
team collaboration and
innovation and rethink a
leader’s role in the face of
adversity?

Every crisis has a silver lining
and brings an opportunity to
think differently and start from
a white canvas. The crisis has
proven to the world that 100%
WFH is possible and productive.
The role of the leader is to first
relearn how to manage teams in a
physical environment which means
being empathic and yet be able to
drive the collaboration through
multiple platforms and technology
channels. The crisis will also bring
new business opportunities and
hence, innovation will be a key for
any business to survive or succeed
in the future. Leaders will have to
reinvent themselves to be successful
in the future with much more
agility, transparency, and building
an emotional quotient.
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I think activities post this
pandemic should not be a PAUSE
button wherein we all should start
from where we left but rather it
should be looked as a RESTART
button wherein everything should
be started from scratch and carved
into a “new business strategy”.
My belief is that the new normal
should not fundamentally just
solve business or talent priorities
but also be looked at from the
lens of socio-economic issues, like
increasing income gap between
rich and poor, environmental issues
like deforestation, water, climate
change and many more.
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EMOTIONAL INTELLIGENCE

It is the subtle things
at work that contribute
most to a great brand—
from understanding your
authenticity, differentiation,
and relevance to practicing
mindfulness and compassion.
Great leaders understand
this and the link between
Emotional Intelligence (EI)
and successful personal
branding. So, how can we
align and bring out the best
in us and others under the
umbrella of EI? Let’s find out!
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W

hat is your
‘personal brand’
as a leader or as
an individual?
I understand
the greatest impact and influence
of your personal brand is what
& how people speak about you in
your absence. Take a pause and
self-reflect on that thought for
a moment. What do you really
hear? How do you think people
describe you? What do they really
say? Does the answer comforts you
or diverts you to worry/concern?
If you truly care to sketch a selflegacy & personal brand that is
worth mentioning, inspiring, and

uplifting (for yourself and others)
then you need to enthusiastically
embark on the journey of emotional
intelligence, be more consciously
aware and willing to invest in its
enhancement!
Let’s say when faced with a project
failure and being caught under
high-stress situations, how would
you prefer to be known? Someone
who responds erratically, shouts,
and pins the blame on everyone else
except yourself? Or, someone who
stays calm, is vulnerable to own
mistakes and works with the team
to look for an alternate solution? I
am certain your pick must be the

latter. The success mantra to help
you accomplish that choice depends
largely on how equipped you are
with your Emotional Intelligence
(EI) spectrum. The other way to look
at it is, as a leader (or individual) do
you own your emotions or do your
emotions own you? What would you
prefer and why?
EI as defined by Peter Salovey and
John Mayer is the ability to monitor
one’s own and other people’s
emotions, to discriminate between
different emotions and label them
appropriately, and to use emotional
information to guide thinking and
behaviour. The world has changed
more in the last 100 days than it has

in decades. Covid-19 has impacted
jobs, businesses, and the prolonged
work from the home situation has
multiplied the relevance of EI than
ever before!
Before we proceed, let us briefly
understand some giveaway
behavioural attributes that indicate
you are struggling with low EI.

•

•

•

Not certain on how to leverage
your strengths when faced with
troubled waters
Your team and peers tag you
as someone who is difficult to
trust
Decision making is delayed due

•

•

to overdependence on self
You shy away from
difficult conversation and
confrontations
You adopt a stick approach as
your natural go-to tool without
identifying the negative impact
your action can have on others

Now let’s look at how we can align
and bring out the best in us and
others under the umbrella of EI?
After all, a leader’s EI ability can
play a significant role in how they
cope with tough situations but
more importantly, how they act as
influential role models for others to
observe, follow and learn!
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Be Mindful of Your
Reactions
Actions speak louder than words –
we all have used this phrase at some
point. With today’s environment of
virtual connect, it becomes more
paramount to be extremely mindful
of our reactions. We ought to be
more conscious of our emotions
when we react to our employees and
peers. It is an opportunity for us to
recognize the different challenges
and distractions we face and be
comfortable to let our guard down
and balance the load on basics such
as:
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•

•

•

•

EMOTIONAL INTELLIGENCE

•
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Our expectations on project
deadlines & the pressure we
create from it
Scattered work hours – allow
employees to pick time slots
that comforts them
Individuals not operating to
their maximum potential –
accept it and react in support
of it
Employees time off – recognize
the emotional burden and
encourage time off
TAT for email, chats and phone
response – don’t let delay
agitate you

Our reactions must truly display
the essence of ‘we work with
one another’ and shed away the
reporting/hierarchy or power/
authority visuals we have in our
minds.

Shift from Empathy to
Compassion
At work, when dealing with
ourselves or others, most of us
at best operate from a sympathy
level. Very few are able to progress
towards empathy. However, in
today’s difficult circumstances of
uncertainty, stress, anxiety and
even fear, empathy is just not
enough. One needs to transition
to a compassion mindset which
will allow us to act with more
authenticity and be helpful and
supportive to others in our sphere
of influence. When employees reach
out to you in their troubled times,
having a higher EI quotient will
encourage you to partner with them
and do what it takes to solve the
issue and not merely respond with
empathy alone. Compassion is what
will be valued most and cherished
by all employees as we all battle this
pandemic together.
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When you firmly confine your belief in this mantra, you
operate from a higher level of EI. Just this perspective
alone can allow you to think, behave and act in a more
complete way and do wonders for your personal brand.
Investment in developing your EI and being fully
aware of yours and others’ emotions will be your guide
to setting up a framework that allows the best work
to come forth and make it a win-win situation for all
concerned stakeholders.
Mindset Mantra of ‘It is
Not about Me – It is about
Others’
When you firmly confine your
belief in this mantra, you operate
from a higher level of EI. Just this
perspective alone can allow you

to think, behave and act in a more
complete way and do wonders for
your personal brand. Investment in
developing your EI and being fully
aware of yours and others’ emotions
will be your guide to setting up
a framework that allows the best

work to come forth and make it a
win-win situation for all concerned
stakeholders. How often do you
ask yourself “how can I enrich my
employee’s world?” “What can I
do to help them deliver their best
work?” “How can I contribute to
their growth?” EI is that vehicle to
make this mindset transition and
boost your personal brand.

Care for Employee
Wellness & Well-being
The turmoil of emotions
experienced today at every level
of hierarchy has been vast. While
some have found ways to cope
with it, most still continue to
struggle and feel overwhelmed.
The recognition and acceptance
of this attribute coming from a
high level of EI help you and your
organisation to seriously establish
a strategic employee mental and
emotional Well-being program.
In-fact, it must be a high stake
KRA for the HR function to design,
implement, measure and evaluate
as one key output of their success

at work. Nurture your EI and you
will put together a wonderful
platform to uplift yourself and your
employees to manage, balance and
deal with the dynamics of emotions
we all find ourselves engulfed
within the current scenario.

To Gather My Thoughts
EI is no longer good to have but
a must-have skill that directly
impacts our personal brand. EI
allows us to be our best version at
work or else wise. It is when we look
to understand EI, embrace it and
grow it consciously, we genuinely
transition from a good to a great
leader. When we can pause, think,
differentiate emotions of self and
others only then our contribution
can be more meaningful to us and
the many different lives we touch
daily. I encourage you to walk that
path and let EI be that tool for your
transformational journey during
these extremely challenging times
and beyond!

About the Author

Kenneth W Wheeler is a

seasoned HR professional with 16+
years of rich learning experience
spread across different industries.
Awarded as 101 Top HR Minds (India)
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learning infrastructure, governed
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EI allows us to be our best
version at work or else
wise. It is when we look to
understand EI, embrace it
and grow it consciously,
we genuinely transition
from a good to a great
leader. When we can
pause, think, differentiate
emotions of self and
others only then our
contribution can be more
meaningful to us and the
many different lives we
touch daily.
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EMOTIONAL INTELLIGENCE

Emotional Intelligence (EI)
is one of the most raved
about soft skills. However,
just like everything else,
the excess of EI could also
have its downsides. Sounds
debatable? The author pens
some interesting arguments
to build a case for ‘how much
EI is too much EI’. Read on.
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M

eet Anamika*, a
Human Resources
Manager. Her
team loves
her. She is an
extremely caring and sensitive
manager. She is always prompt
to recognize others emotions
and feelings and manoeuvres
her conversations accordingly.
She is the epicentre of positivity
and calm in the team. Nothing
perturbs her and she never lets
the pressure trickle to the team.
She is usually upbeat and remains
positive even in the face of bad
news. Her peer group loves working
with her because they see her as a
go-to person for problem-solving.

No matter how much stress and
pressure there is at work, Anamika
is enthusiastic and never loses her
cool.
Anamika is always ready to
put in extra efforts and take on
additional responsibilities. She
enjoys her work and is so extremely
reliable and dependable that the
manager can forget the job after
she has taken it up. She is also
so committed to delivering with
excellence that her engagement
levels at the workplace are always
very high.
Anamika is a perfect candidate
for hire, right? Who wouldn’t

want to hire Anamika? She does
seem like the ideal employee any
organisation would like to have.
She seems perfect in so many ways
for a career that involves extensive
people management. This is
because of her very high emotional
intelligence (EI) that is measured by
an emotional quotient (EQ).
How did EI make Anamika perfect?
Before we understand that let’s
decode all the facets of EI. It is
all about being social, sensitive,
thoughtful and empathetic in your
interpersonal skills. Thousands
of scientific studies have tested
the importance of EI in various
domains of life, providing

compelling evidence for the benefits
of higher EQ with regards to work,
health, and relationships. For
example, EQ is positively correlated
with leadership, job performance,
job satisfaction, happiness, and
well-being (both physical and
emotional).
Now let us explore, does EI have a
disadvantage? Are all professionals
with high EQ experts in navigating
frustration and work stress? Is
there a dark side to EI at all?
Yes, like all other behavioural
traits, EI is also one that needs
to be adopted in moderation. Too
much of EI at all times does have a
downside to it. Let’s focus again on

Anamika and explore some of the
less favourable implications of her
high EQ.

Pleasing everyone every
time: Since Anamika’s personality
is like that of a crowd puller, she
stands out like the fairy tale ‘Pied
Piper’. She develops followers very
easily and thrives with that feeling.
Consequently, this also results in a
somewhat undesirable side effect of
wanting to keep everyone happy at
all times. Her role demands taking
decisions for the organisation
but sometimes unpopular with
few colleagues. Anamika finds it
extremely stressful and difficult
to take those unpopular decisions
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at times to move forward. This
dependency on her high EQ
sometimes becomes a deterrent to
her quick decision making.

EMOTIONAL INTELLIGENCE

Risk aversion: Anamika,
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at times struggles to make bold
choices. She almost always prefers
to play it safe. This is because
high EI is associated with high
levels of conscientiousness. It
resists impulsiveness and pushes
towards making measured
decisions. A highly emotionally
intelligent Anamika works with
extreme self-control, focuses on
the ultimate level of perfection
so as to avoid any unpleasant
responses. While it is of course
possible for creative people to be
emotionally intelligent, the more
common pattern for people like
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While it is of course possible for creative people to
be emotionally intelligent, the more common pattern
for people like Anamika is to be great at following
processes, building relations, and working with others
but to lack the necessary levels of nonconformity and
unconventionality that can drive them to challenge the
status quo and replace it with something new.
Anamika is to be great at following
processes, building relations, and
working with others but to lack the
necessary levels of nonconformity
and unconventionality that can
drive them to challenge the status
quo and replace it with something
new. This sometimes turns
counterproductive for her role as

she needs to work more on the
balance between calculated risktaking and risk avoidance.

Difficulty giving and
receiving negative
feedback: On the outset, one
would feel that focuses is the best
person to give feedback to and

take feedback from as we know
that she is sensitive to emotions.
This empathetic approach is so
important for social interactions. If
we go deeper into her interactions
with her team you will notice that
she struggles while giving difficult
feedback. Her response to criticism
from peers and managers is that
of slight indifference as she tends
to take them lightly and does not
get perturbed. Indeed, highly
emotionally intelligent persons can
be hard to shake up, since they are
generally so calm, adjusted, and
positive.

Habitual procrastination:

Developing or facing
manipulative behaviour:
Anamika was once accused of
being manipulative. How did that
happen in spite of high EQ? All
her actions deliver the message
that feels right to the audience,
and that is definitely great! But,
if it goes very far like it once did,
people may perceive her as someone
who manipulates emotions to get
an easy buy-in and move ahead on
the strength of popularity. Here is
where one can see the spectrum
ranging from influencing to
manipulation. The risk of overusing
one’s social skills is in focusing
heavily on the emotional aspects
of communication and the darker
side of EI is helping people with bad

In summary, Anamika is no doubt a
highly desirable employee, but her
extremely high EQ requires her to
be used appropriately. When she is
required to wear the hat of a people
champion, she should utilize her EI.
When she dons the hat of a business
leader, she may need to play softly
on the EI. For example, she would
need to start seeking out negative
feedback and take it seriously, stop
being concerned about avoiding
confrontation, and challenge the
status quo.

The risk of overusing
one’s social skills is
in focusing heavily on
the emotional aspects
of communication and
the darker side of EI is
helping people with bad
intentions to be overly
persuasive and get their
way. Therefore, EI may
get misused towards
unethical and undesired
behaviour.
There is no question that EQ is
a desirable and highly adaptive
trait, and it is understandable
that we generally prefer EQ to be
high rather than low. However,
obsessing over high EQ will create
a workforce of emotionally stable,
happy, and diplomatic people
who potter along and follow
rules enthusiastically instead of

driving change and innovation.
In the words of American actor
David Caruso, “It is very important
to understand that emotional
intelligence is not the opposite of
intelligence, it Is not the triumph
of heart overhead – it is the unique
intersection of both”. Therefore,
tread with caution!

Disclaimer: Anamika is a fictional
character of the author’s stories.
Any resemblance to anyone living
or dead is purely coincidental.
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Anamika being extremely sensitive
to people and their emotions tends
to give a benefit of doubt to faults
or failures by others and takes
on too much on her platter. This
sometimes leads her to spread
herself too thin and reach burnout
faster. She could even swing to
an extreme of procrastinating
instead of getting others to take
accountability.

intentions to be overly persuasive
and get their way. Therefore, EI
may get misused towards unethical
and undesired behaviour.
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REFLECTIONS
Does looking good give you
an edge? Various studies have
shown that attractive people
are usually hired sooner, get
promotions more quickly,
and are paid more than their
less-attractive coworkers.
This article discusses the
psychological phenomena
associated with physical
attractiveness, how our
obsession with beauty runs
deep and the impact it has
on the decisions we make.
While most of us might be
horrified by the idea that our
physical appearances dictate
our chances of success in life,
research indicates that this
is what happens. We agree,
being beautiful has its perks,
however, there is plenty of
room to catch up.
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D

o doors open
automatically if you
are good looking?
Some of us would
like to believe that
it does. It is not uncommon for
most individuals to get swayed
by appearances. Being attractive
gives one an added advantage in
all ways in our society whether
it is a job or marriage. If beauty
and appearances did not count
why would people dress up for
interviews or important business
meetings? According to Dr. Gordon
Patzer, International Expert on
Physical Attractiveness Phenomena,
who has concluded three decades of
research on physical attractiveness,
human beings are hard-wired
to respond more favorably to
attractive people. “Good looking

men and women are generally
regarded to be more talented,
kind, honest and intelligent than
their less attractive counterparts”.
Experts in human behavior have
long argued that a person’s looks
affect how he/she is perceived
and treated by others. Research
shows that attractive people also
have more dating experience and
occupational success than their
unattractive counterparts. With a
few exceptions, plenty of empirical
studies support the contention that
physically attractive individuals
receive more favorable treatments
than their less attractive
counterparts. So, if you thought
intelligence is the key to career
progression then here is the news
flash: good looks with a dash of
smartness can help people score the

job and earn the money they have
always dreamt of. Let us examine
why and how.

“I have an attractive friend who
flies frequently for work and
whose employer buys first-class
tickets for her. She tells me that
99% of the men who occupy the
seat next to her start talking to
her at some point during the
flight, and half of them end up
asking for her phone number.
Sometimes, she closes her eyes
and pretends to be asleep to
avoid being bothered. No one
bothers me when I sit in the
last row of the economy class.
Sometimes, I am lucky enough

that no one is sitting next to me
on either side, so I can stretch
my body across three seats, close
my eyes, and sleep for real.”

Psychology Today: The Truth
about why Beautiful People are
More Successful (2012)

What is Beautiful is Good
The principal explanation of
attractiveness advantage in social
psychology is, “what is beautiful
is good” stereotype. The core
argument in this stereotype is
that individuals make inferences
about other people’s traits and
qualities based on their physical
appearances. Physically attractive

people are ascribed to a range
of positive traits such as high
intelligence, honesty, likeability,
friendliness, leadership skills,
etc. By contrast, unattractive
people, both adults and children
are ascribed to negative traits.
Also, related to this concept is the
“extended halo effect”. Individuals
may benefit by being associated
with a physically attractive person
either through friendship or
marriage and it may be a “payoff”
in the long run because it transmits
positive social status onto others—
a stereotypical example of a man
benefiting socially by having a
beautiful wife.
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According to Gordon Patzer,
physical attractiveness phenomena
occurs through a four-step
process whereby : (1) physical
attractiveness occurs as an
informational cue (2) from which
extensive information is inferred
(3) that triggers assumptions,
expectation, attitudes, and
behaviors (4) which then cause
powerful/pervasive effects and
consequences.
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There is also a possibility
that beauty and
attractiveness of one’s
personality are positively
related and that it is the
general sparkle of one’s
personality and not one’s
beauty that increases the
earnings.
In the recent past, on an
international platform, Deutsche
Bank CEO had said that the
presence of women in his team
contributes to his excellence.
Although this statement was
subject to immense controversy, the
main idea conveyed here was that
in the 21st-century career growth
does not thrive merely on talent
but also depends on a lot many
factors. “From dressing sense to
communication and non-verbal
aspects such as body language,
everything holds due importance.
A complete package is what the
corporate world looks for,” remarks
advertising guru, Alyque Padamsee.
Although some of us would like to
believe that this phenomenon is
limited to mostly women, however,
this is not the truth as experts
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believe that physical attractiveness
phenomena and the related
consequences are not limited to
gender, age, or race.

Big Differences
Being good-looking is useful in so
many ways. Studies have shown
that in addition to whatever
personal pleasures it gives to the
individual, being attractive also
helps one earn more money.
Attractive people earn on an
average of 3 to 4 percent more than
people with below-average looks,
according to David Hamermesh,
Professor of Economics at the
University of Texas at Austin and
the author of the book Beauty
Pays: Why attractive people are
more successful. An article in
Psychology Today (The Truth about
Why Beautiful People are More
Successful: 2012) says that beautiful
people tend to bring in more
money for their companies and are
therefore seen as more valuable and
hard-working employees. This is
also known as “Beauty Premium”.
The existence of the beauty
premium in the labor market is
well documented. Hamermesh, also
believes that “attractive people tend
to have desirable personality traits
like – higher self-confidence – likely
a direct result of their good looks
– that appeals to most employers.
There is also a possibility that
beauty and attractiveness of one’s
personality are positively related
and that it is the general sparkle
of one’s personality and not one’s
beauty that increases the earnings.”
Catherine Hakim, professor of
sociology at the London School
of Economics and the author
of book Erotic Capital, added
further evidence by suggesting
that professional women who
use their erotic capital: beauty,

sex appeal, charm, dress sense,
liveliness and fitness, get ahead at
work. According to her, “ beauty
premium” is an important economic
factor in our careers, citing a US
survey that found good looking
lawyers earn 10-12% more than less
attractive colleagues.
There is no escaping the force of
your physical image at work: Social
psychologists and career experts
agree that you are judged not only
by your abilities, but also your
clothes, style and grooming too.
There are certain jobs especially
in areas such as hospitality, client
servicing where looking good and
having an attractive personality is
an added bonus. In these sectors,
success depends a lot on your
presentation. Grooming experts
and image consultants say that
candidates applying for jobs
have started increasingly giving
importance to personal grooming
and style. Studies have also shown
that attractive people have more
chances of getting hired during a
recession. Personality grooming is
not limited to a selected few, it is
becoming increasingly popular.
Although the majority accepts that
beauty and a good personality can
act as a stepping stone to success
in the workplace, on the other
hand, few findings have refuted
this conception. Attractiveness
is a difficult topic to study. One
of the difficulties is that it’s an
amorphous construct, lots of
things go into it, so researchers
have to make a choice of how to
measure it. Researchers at Colorado
University have found that only
in some special jobs good looking
women are likely to receive favors.
It was also reported that in maledominated work fields, women have

to face bias because here “good
looks” do not play a role and it is
here that functional knowledge and
experience are considered more
important. Based on the above
findings, it can be concluded that
the bias in favor of the physically
attractive is robust. Since it is
not fair to base hiring decisions
on non-job-related factors such
as attractiveness, training hiring
managers to avoid this bias is one
way to reduce this inequity. We
all suffer from the “Halo Effect” –
without even realizing it, we judge
a person’s entire character by their
physical appearance.

Conclusion
For better or worse, physical
attractiveness does play a major
role in success. Although the
findings presented here are perhaps
somewhat politically incorrect.
Social code says that we have
to say that beauty does not play
a role either in staff selection,
promotion, or salary negotiations.
However, the research cites a
completely different picture. These
findings should be a warning to
those employers or managers who
may subconsciously favor the
more attractive. It is, therefore,
important that we become more

aware of this phenomenon (and
no longer try to deny it) and that
we should protect people from this
kind of discrimination wherever
possible. Also, the beautiful has an
advantage over the rest of us, but
there is plenty of room to catch up.
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CULTURE
We wish building company
culture could have been a
cakewalk, but truth be told,
it’s not! It’s not as hunkydory as it seems to be always.
When a company culture
is damaged, it can put your
business, as well as your
workforce, in jeopardy. Toxic
company culture can have a
huge effect on productivity
and how employees feel at
work. The article explores
some of the elements of the
toxic work culture, which
both leaders and employees
should look out for and
avoid.
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“Why do company cultures fail?”
To be honest, there is no definite
answer to this question since
company culture is one of the
hardest things to define and
measure. What works for one
company might not work for
another, hence there’s no single
answer for its failure-company
culture is not a one-size-fits-all deal!
However, we do know that most
culture failures stem from deep
inside the company; from its valuesmost of the CXOs are not able to
link their business plans directly
or indirectly to people & culture
manifestos as religiously as they
would do for the business landscape
planning. We talk about every small
thing impacting the organisation

culture day in and day out, but
somehow we miss out on joining the
dots, capturing the right themes,
and blending those ingredients
for building a more agile and
sustainable company culture.
There are a number of factors
that can kill a culture, I call them
“toxins” which can shake the very
foundation of any organisation.
These toxins can often result in
high turnover rates, decreased
productivity, low motivation, poor
employee engagement, etc. Many
organisations might look at these
problems and believe that the issue
is their workforce quality. However,
they often fail to understand that
such problems, as well as other

operational issues, are often
reflective of a bad company culture.
Building the right culture is like a
culinary art. Sounds interesting,
right? Indeed! It’s about first
deciding what to cook, followed by
what ingredients you need (some
will be handy and some you will
have to prepare), and finally, the
time & effort taken to stir and blend
all the ingredients to prepare the
tastiest possible delicacy. It is the
same with your organisation’s
culture. A rigid three or five-step
process will work just fine if you
want a cookie-cutter culture. But
in order to stand out, you’ll have
to build a culture that is oneof-a-kind work art-like a chef ’s
signature dish. So, write your

culture manifesto more precisely,
accurately, and cohesively. There
are many “toxins” or wrong
additions that can really spoil
what you wish to build.

Toxin #1: Biases: Unseen
and Unheard
They talk volumes about how
one person or set of individuals
function in an organisation. “That
team manager uses this process
and I feel it’s good, the other two
team managers are also using it.”
Relatable? How often do we just not
see the line of thought and start
doing things objectively or just by
hearsay? This classic example of
bandwagon bias is also linked to the
curse of knowledge-just believing
that I know it and all others should

also know it. Furthermore, do you
sense leaders in the organisation
favouring things that confirm and
support their existing beliefs? Well!
You have identified some of the
toxins that can negatively impact
the decision-making process.
Reason? It flows across. This also
must be thought on the lines of how
conventional organisation culture
is being amalgamated with modern
nuances. For example: is the culture
too hierarchical? Too open or too
closed? Let’s accept that we all
have some kind of biases, however
being self-aware of these biases
and whether you let them take
dominance in certain situations or
not, is the differentiator.
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Toxin #2: Organisations
Within an Organisation
Inconsistencies in observing value
systems in an organisation is yet
another “toxin” that one must
divert their attention to. If any such
activity is done in an organisation,
this gives a clear view to all on how
both value adaptation and value
adoption are on the edge of getting
miserably failed. Leadership styles
change from table to table and
person to person and they highlight
AUGUST 2020
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the individual capacity of leaders to
demonstrate how they drive people
and performance together. But
adopting company values according
to their whims and fancies is
something which would never
let them build great teams. Such
deep irregularities in the company
values at every stage would flip
the talent landscape drastically
causing it to break apart. Let us not
allow anyone to play, hijack, or misuse
organisational values. One needs to
have a high level of accountability
and transparency to ensure that the
values are not treated as weapons
to distastefully treat others without
understanding their implications and
impacts.

CULTURE

Toxin #3: Follow-ups in
Silos
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The word “Silo” is not something
that we have not heard of. This

business contextual term, if taking
a forefront in any organisation,
gives alarming signs about what
and how things will trickle
down from the top. Despite
creating unification of goals and
objectives, this still fails because
the mentality needs attention and
not the strategy. It would not be
too correct to say that it always
reflects the CXOs functionality,
but sometimes it’s more to do
with the layers between the top
and the frontline workforce. Each
company tries to foster a cohesive
environment wherein crossfunctional communications are
encouraged boldly. But the reality
lies in what actually happens. Lack
of information flow that impacts
the overall business, conflicted
leadership, not-being nice to other
departments, preconceived notions,
and lack of basic clarity on bringing

efficacies on shared goals are a few
trends that define this mentality.
Do you get to know information
from other departments or people
on some of the key changes,
updates, and related things in the
business; when such information
should have been shared with you
by your direct/ indirect manager(s)?
This is a bigger sign than anything
on how certain people function
in an organisation. How do you
expect the existing talent to be
the torchbearers of the company
culture when critical information
is not being shared with those
who must know? Knowingly or
unknowingly promoting such
behaviours is purely cynical. Each
department plays a vital role in
giving the desired shape to the
business.

Toxin #4: Too Many Cooks
Spoil the Broth
There’s one problem that you see in
the business and you observe that
almost everyone is trying to solve it
directionlessly without considering
the subject matter. Now, this
sounds highly interesting that each
and everyone is contributing to
bring about a change and solve the
given problem. But here’s where
the flip side lies - how about the
actual owner of the problem? Have
we heard them enough? Have we
understood the root-cause from
their perspective? This kind of
classic culture-killer behaviour is
often observed when people from
one function think they know about
other functions as well - no question
on the competence here! It’s more
to do with the collaboration instead
of projecting that you know more.
I am sure most of us would have
witnessed something of this sort
and must have thought, where
has the logic gone? Why not
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empower the process or problemowner to choose whom they
want to collaborate with to solve
challenges? Why not give them the
appropriate resources/equipment
to fix? Why always think that every
problem in an organisation is a
people’s problem, either created by
people or to be addressed/solved by
people?

Toxin #5: If It’s Just about
Tattletales
It’s said that we all have some
tales and stories to share. We
meet different sets of individuals
who have so many experiences to
share from which we can learn
and grow. It’s quite interesting to
see if your organisation has many
storytellers. Monitoring the stories
and the intent to bring them into

happens around, but why to just
blindly follow and leave a large
room for speculation within the
entire organisation?

Conclusion

Let us not allow anyone
to play, hijack, or misuse
organisational values.
One needs to have a high
level of accountability
and transparency to
ensure that the values are
not treated as weapons to
distastefully treat others
without understanding
their implications and
impacts.
Does the leadership in your
organisation also have tendencies
to flow with certain gossips?
Aha! Time for you to sniff this
stagnancy. Believe it or not, this
one aspect has led organisations
to fail to build a progressive,
people-oriented, and sustainable
culture. This literally kills the idea
of open communication, listening
to understand, and synchronizing
the business and performance
harmonies. More to do with the
“eyes and ears” of certain CXOs, if
someone blindly gets anchored to
such flow of gossip and unvalidated
talks; get ready to be a part of the
disrupted disturbance. There are
things we can control and there are
things we cannot. It’s good to have
some influencers at the workplace
to keep letting you know what

In the end, it’s just not about
having the right set of data, but
also the vibes in the organisation
which can help you in building
or rebuilding the organisation’s
culture. Culture is about sharing
the same wavelengths, discarding
toxins collaboratively, and even
realigning the people in certain
places which would not only make
your organisation a great place to
work but also the most loved place
to work which has zero space for
negative practices.
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This kind of situation where too
many people are working on one
issue without seeing the nittygritty leads to hidden cultural
defiance and starts a wave of such
other aspects when people would
start venturing into others’ tasks
without knowing the appropriate
processes, alignment, and
agreement with the main processowners. It creates anxieties and
crises among a certain set of groups
and individuals that pushes them
to question the culture they are
a part of. organisational culture
does bring people together to
brainstorm, discuss, talk, and
share some best solutions possible,
however, we must also look at the
quantum of intent that they bring
in and how choosing the right
set collaboratively changes the
game for everyone. Not to forget
the process and mechanisms
used to define a problem and
why “business ecosystems” and
“business problems” must have
some synergies.

the spotlight is something one
must deeply think about. Some
uncontrollable stories tend to
take the shape of grapevines and
it can become difficult to stop
them overnight from growing. The
wargames increase and deviate
people from their actual goals &
objectives.
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REMOTE WORK
Remote work is rapidly
on the increase all around
the world and is changing
how the global workspace
operates. From flexible
work options to using
a combination of nontraditional work practices,
settings, and locations
remote working has already
started to play a major
role in how the workplace
will evolve in the coming
years. Companies will
have to rapidly adopt new
technologies to navigate
unprecedented changes and
manage their workforce in
order to ensure survival and
achieve success.
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T

oday, we are at the apex
of change - a change
marked by adopting
new technology for
connecting and working from
home. This change has also
propelled a realization that it is
possible to accomplish most of the
work remotely. There is no longer
a pressing need for employees to
go to work from the office. We
are steadily settling into working
from the comfort of our homes.
However, we need to get the pace
up when it comes to embracing
new technology. Martec’s
Law talks about exactly that technology changes exponentially,
but organisations change
logarithmically. This means that

technology changes at a faster rate
than organisations can adapt it, but
thanks to the current situation, the
gap is now decreasing.
Remote working is not a
novel concept that we are just
discovering. It has been around for
as long as people have travelled
for work and ever since the need
for work-life balance has been
realised. It is just that in the current
scenario it has become mandatory.
This recent rise of remote working
is largely technology-driven since
collaboration via cloud systems
is so prevalent. The future of
remote work will be dictated by a
younger workforce who intent to
work to live and not live to work.

It is also clear that remote work
has become a global phenomenon.
Yet, in a majority of companies,
flexible work options, including
telecommuting has been considered
a perk rather than a standard
operating procedure. But, a lot
of innovative companies are now
moving towards the direction
of remote work as they are
discovering that it does not hinder
the company’s performance.
So ask yourself a question, why do
you need to go to the office when
your work can be done from home
maintaining the same performance
level.

The Merits of Going
Remote:

Technology Enhancement:

Productive Workforce: One of the
biggest roadblocks to productivity
is distractions and everyday
commute to the office is one of
them. Navigating traffic can have
an impact on the mood and mental
frame of mind and remote working
eliminates some of these factors.
It can be said that people working
remotely are more productive
as they can get more work done
without unnecessary distractions.
These positive outcomes also help
in reducing employee turnover and
result in more job satisfaction.

Today, multiple collaboration tools
help people connect via both audio
and video. Technology companies
are introducing new tools every day
that connect people virtually. These
advancements in technology and
devices, including the Cloud and
several online communication tools,
have massively contributed to the
rising popularity of remote work
and making it a success.

The New Workforce: Gen Z has
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already entered the workplace
today. This generation is more
technology-driven and it likes
to work in a remote work
arrangement. This approach to
work is part of the “digital nomad”
lifestyle trend where the younger
workers are choosing to embrace
a world without anchors and not
wanting to be confined to one
place. This also contributes to the
gig economy which provides the
younger workforce with a means
to work in multiple jobs without
the constraints of traditional office
hours.

Multi-Location Talent:
Companies will be able to connect
with the talent available across
the country and not only limit
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REMOTE WORK

themselves to the talent pool
available in the company locations.
It will also save them the cost
spent on the relocation of a new
employee. This also relates to
the brand reach of the employer,
they will be able to tap more of
new talent when the brand reach
becomes higher to many parts of
the country.

Women have traditionally
been the ones to sacrifice
their careers to meet the
demands of home. With
the option of remote
working, women will be
able to join the workforce
again to meet the
demands of the office and
home by controlling their
schedules.
Low Compensation Cost:
Companies can look at differential
compensation for employees
working remotely from smaller
cities based on the cost of living.

Loyal Workforce: The remote
work arrangement will provide an
immense push for the companies
to brand themselves as a flexible
employer which is a key criterion
for employees to make decisions
regarding staying or moving on.
This will result in lower attrition
and more loyalty to the company.

Contributes to a Diverse
Workforce: Diversity especially
gender diversity is a major area of
focus for companies today. Women
have traditionally been the ones
to sacrifice their careers to meet
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the demands of home. With the
option of remote working, women
will be able to join the workforce
again to meet the demands of the
office and home by controlling their
schedules.

Infrastructure Cost: With most of
the workforce connecting remotely,
companies would save immensely
on the cost of infrastructure.
Employees will only need a laptop
and internet to accomplish their
tasks. It is easier than ever for them
to connect with global teams and
coordinate the work of individuals
from around the world. There are
hundreds of tools today that have
been created to make the process
seamless.
To conclude, encouraging remote
working from any part of the world
will only benefit the organisations.
Many of the job sites have already
taken the next step of mentioning
the option of remote work in the job
listings. Although many companies
are still yet to fully embrace it;
in the wake of the current crisis,
more are expected to hop on the
train. The only point of caution

is while working from home and
with around the clock connectivity,
the employees will need to draw a
line between their office and home
responsibilities.
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REMOTE WORK
Research shows that remote
working can increase
productivity levels, improve
health and wellbeing amongst
employees, and increase
retention levels. However,
remote working can also blur
work-life boundaries. This
lack of a boundary between
work and home can severely
impact a worker’s work-life
balance. In this article, we
understand how employers
can support their remote
workers in achieving an
ideal work-life balance when
working from home.
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A

friend who was
managing her career
in senior management
reasonably well shared
over the weekend that she resigned
from her job as the work pressure
was getting out of hand while she
juggled between work and personal
chores. All this while working
from home (WFH) for the past 4
months! Now that’s surprising,
isn’t it? Wasn’t WFH supposed
to be the epitome of a relaxed
work environment with increased
personal flexibility? Apparently, not
anymore.

The coronavirus pandemic that
caused millions to work from home
and forced companies worldwide
to adapt to an environment where
all or most of their employees are
working remotely started with
an initial premise of encouraging
mental well-being and maintaining
a work-life balance. Unfortunately,
all those efforts have fallen flat-the
situation has left us all scrambling
to maintain our professional lives
as much as possible. It is now
fueling the very fire that it was
assumed to douse-increased work
stress and reduced personal time.

While HR and admin teams did a
splendid job in ensuring seamless
connectivity and other work
arrangements to ensure business
as usual, organisations forgot
that we are still very much in the
midst of a pandemic that requires
increased emotional intelligence
to navigate through. This is not
an opportunity to squeeze the
last ounce of energy from people
but to be their pillar of support to
navigate through these tough times
TOGETHER. Who exactly sets the
tone to define and drive the intent
with which expectations from work
are communicated to the entire
organisation? You guessed it right,
the leadership.

Any intervention, especially in HR
that is introduced solely because it’s
good-to-have or a forced necessity
will eventually fail. The reason is
simple-most organisations chase
the WHAT but not the WHY (taking
a cue from Simon Sinek’s Golden
Circle), and as soon the WHY goes
off the radar (if it existed in the first
place that is) the entire narrative
and subsequently the purpose is
lost.
My conversations with corporate
professionals across industries
have one glaring theme in commonthe line between office time and
personal time has never been
blurrier and what’s happening

currently is worse than how it
was in the pre-COVID era. Experts
have described this phenomenon
as “role blurring”, which is
“the experience of confusion or
difficulty in distinguishing one’s
work from one’s family roles in a
given setting in which these roles
are seen as highly integrated,
such as doing paid work at
home”. The expectation from
most organisations (managers
essentially) is to be in an always-on
mode. Since you have nowhere else
to go (literally and figuratively),
it’s assumed that you’re always
available to discuss work.
Employees are silently bearing
the brunt primarily for the fear of
being branded as a non-performer,
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possibly being hand-picked for a
furlough or in a worst-case scenario
for a lay-off.
There have to be specific
boundaries to a remote employee’s
working day, management can’t
have an assumption that their
employees must always be available.
For this, the employees must be
given breathing space to actively
manage boundaries between work
and family and not expected to be
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on call 24 hours a day. With clear
guidelines in place, employers can
stop this from becoming a problem.

REMOTE WORK

The line between office
time and personal time
has never been blurrier
and what’s happening
currently is worse than
how it was in the preCOVID era. Experts
have described this
phenomenon as role
blurring.
After all, employee burnout is
an organisational problem, not a
personal one.

•

So how are some progressive
employers solving for this? I spoke
to a few CHROs to understand how
they’re dealing with this challenge
within their workplaces. Here are
some initiatives that these leaders
are thinking of:

•

•
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Creating awareness within
their leadership to specifically
drive sensitivities around WFH
burnout and ensuring the
expectation is cascaded to their
people managers

•

Define company-wide ‘core
working hours’ for all to ensure
a significant overlap between
teams to engage and connect

•

Taking up personal wellbeing and mental health
as a leadership-driven
organisational priority and
not a mere passing fad that HR
would like to own
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Agenda-less check-in calls
by managers and HR to their
teams to talk about anything
but work
Clear communication on no
meetings beyond a certain time
of the day or certain days in a
week or both

All of the above needs to be not
only communicated but overcommunicated to drive home the
intent. In fact, given the current
scenario, there’s nothing called
over-communication, the more
information, the better. Since
people do not meet in-person and
touch-points have significantly
reduced, organisational agenda
and updates need to be driven
home via town halls, emails, daily
standups at a regular frequency.
Make it abundantly clear across the
organisation of the revised norms
& behaviours, new workplace rules,
and revised expectations from
people managers.
The only vaccine to this ongoing
WFH pandemic is love, empathy
& respect carefully administered

by organisational leaders and
ably supported by their HR/People
teams.
This is the time to be that
compassionate hero and not the
villain that pulls the rug from
under the feet.

About the Author

Vishal Naithani is a People &

Culture evangelist and a Certified
Professional Coach with a personal
vision to create Inspiring Workplaces
and facilitate peak individual
potential through self-discovery.
Post his MBA from MDI, he has a
diverse experience of working with
both, large MNCs and growth-stage
startups, spaced with a personal
entrepreneurial stint as well. His
keen areas of interest are Workplace
Culture, Leadership, Organisation
Development & Employee Value
Propositioning. In addition, the
causes that he advocates passionately
are - Thought Leadership in HR,
Servant Leadership, Women in the
Workforce & Emotional Intelligence
at Work.

AUGUST 2020

iimjobs.com | hirist.com 53

GIG
The way we work is
changing and there is no
denying the rise of the
gig economy in recent
years. From the changing
dimensions of nature of
work to organisations forced
to become more flexible,
agile and streamlined, it’ll
be interesting to see how
gig economy will stay and
strengthen into the future
and shape the future of
employment.
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T

he term “gig economy”
was first coined by
journalist Tina Brown
in 2009. She wrote
about the trend of
workers pursuing “a bunch of
free-floating projects, consultancies
and part-time bits and pieces
while they transacted in a digital
marketplace.” The gig economy
fundamentally changes three
major dimensions of the nature of
work: the work itself, who does the
work and where the work will be
done. The gig economy isn’t a fad
which will soon fade away, but it
may change the way we indulge
in Talent Acquisition. As per
statistics, the gig economy is going
to spread its wings and fly as high
as it can. The research conducted
by SelectHub states that a large

percentage of Millennials and Gen
Z workers are interested in the
gig economy either by becoming
full-time freelancers or doing sidehustling. Companies are latching
on to the Gig Economy and the ones
that aren’t are losing out on good
resources. Studies show that 30
percent of Fortune 500 companies
are hiring through this channel.

Gig Workers and How Does
the Model Work?
Gig workers are independent
contractors, online platform
workers, contract firm workers,
on-call and temporary workers who
enter into formal agreements with
on-demand companies to provide
services to them. Since gig workers
are time rated, decisions need to be

quick and to adhere to this system
the top-down model that many
organisations follow will become
futile. Active social media networks
are replacing traditional ways of
working and this new collaboration
and reciprocity among peers will
surely defy the old hierarchical
structures.

Technological Outlook
Gig economy highly depends
on technology and advances in
technology will keep fueling further
growth. According to the research
by PYMNTS.com, 38.4% of USbased non-seasonal gig workers
secure their projects through

digital marketplaces. Though
these platforms have been rapidly
growing, they are also leading to
crowded virtual job platforms. This
leaves both the employer and gig
worker in the conflict of finding the
right match. Big data would come
to rescue in such situations.
As per the report published by
Noble House, hiring gig workers
is showing a steady incline. The
report takes into account the data
provided by 150 companies and
300 HR managers. IT takes second
place in the number of freelancers
being employed by the companies.
81% of companies have used gig
workers for a variety of reasons.

29.7% of them hired gig workers for
project-based work, 26.5% employed
them in the absence of a full-time
employee, 24.2% hired freelancers
for work that didn’t need 8-hour
work shifts, and the remaining for
a variety of other reasons. As many
as 53% of these companies have
absorbed 5-20% of the gig workers
into their organisation, and greater
than 20% have absorbed up to
30% of gig workers. This just goes
to show that if a talented worker
is found, companies are keen on
retaining them by adding them to
their workforce.
Machine learning (ML) powered
algorithms enable assistance to
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employers with talent search
abilities. These algorithms
understand an employer’s demand
and match it to the right set of gig
workers. This, of course, comes at
the cost of gig workers providing
in-depth information about
their professional projects and
educational credentials. According
to the report published by Noble
House, 25% of companies prefer the
use of online portals when hiring
gig workers.
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In another research, it is found
that AI-driven recruitment is
less discriminatory in nature
and algorithms can successfully
predict the candidate’s personality
attributes. These features, when put
together, can make the gig economy
selection process more fitting,
streamlined and efficient for all
participants.
While some employers keep a
check on the gig workers’ progress
through a defined process, a large
section of them does not have a
system in place to monitor the
freelancers. 49% of employers, as
per the report by Noble House, don’t
monitor the freelancers since they
believe that as long as the work is
completed, they don’t need to be
constantly scrutinized.

GIG

Companies’ Best Practices
According to Forbes, regardless
of the gig economy’s current pace
of adoption worldwide, it is here
to stay and strengthen into the
future. Though there is no accurate
estimate of the numbers, it is
projected that gig workers will
comprise half of the workforce by
2020 and as much as 80% by 2030.
Jason Phillips, VP of Digital HR &
Global Chief of Staff at Cisco, says,
“Work flexibility is becoming the
norm. The challenge is how fast
organisations can provide it.” This
will also serve as a huge advantage
to companies as it will cut down
costs, especially in the projects that
are aimed towards testing.
With this evolving trend of
contractual or project-based
work, organisations are working
on restructuring policies to
accommodate the millennial
workforce. What are the laws/
56

ALL THINGS TALENT

AUGUST 2020

guidelines one should be cognizant
of before hiring contract workers?
When hiring a consultant, a
contract can be put in place that
makes sure to mention all the
requirements that the company may
want. These include the hours of
engagement, the pay, a withdrawal
clause, along with the code of
conduct, intellectual property
rights, software/hardware support,
the method of payment, as well as a
review mechanism, and a portal for
the timesheet and compensation.
If the work is given on the basis
of deliverables, then it may be a
professional gig worker and the
payment is done based on the terms
and conditions.

According to Forbes,
regardless of the gig
economy’s current pace
of adoption worldwide,
it is here to stay and
strengthen into the
future. Though there is no
accurate estimate of the
numbers, it is projected
that gig workers will
comprise half of the
workforce by 2020 and as
much as 80% by 2030.
Companies are working with
aggregator platforms as a single
entity. These platforms will also
provide legal/documentation
support to enable smooth work.
This model is cost-effective in most
cases. All Contracts (GIG worker
contract) should be vetted by a legal
person and this is tailored for each
person. This is still in exploration
level and the government has not

released any circular as of yet. The
best course of action is to have
interns who are in engineering
schools. An alternative to that is to
work with companies like Nobel
House and The Birbal. Platforms
like Upwork and Truelancer can
also be tried.
For tax reasons, you may look at
consultant contracts that save
taxes for both the individual and
the company. During the hiring
process, special attention needs to
be paid to the source of the worker
i.e. whether they have been hired
directly by the company or from
an agency, a thorough assessment
of the same along with what the
consultant offers and background
verification is a must.
Companies are ensuring that
contractors are not seen as FullTime Equivalents (FTEs). They
are doing so by making sure that
contractors are only given general
direction about the work without
having to fully control over how the
work will be done. Independence
in contractors’ work output is
safeguarded, making sure that they
do not have a fixed set of working
hours (US laws are very strict on
this).
While some of the laws can be
mirrored from the contingent
workforce, this topic is still being
explored in emerging markets.
If we employ gig workers for 8/9
hours per day then the minimum
pay guideline will apply. Payment to
gig workers can be done against an
invoice. They will be referred to as
consultants and their TDS deducted
will be 10% - 7.5% on the CTC. There
will no retirals, i.e. PF/gratuity, as
well as no medical benefits. They
are considered professional workers
and the relationship is driven by
the contract which is signed by

mutual parties. Some gig contracts
do have medical/health insurance
depending on the sector that
they are part of and these terms
are also driven by competition.
Since the compensation is paid
in consolidation, there will be no
sub-elements for gig workers. We
may have timeline pay or outcome
pay. We can look at fixed pay to
start with and attach variable pay
based on performance. Bonus pay
for gig workers/freelancers is not
applicable but can be considered on
the basis of the outcome.

•

Having virtual collaborative
tools for exchange of ideas,

•

Creating a balance with video
meetings and not just relying
on emails,
Explaining the company’s
culture to gig workers, so they
feel like a part of the project,
etc.

Skills in Demand for Gig
Workers

Where Do You Hire These
People from?

1. Software Engineering
(4-10 Yrs.)
•
•
•
•

•
•

•

Full Stack Developers and UX/
UI design
Data Scientists
Software Developers and
Database Developers
Automation Testers and
Technical Illustrators

2. HR (4-10 Yrs.)
Compensation & Benefits and
HR Operations
Talent Acquisition
Professionals

3. Sales and Marketing
(4-10 Yrs.)
4. Legal (4-10 Yrs.)
5. Customer Service and
Admin

6. Support (4-10 Yrs.)
7. Finance and Accounts (410 Yrs.)
8. Cyber Security (5-15+ Yrs.)
9. Blockchain (5+Yrs.)
10. Graphic Design and
Branding
11. Content Writing

•

Most of the corporates (~30%)
depend on third-party agencies
to hire gig workers.
Whereas ~25% of employers
use online gig platforms like
Upwork, Fiverr, Nobel House,
Behance, etc.

Which Countries Hire the
Highest Number of Gig
Workers?
In recent years, the gig economy
as a whole has been on a steady
incline. Current trends show that
countries like the US, Canada,
France, Japan, Netherlands and
Germany are hiring the largest
number of gig workers. This has in
turn provided greater flexibility for
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Since gig workers function without
any authority and social context,
it leads to a greater feeling of
insecurity and disconnectedness
amongst them. Thus, to make sure
there is smooth coordination of
team members with gig workers,
HR should focus on building a
robust online culture.
There are various ways in which
companies can build an online
culture. For example,

•
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employers as well as the workers,
thus leading to a steady decline in
the 9-to-5 work pattern.

Key Challenges and Way
Ahead
Key Challenges
•
•
•

Understanding the Model and
Its Benefits
Adoption Rate
Policy and Procedures

How to Hire GIG Workers

GIG

8.
Lessons
Learned
& New Skill
Hiring

1.
Assess the
Talent
Landscape

7.
Payment
Mechanism

GIG Workforce
Hiring

6.
Oﬀer Review
Mechanism

2.
Understand
Roles for
GIG

3.
Internal
Sensitization
5.
Contracts/IP
SW Related
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4.
Market
Preparedness
Study

•
•
•

Dual Employment
Employer Data and IP Issue
Concept of FIT/FAT/Right
Organisations

Way Ahead
•

•

•

Everything from sharing rides
to ordering food to freelance
consultants, the gig economy has
transformed the way blue-collar
and white-collar workers are
approaching work. Companies like
Oyo, Bharti, Mercer, Unilever, Axis
Bank, Infosys, and Aditya Birla
are already hiring gig workers.
With an increasing number of
global workers joining the grey
workforce, companies need to start
restructuring their policies and
hierarchical structures if they want
to survive in this economy.
With both the workforce and
management accepting the gig
economy, what are some changes that
we will see in the future of work is still
a question but some organisations have
got the answer and it is working for
them.

Sectors and Industry Adoption
IT Sector

Good Adoption Rate

Functional Skills

Good Adoption Rate

ITES Sector

Initial Stage

Pharma and HealthCare

Initial Stage

Pharma and Health Care

Not applicable

Construction and
Real Estate

Not applicable

Manufacturing

Not applicable

(HR/Finance/Sales Etc.)

(Tech)

(Non Tech)

Since gig workers
function without any
authority and social
context, it leads to
a greater feeling
of insecurity and
disconnectedness
amongst them. Thus,
to make sure there is
smooth coordination of
team members with gig
workers, HR should focus
on building a robust
online culture.

About the Author
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•

Everything from sharing rides
to ordering food is done by the
gig economy. It’s about time to
reflect on the evolution of the
gig economy and what these
changes mean for the future.
Companies like OYO, Bharti,
Mercer, Unilever, Axis Bank,
Infosys and Aditya Birla are
already hiring gig workersHow is it working for them?
We need to study in detail
how the gig economy will
reshape the future of work and
employment.
Companies need to start
restructuring their policies and
hierarchical structures
Software infrastructure for IP/
Dual employment need to be
created

Key Takeaway

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. Currently, he is
Managing Global Talent Acquisition
at AXISCADES, a well known
Engineering Solutions Company. In
his previous stints, he has worked
with companies like Wells Fargo,
Bank of America, Deutsche Bank
to name a few. An alumnus of IIM,
Bangalore, Raju’s expertise lies in
both high volume and niche hiring,
managing Global Talent Branding,
Candidate Experience and University
Relations. His specialties includeStaffing, PCMM, Psychometric
Assessment, Competitive Analysis,
Benchmarking, Franchising, Mergers
and Acquisition.
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DIVERSITY
The world has become highly
diverse, but many companies
have not-especially when
it comes to a culturally
diverse, gender-balanced
work environment, which is
needed to truly drive value.
As the world of business
prepares for the unknowable
post-coronavirus world,
organisations need to move
from compliance to diversity
as a business strategy and
redefine the whole concept
of diversity and inclusion-for
business recovery, resilience,
and imagination.
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D

&I (Diversity
& Inclusion)
is becoming
indispensable as
organisations look to
create a working environment more
reflective of current demographic
progression.
Earlier, D&I was considered as
government compliance or a just
“program” to be managed to run
the business operations. But in the
current scenario,it is considered
good for business operations and
to foster amicable environment
in organisation, so it is widely
welcomed. Diversity gives wings to
individuals to achieve their goals,
dreams, and passions irrespective
of an individual’s sexual

orientation, social background,
traditional values, age, gender,
ethnicity, education, religion, faith,
economic conditions, and disability.
Valuing, supporting, nourishment,
encouragement and empowering
each employee at workplace is
essential part of Inclusion. D&I
process can be successful only
when Inclusion strategy gets proper
attention and organisation is not
focusing only diversity. Proper
nurturing and support for a diverse
workforce is required to yield
expected result as an organisation.
The Covid-19 pandemic and its
repercussions on business have
ushered in a deep sense of anxiety
and uncertainty for all-reshaping

the business will be a big challenge
while controlling the finances as
well. For this reason, the role of D&I
has become more important than
ever. In order to thrive in this new
reality, it has become important
to redefine the concept of diversity
and inclusion and promote formal
training to HR leaders and people
managers to manage diversity.
HR leaders need to ensure that
everyone gets an equal opportunity
to grow within the organisation
irrespective of their diverse factors
and inclusion policy should nurture
and empower employees so that
they feel included irrespective
of who they are or as what they

identify themselves as. HR leaders
need to prepare proper diversity
strategies as it differs from
industry to industry. For instance,
hospitality diversity factors will be
different from the real estate or IT
sector. Without proper policy and
strategy, the execution of the D&I
policy will be inconceivable.
D&I policy is directly connected to
your manpower planning, talent
management, retention, work
environment, office set up and
infrastructure, compensation,
employee engagement and
employee grievance, etc. The
well-prepared policy for talent
acquisition is the first step from

where diversity strategy comes
into action. Your industry needs
will help you to understand what
kind of diversity factors can
be incorporated in manpower
planning, for example, in the
IT industry the talent team can
hire any good talent-be it female
candidates starting their second
career innings post maternity or
marriage, people with physical
disabilities or people of LGBTQI
community based on their skill set
as in current scenario most of the
IT employees are working from
home. This approach makes your
employee transition smoother and
frequent because you are not now
restricting yourself to any state,
gender, religion, race, and physical
disability etc.

INDUSTRY
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Post hiring, it is important for
an organisation to make a career
progression path for everyone.
Here comes the role of Talent
Management and Retention policy.
For better results, the inclusion
process should be well defined and
unbiased. Employees should be
given equal opportunities to grow
professionally and a platform to
achieve their personal goals as well.
For instance, proper compensation
policy without any discrimination
of gender, equal participation in
training and learning, unbiased
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performance assessment, etc.
Training support to special
background employees & employeefriendly policies which helps in
balancing professional and personal
life, like paid leaves on birthdays
or marriage anniversaries, family
get-together, a celebration of
mother’s day, father’s day, and
many more can help to create a
connection between employer
and employee’s family. Such
activities will keep your employee
“emotionally invested” which
strengthens your retention policy.
Organisation must ensure that
employees should not feel that they
have to conceal their cornerstone
of themselves at workplace. If it
does not happen then this will
bring insecurity and affects to
productivity of employees. Their
participation in day to day activity
will reduce which is not beneficial
indication for organisation at
all. Above all its major threat for
employee retention, motivation and
engagement policy.
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When we talk about diversity, as an
organisation we must ensure that
we are welcoming their beliefs and
faith too. Generally, most of the
organisation does not pay much
attention on inclusion factors
and in result they face failure of
process and which affects expected
outcome. For instance, if people
of any backgrounds, perspectives,
and abilities does not have equal
access to opportunity and feel
not confident to participate in
organisational processes. If they
do not find space to express their
religious belief, political belief,
and other diverse factors. Festival
celebrations for every group of
employees should be in platter of
festive calendar. These small acts
make difference and keep people
retained as they feel connected
with organisation and they feel
valued and recognized in among.
During this pandemic situation,
inclusion strategy matters a lot
since employees are disconnected
and distanced with each other

physically, their virtual meeting
and interactions are limited to
professional reasons and it becomes
more tough for new employee,
who joined during this pandemic
situation and never met their peer
physically to gel up with team due
to diversity factor. Proper inclusion
strategy can make ease for them.
A better (D&I) policy reduces
employee grievance and assist
organisation to retain employee.
Top management must ensure
that leads are well trained and
educated they can elaborate on
equity matters or provide practical
solutions to day to day issues such
as bias, exclusion, etc. They must
identify the relationship between
feelings and performance as well as
construe when to make exclusions.
Office set up and communication
system should be gender-neutral
and importantly physically disabled
people should be taken care utmost.
Culture should be developed that

allows a diverse set of people to
voice their views. Creche, prayer
rooms and smoking zone to make
everyone comfortable.

We need to be more precise in
drafting and implementation of
(D&I) strategy specially in India,
which is most diverse country in the
world. Here, you will find different
religion, caste, languages and
dialects, religious belief, traditional
practices, and socio-economic
culture which varies every
hundred miles. Apart from this,
we have caste system, difference
in communities, patriarchy, legal

and social discrimination against
LGBTQ community. Still in last
decades, Indian industries are
driving this change and developing
amicable workplace scenario.
Wherein MNC’s are driving their
global diversity policy in India
so our Indian industries keen to
compete on global platform by
fostering global practices.
Diversity in workforce help the
business unit to understand their
stakeholder and customer insight
for doing well and provides data to
meet the needs of stakeholder or
customer as well. A well-executed
Inclusion strategy makes happy
workforce, attract qualified
employees, brings job satisfaction
and ROH of employees.
Generally, it is perception that
(D&I) is not cup of tea for every
organisation. Implementation
and commitment are seen in well
-established corporates only and
still hesitant in start-ups. We

need to understand the need of
(D&I) in organisation, which is
not limited to gender, religion,
traditional value or nationality, it
is about creating the platform for
right talent with adequate work
environment for their personal and
professional growth.
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Recently, Indian food delivery
company Zomato declared that
it would give female, including
transgender, employees up to 10
days of “period leave” per year.
This is good initiation of Indian
food delivery company which is
genuine problem of millions of
women and girls in India who still
face discrimination and health
issues due to a lack of awareness
surrounding menstruation issue
which is seen as taboo to some.
This approach will give confidence
in workplace to female employee in
talking about their issues related
to mensuration days and will
come out from stigma attached to
applying for period leave. It is not
necessary every organisation will
provide period leave like Zomato,
but now female employee can apply
for a leave with confidence without
making a lame excuse of having
fever, cough and cold. There is
nothing to shy and hide anything
now, it is a natural thing which
happens to every female, and we all
must accept as an organisation or
individual. Hence steps taken by
Zomato is the best latest example of
(D&I) strategy.
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COMMUNICATION
The unprecedented global
crisis has taken the world
by surprise, causing a great
deal of uncertainty, elevated
stress, and anxiety that
require thoughtful, peoplefirst responses. During such
a crisis, when information is
unavailable or inconsistent,
the What, When, and
How to communicate is
becoming more critical than
ever. The article explores
how organisations can
communicate effectively
and create clarity, build
resilience to respond to the
immediate challenge.
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T

here is only one
headline dominating
our lives today Covid-19. With 20
million+ cases globally,
all anyone can talk about is the
pandemic. Staring at a cumulative
loss of around 9 trillion dollars
to global GDP over 2020-21, the
International Monetary Fund (IMF)
has termed it the worst economic
crisis since the Great Depression
of the 1930s. The pandemic is
proving to be a moment of truth
for all of us. While on the one
hand, it has brought in a renewed
sense of urgency to create a
momentum around economic
revival and health system reforms,
on the other, it has highlighted
the need to communicate right.

The unprecedented global situation
has thrown unique challenges to
those leading the organisation’s
communication efforts. While some
have managed to capture attention,
rest have been either ill-timed or
irrelevant. People are spending
more time online. TV and Radio
are gaining more traction now.
With the crisis deepening, no one is
really interested in the number of
followers, engagement rate, etc but
instead is wanting a more humane
connection. People are looking for
inspirational stories of struggle and
triumph and how leaders, brands,
and companies are responding.
They want (re)assurance.
With work from home becoming the
new normal, the What, When and

anxiety among our colleagues and
clients.
The crisis presents an opportune
time to create meaningful content
and build trust among people.
Information saves lives; and in
the context of the pandemic, there
has been an excess of it. Added to
it is the flood of misinformation
that is posing a challenge for
communicators. Often Facebook,
Twitter and other platforms have
been accused of censorship for
taking down virus misinformation.
A study on misinformation in India
by scholars from the University
of Michigan, released in April
2020 showed that from just two
in the third week of January
2020, the instances of debunked
misinformation rose to 60 by the
first week of April 2020. It is here
that the role of communicators can
not only help ease mental stress but
also complement efforts to contain
the virus.

With more people connected
virtually, social media can be
capitalized judiciously. While
organisations can continue to share
regular content on their platforms,
they can also provide Covid-19
updates to ease out apprehensions.
This will just go on to indicate that
one does not have to stay away from
engaging with the audience due to
the crisis but be more proactive and
understanding during such times.
It is unchartered territory and
we all need to work together as
companies and communities – and,
most importantly, as humans – to
get through this crisis. The crisis
is helping us become better – more
humane, more empathetic and more
thoughtful. Communication as a
catalyst can help keep up the tempo
and add finesse to the finish.
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How to communicate is becoming
more critical than ever especially
when the traditional channels,
interfaces, and cadence of outreach
are no longer appropriate and are
constantly changing. It is here
that communication can help
strike the right tone, come out
at the right time, and reinforce
the organisation’s reputation
among stakeholders. Coupled
with technology, communication
through live streams, posting
of audio/video content can help
enhance brands and organisations
during these difficult times. At
IPE Global we realized the severity
of the crisis and are proactively
transitioning towards more open
and constructive communication.
Staying connected has helped us
tide over commonly raised issues
of social isolation and dissociation
within the organisation. With a ‘we
are there for you’ approach, we have
thus been able to contain a lot of
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