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From the 

Tarun Matta
Founder - iimjobs.com & hirist.com

Performance Management is going through an 
evolution. The days when managers made every 
decision and exercised absolute control over 
employees’ performance - define their top and 
bottom performers annually - are over. Businesses 
now realise that the decades-old of “rank and yank”, 
“stack ranking” or “vitality curve” model creates 
frustrated employees who dread performance 
review cycles and is simply ineffective and 
inefficient in today’s uncertain world. The employee 
doesn’t get it. The manager is not able to offer 
meaningful mentoring. No one benefits. Even the 
word “feedback” has a negative connotation in the 
current context. 

This has necessitated the need to change year-end 
ratings, implement regular feedback practices, and 
reduce the power of the manager in the process, 
opening the floor to more questions around people 
practices - specifically, how can we better support 
individuals in their roles and change the focus from 
careers to experiences?

To decode the art of redefining performance 
management and enabling employee growth, we 
connected with some industry stalwarts as a part 
of this edition. As a part of the Special Feature 
segment we have interviewed Mr Rohit Hasteer,  
Group CHRO at Housing.com, PropTiger.com, 
Makaan.com and Mr Pankaj Khanna, Head of 
Revenue Assurance at Coforge. They talk to us about 
the importance of people-function in startups, and 

CEO’S Desk

Follow

the importance of people’s enablement respectively. 
We also have special interviews with Mr MS 
Venkatesh from DFM Foods Limited and Mr 
Rajiv Puri from C&S Electric Ltd as a part of this 
edition. Don’t miss out on some interesting insights 
from Ms Harini Sreenivasan, Mr Sahil Nayar, Ms 
Geetanjali Wheeler, Mr Tapas Acharya, Mr Kenneth 
W Wheeler, Ms Parul Bahl, and Mr Ankur Gautam. 

However, this is not as easy as it sounds. There is 
a challenge of walking the tightrope for striking 
the right balance – whether the changes you are 
making to your performance management system 
are in sync with your business needs and employee 
enablement efforts. Only time will tell. Needless 
to say, the appraisal is long due for a reappraisal 
itself. Outdated performance management will be 
replaced by performance enablement and it has 
already begun. Are we ready?
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Twitter Commits to Have Women as 
50% of Its Global Workforce by 2025
Twitter has set a target of having at least half of its global workforce to 
be constituted by women by 2025 in its efforts to drive gender equality 
in the company. Currently, women make up 42.2 percent of its global 
workforce, according to Twitter’s latest Inclusion & Diversity report. 
The social media giant has also targeted to have women in 42% of its 
technical roles and 41% in leadership positions. In the backdrop of 
rising momentum behind the #BlackLivesMatter movement, 25% of 
its workforce will be composed of underrepresented minorities, and of 
that 10% will be Black. 

Microsoft has reached over 
10 Million learners across 231 
countries and territories through 
its ambitious global skills 
initiative launched in July 2020. 
The initiative has reached close 
to 1,552,000 learners across 21 
markets in Asia Pacific. India 
ranked second globally in its 

skilling progress, having reached 
close to 774,000 learners. The 
initiative aims to help 25 Million 
people worldwide by helping users 
access popular learning resources 
in topics including software 
development, customer service 
and data analytics.

10 Million People Engaged Globally 
by Microsoft’s Digital Skills Initiative
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Mondelez India Offers Group 
Mediclaim Policy Benefits to Live-In 
Partners 
Mondelez India, formerly Cadbury India, after announcing the benefits 
to same-sex partners earlier this year, has announced that it will 
extend group mediclaim policy to cover live-in partners to the policy 
will be effective from January 2021 and will also cover the adoptive and 
dependent children of the domestic partners. The company feels that 
this move will help all employees to be themselves and achieve their full 
potential while also strengthening the company’s endeavor to build a 
more diverse, inclusive and equitable atmosphere.



iimjobs.com | hirist.comOCTOBER  2020 9

(Compiled from Various Online Sources)

TCS Announces Salary Hike for All 
Employees
After a pause, IT industry leader Tata Consultancy Services (TCS) has 
decided to go ahead with salary hikes for the July-September quarter 
(Q2) from October 1. With this, TCS has become the first among the 
Indian IT firms to announce a wage hike. TCS said it is continuing 
investments in organic talent development, with focus on up-skilling 
and innovative training methods. Over 352,000 employees have been 
trained on multiple new technologies, and over 427,000 have been 
trained in Agile methods. In April, soon after the lockdown, TCS had 
announced that it was freezing salary hikes.

In a survey conducted by JobForHer 
among 1000 women professionals 
and job seekers, over 40% consider 
‘flexible options that allow a 
certain amount of work from 
home’ in the post-COVID world as 
the deciding factor when it comes 
to taking up a job. The option of 
working from home and/or visiting 

40% Women Professionals Prefer 
Flexible Job Options in the 
Post-COVID World: Survey
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HCL and IBM to Expand Alliance 
to Help Organisations with Digital 
Transformation
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the office only when required is 
the best one according to them 
as they adapt to the changing 
corporate world and family 
needs. The survey also revealed 
that about 90 percent of women 
are comfortable with a virtual 
hiring process as it saves time 
and is convenient.

HCL Technologies (HCL) announced a new partnership with IBM to help 
clients accelerate their digital transformation by migrating enterprise 
mission-critical workloads to the IBM public cloud. HCL said the IBM 
Ecosystem Unit (IEU) at HCL will help clients accelerate their digital 
transformation, including enterprises in regulated industries such as 
financial services, telecommunications, life sciences and healthcare 
and energy and utilities. These solutions will be built on the IBM public 
cloud using IBM Cloud Paks, containerized software running on Red 
Hat OpenShift, and Watson-powered advanced data and analytics.
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Accenture Appoints Bhaskar Ghosh as 
the Chief Strategy Officer
Accenture has elevated Bhaskar Ghosh as 
the Chief Strategy Officer with immediate 
effect. Ghosh most recently served as 
an advisor to Julie Sweet, Accenture’s 
CEO, on critical areas including growth 
and investment strategy, business 
performance, etc. In his new role, he will 
be responsible for the company’s strategy 
and investments, including ventures and 
acquisitions.

Dhanuka Agritech Names Viekas K. 
Khokha as Head-HR
Viekas K. Khokha, an industry veteran 
with over 22 years of experience has 
been appointed as the Head-HR at 
Dhanuka Agritech. Previously, Khokha 
was the Director-HR at Zimmer Biomet. 
In his new role, Khokha will contribute 
towards creating the company’s talent 
pool through awareness generation, 
employee value proposition and 
employee happiness. 

Meenakshi Priyam Joins Udaan.com 
as Group CHRO
Meenakshi Priyam has joined udaan.com, 
a Business-to-Business (B2B) e-commerce 
platform as Group CHRO. Prior to 
this appointment, she worked with 
GlaxoSmithKline (GSK) Pharmaceuticals 
India as Executive VP before being 
elevated to CHRO India & Global HR 
Head CEP in May last year. An alumna 
of XLRI Jamshedpur, Priyam comes with 
over 18 years of experience in HR.

Publicis Sapient Ropes in Kameshwari 
Rao as New Global Chief People 
Officer
Publicis Sapient has announced the 
appointment of Kameshwari Rao as 
Global Chief People Officer. Rao is 
an industry veteran having served in 
multiple People Success leadership 
roles prior to this position. Here she 
will lead the human capital agenda for 
approximately 20,000 people of the US-
headquartered company. 

Zeta Appoints Ex-Myntra CHRO as 
Chief Operating Officer
Zeta, the Indian FinTech, has recently 
announced the appointment of Abhishek 
Sen as its Chief Operating Officer. With 
16+ years of diverse experience in human 
resource management, operations and 
leadership development, Abhishek 
brings vast expertise in his new role at 
Zeta, where he will be spearheading the 
company’s operations. 

( Compiled from Various Online Sources )
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LT Foods Gets New Group Head - HR
LT Foods has announced the appointment 
of Palash Aggrawal as its Group Head-
HR. Aggrawal is an industry veteran 
with three decades of HR leadership 
experience across diverse industry 
segments. Prior to joining LT Foods, 
Aggrawal was heading the HR function at 
Grupo Bimbo (India). He has also worked 
with companies like Ester Industries, 
NEC India, and R-Systems.

Pocket52 Onboards Zoheab Rehman 
as its Chief of Staff
Zoheab Rehman, a talent management 
veteran, has joined Pocket52 as its Chief 
of Staff and has previously worked 
closely with Cisco, Mu Sigma, and 
multiple high-growth start-ups. With an 
MBA in Human Resource Management 
from the University of Wigan, the 
UK, Zoheab brings over ten years of 
experience in Talent Management, Talent 
Acquisition, and HR.

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

Star Health & Allied Insurance 
Appoints Sriharsha Achar as CHRO
Sriharsha A Achar, ex-HDFC Ergo 
General Insurance Services CHRO is 
named as the joint Executive Director and 
CHRO, at Star Health & Allied Insurance 
Company. A seasoned professional with 
over 34 years of HR experience in several 
industries, Achar has held HR leadership 
positions at Xchanging Technologies 
(now DXC), America Online, First Ring 
India, Astra Zeneca and vKarma.
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Performance 
Enablement: 

Moving Beyond 
‘Rank and Yank’ 

Management 
Practices

O
ver the past few years, a 
revolution is happening 
in performance 
management, breaking 

the logjams of the past to help 
organisations not only achieve 
higher levels of performance 
and accountability but also 
open the floor to more questions 
around people practices. This 
trend started with companies 
like Adobe & Deloitte when their 
HR departments switched their 
focus from annual performance 
reviews to real-time feedback. 
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This marked a change in the way 
performance management was 
traditionally viewed, and suddenly 
there was so much noise globally 
on performance management and 
how it needs to change. Currently, 
there is talk on how the entire 
system is too process focused and is 
just about “controlling and making 
decisions,” hence leaving out people 
with a very cut and dry feeling. 
Even the term “performance 
management” lacks context and 
humanity. Today, with a shift in 
the fundamental nature of work 

and technological advancements, 
reimagining performance 
management-moving past annual 
performance reviews and employee 
rankings has become more 
important than ever. With this, a 
new trend has emerged whereby 
companies and HR departments 
are shifting from a compliance-
based model of ‘performance 
management’ to a more holistic 
‘people enablement’ approach. But 
first, let’s address the elephant in 
the room - Why is the reinvention 
of performance management so 
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important? Quite simply, because 
times have changed, the way we 
work has changed (a lot), but 
performance management hasn’t. 
This is the crux of all problems-
organisations are still running the 
same compliance-based processes, 
like the annual performance 
appraisal and performance 
improvement plans. They make 
sense in the historical context in 
which they were created but in the 
current scenario, they make little 
or no sense. To better understand 
this let’s take an example - At 
the beginning of the fiscal year, 
management passes down the 
organisation’s goals for the year. 
These goals are later then created 
into departmental goals which are 
further passed down by executive 
managers to middle managers 
and finally to frontline managers 
who then work with employees 
to determine pseudo-aligned 
personal goals. The aim of this 
process is to promote continuous, 
focused discussions and feedback 
between managers and employees, 
culminating with end-of-year 
appraisals. However, this results 
in the last-minute completion of 
evaluation documentation and 
meetings where everyone is being 
forced to comply with typical 
prescribed processes, forms, 
and a formal discussion which 
is why reviewers (managers) 
hate doing them, employees 
hate getting them, and human 
resources hate administering 
them. It’s glaringly obvious that 
performance management in the 
modern workplace is broken. It’s 
been obvious for decades. From 
goal setting, planning, feedback, 
reviews, assessments to ratings, 
organisations’ management 
systems are deeply flawed, and the 
problem often is that the connective 

processes between management 
activities are weak, inconsistent, 
unsynchronised, or in some cases, 
completely absent. Despite this, the 
Human resources (HR) department 
expend a great deal of time and 
energy administering an arcane 
process that has not evolved as 
quickly as the workplace overall. 
What is hence required? 

Shifting Towards People 
Enablement

Employees might hate performance 
reviews, but they want more 
feedback from their co-workers 
and supervisors throughout the 
year … and the two generally 
don’t go hand in hand. This 
simply means that businesses 
need to eliminate performance 
reviews and focus on a feedback 

model that actually performs. 
Performance is a very nuanced, 
personal concept. There can be 
multiple reasons why an individual 
may or may not succeed in his or 
her role, including motivation, 
experience, environment, training, 
and support. Trying to neatly 
fit each employee onto a one-to-
five rating scale doesn’t make 
sense. That is why we need people 
enablement, which is built on 
trust, alignment, and support. At 
its essence, people enablement is 
a more holistic approach towards 
individual development, which 
is based on developing a growth 
mindset, so that there is consistent 
development and improvement in 
performance. It becomes even more 
important now as companies adapt 
to remote work. Rather than talking 
about performance as if it can 
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be managed through a structure 
or a process, HR professionals 
must help organisational leaders 
shift their mindsets to focus on 
enablement. We need to stop 
managing performance, instead, 
work on evoking performance 
from within and think about 
performance enablement and 
empowerment – two words that 
really get into what our role in 
performance should be. According 
to Deloitte’s human capital report, 
companies are shifting from careers 
to experiences: instead of a steady 
progression along a role-based 
pathway, leading organisations 
are shifting toward a model that 
encompasses the technology, 
processes, and content empowering 
employees and teams to acquire 
valuable experiences, explore new 
roles, and continually develop 

and improve faster. Leading 
companies like Cisco, GE, and 
Google have all pioneered this 
model and proven that the new 
continuous enablement practices 
empower local leaders, create 
better relationships among teams, 
and help teams work more closely 
together.

How Companies Like GE, 
Adobe, and Deloitte Got 
Rid of the Performance 
Review?

With the growing animosity 
for forced rankings, the time-
consuming paperwork and the 
frustration engendered among 
managers and employees alike, 
leaders in HR and beyond are 
looking for alternatives, This has 
led to a trend to get rid of the 

performance review entirely by 
companies like Deloitte, Adobe, 
Accenture, and GE - six percent 
of Fortune 500 companies have 
already dropped their yearly 
appraisals.

For example, at GE, rather than 
a formal, once-a-year review, 
managers and their direct 
reports hold regular, informal 
“touchpoints” where they set or 
update priorities that are based 
on customer needs. Development 
is forward looking and ongoing; 
managers coach rather than 
critique; suggestions can come from 
anyone in an employee’s network.

The main reasons for their 
decisions to change how they do 
performance management are:

Time Costs: HR and managers 
spend way too much time on them 
that could be well spent elsewhere.

ROI: Companies are not seeing 
them have enough of a positive 
impact on performance.

The Changing Nature of 
Work: Numerical performance 
management systems don’t take 
into account how work gets done. 

Today, the contemporary 
workforce expects to find purpose 
in their jobs, and feel engaged 
at all times. Nearly 50 years ago, 
Peter Drucker coined the term 
“knowledge worker” to describe 
this category of employee. Back 
then, Drucker predicted that 
knowledge workers would grow as 
a proportion of the total workforce, 
becoming its “center of gravity” 
and forever changing the nature 
of organisations, management, 
and work. Drucker was right. 
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Today, knowledge workers are an 
increasingly large percentage of 
the global workforce. Organisations 
need the adequate systems, 
processes, and culture in place to 
make sure employees don’t feel 
they’re running on a hamster wheel 
without a purpose which will make 
them difficult to feel enabled and 
engaged. There’s this expectation 
that they can be more proactive 
when it comes to their careers, for 
example, employees want more 
regular feedback and they prefer 
asking for it themselves rather than 
waiting for a specific time in a year 
or a specific milestone. Employees 
also expect continuous learning 
and performance enablement can 
facilitate regular discussions where 
the focus of these discussions can 
be on how to enable the employee 
to achieve the objectives, how to 
develop them, where to focus, 
and what learning to adopt; goal 
achievement needs to be seen as an 
outcome of the development and 
enablement process.  

What’s Next

We need leaders who understand 
what it means to create an 
environment where individuals can 
explore and reinvent themselves. 
More importantly, leaders need to 
reinvent themselves at the same 
time.”
-Heather Hanson (author of The 
Evolved Executive)

Given the pace of change, it is 
unclear where this revolution 
will end, but one thing is certain 
that the future of appraisals is 
‘Performance Enablement Process’ 
and managers/leaders will need 
to get out of the way and let their 
people make decisions. This is not 
just performance enablement but 
performance empowerment. The 
benefits of employee enablement 
to revenue, growth, employee 
retention, etc are no-brainers. Yet, 
performance enablement hasn’t 
quite delivered on its promise, 
it has a long way to go. To be 

effective over time, performance 
enablement needs to be grounded 
in a holistic view of people practices 
that should be uniquely aligned 
to reinforce specific culture and 
values. And while leaders should 
most definitely set the example, the 
onus of implementing the people 
enablement process doesn’t lie only 
on the HR. It should be embraced on 
all levels - senior leaders, managers, 
and individuals need to be prepared 
for this new way of working and 
should seek change and ways 
that offer them a different way of 
looking at their careers. Given this 
ferment of experimentation, there 
is no one-size-fits-all philosophy, 
however, replacing rank and yank 
with continuous feedback and 
coaching, embedding learning and 
support within the workflow, and 
applying a range of data-enabled 
tactics (e.g., performance support, 
microlearning, adaptive learning 
and reinforcement) will drive 
appreciable results.
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is a seasoned HR leader with nearly 20 years of rich and 
diverse experience across HR functions. He has led HR 
functions in various start-ups and fast-paced organisations 
across industries. Currently, he is the Group Chief Human 
Resource Officer at Housing.com, PropTiger.com, Makaan.
com. He is a proficient catalyst and an enabler in handling 
multiple HR domains including Change Management, 
Performance Management, Employee Relations, Talent 
Acquisition, Talent Management, etc. He is also skilled in 
building and creating Great Places to Work, finding and 
building talent, setting up robust policies & processes, 
honing talent through learning and development and talent 
management, building a results-oriented and metric-driven 
HR team. In the last 10 years, each of the 3 companies that 
he has worked with, were ranked amongst the top 100 Best 
Companies to Work for by the Great Place to Work Institute.

Rohit Hasteer

I
n this special interview with All Things Talent, Rohit 
Hasteer, Group CHRO at Housing.com, PropTiger.com, 
Makaan.com, talks about how the Covid-19 pandemic 
is changing the future of work, the critical lessons that 
businesses can learn from it, and the importance of 

having a people function in startups. Further, he also shares 
his insights on how technologies will be pivotal to re-imagine 
work structures.
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People Function: 
The Paradox 
Navigators in 
Startups
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Today, organisations 
have realized that age-
old established norms 
that they held close 
to their heart may 
not anymore yield the 
results they desire. 
Concepts like remote 
working, dynamic goal 
setting, short-term 
reward mechanisms, 
job rotations, part-time 
work arrangements, 
etc. are being explored 
to keep up with 
the dynamism and 
volatility in the external 
environment.
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          The journey has been evolving. 
Despite years of experience, I still 
try to learn something new every 
day. Surrounded with multitudes 
of human sentiments and complex 
business challenges day in, day 
out; I find my thrill in enabling and 
empowering people to become their 
best versions, achieve their goals 
and most importantly, enjoy the 
journey.

The turning point in my life as 
an HR professional has been 
many, it will be tough to single 
out only one. Each time I thought 
things were getting monotonous 
and steady, an exciting turn was 
awaiting me. Fortunately, I have 
got many opportunities to work 
on transformation projects on 
organisation culture and employee 
experience and every success on 
those got me newer challenges 
and veered my career in another 
direction. 

My journey over the last 10 years of 
building passionate and efficient 
workforces that enable the business 
to grow exponentially and boast 
of the highest level of employee 
experience has been testified over 
and over by the Great Place to Work 
Institute that conducts the best 
employers’ study. 

This accomplishment and 
affirmation made me realize that 
business success is not possible 
without having people at the center 
of its strategy. People make or 
break organisations and it is them 
whom we need to take along if we 

          Having worked as an HR 
leader in the industry for many 
years, how has this journey been 
so far? What was the turning point 
of your life as an HR professional?

JOURNEY

         I see a positive shift that 
this pandemic has brought to 
the workplace. Notwithstanding 
the struggles each one of us 
had to face due to the sudden 
outbreak of Covid-19, the biggest 

From small startups to large 
corporations, the COVID-19 
crisis has led to the most rapid 
transformation of the workplace. 
According to you, how has the 
pandemic changed business 
dynamics and what does it mean 
for the future of work?

CHANGE 
MANAGEMENT

want to succeed. Ever since then, 
I have been working on building 
highly engaged workforces and 
organisational culture that is woven 
on a fabric of trust. 
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change we witnessed amidst the 
crisis was the shift in mindset. 
The future of work as I see is 
going to be more adaptive, 
flexible, high on innovation and 
digitally transformed. Today, 
organisations have realized that 
age-old established norms that 
they held close to their heart may 
not anymore yield the results 
they desire. Concepts like remote 
working, dynamic goal setting, 
short-term reward mechanisms, 
job rotations, part-time work 
arrangements, etc. are being 
explored to keep up with the 
dynamism and volatility in the 
external environment. 

However, I do fear a lack of 
connection and a human touch 
that this new normal might create 
if the employees continue to work 
remotely for a longer period of time. 
Human beings are fundamentally 
social animals in need of trust, 
generosity and care which 
technology alone (read Facebook, 
Twitter, Google Hangouts, etc.) in a 
socially distanced environment may 
not be able to fulfill.

         Indian startups were already 
prepared to face the pandemic, as 
they have known since beginning 
how to ‘do more with less’, ‘adapt to 
change’, and ‘thrive in ambiguity’. 
Indian startups work on the 
philosophy of ‘fail fast and fail 
often’ and are courageous to test 
and alter their business strategies 
along the journey. They are nimble 
at pivoting their plans and solving 
problems if they see that their 
business plans are not well accepted 
by the consumers. Having said that, 
no business is perfect and knows it 
all, the pandemic definitely gave us 
some important lessons to learn.

1. Build an agile 
organisational structure. 
Having a lean and agile 
organisation structure helps 

           Furthermore, what has the
           pandemic taught Indian       
startups about pivoting and 
problem-solving? What are 3 
critical lessons startups/small 
businesses must learn from the 
COVID-19 to grow in the post-
pandemic world?

organisations to adapt to change 
faster and pivoting business plans 
is a lot easier for them.

2. Be frugal. 
Be wise in your spending and 
treat investors’ money as your 
own money. Be responsive while 
deciding where to spend and how 
much.

3. Establish short-
term goals and review 
constantly. Annual operating 
plans do not hold relevance 
anymore. Make quarterly plans and 
review performance constantly. 
Course-correct wherever needed.

4. Foster an environment 
of constant learning and 
innovation. 
If organisations are not learning, 
they are at the risk of redundancy, 
especially when they are 
surrounded by massive competition 
and a highly demanding and 
informed consumer base.
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Indian startups work 
on the philosophy of 
‘fail fast and fail often’ 
and are courageous 
to test and alter their 
business strategies 
along the journey. 
They are nimble at 
pivoting their plans 
and solving problems 
if they see that their 
business plans are not 
well accepted by the 
consumers.
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          We have heard the saying 
‘well begun is half done’, and this 
is apt for a Human Resources 
function in an organisation. 
To build a successful and 
distinguished organisation, it is 
critical that the founders have a 
clear understanding of the value 
system they want to foster in their 
organisation. A company’s value 
system becomes the guiding light 
that helps them make the right 
choices for their people, customers, 
and shareholders. This also shapes 
the culture of an organisation. I 
have observed that some founders 
and leaders focus more on cash and 
burn without realizing the upside of 
building an organisation strong on 
values and culture that eventually 
helps manage costs in the long run. 

People function helps build this 
value system into the organisation 
structure and design and bake in 
people practices around it. Hiring 
the right talent, functionally and 
culturally, is essential to set the 
foundation right. Competent and 
culturally aligned people give the 
required impetus to a startup and 
eases the efforts on skilling and 
engaging them further. Likewise, 
having a structured framework 
around people development and 
engagement, right from the start 
ensures that your available talent 
is not disengaged and job-hunting 
while you’re placing your bets 
on them. Another undervalued 

          Startups at the nascent 
stage focus mostly on generating 
revenue and in the midst of this 
they don’t prioritise HR and 
recruiting practices. In your 
opinion, why should people 
function become a critical part of 
a startup’s core team from day one 
and how it can help in carrying the 
founder’s vision forward?

HR PRACTICES aspect by startups is having the 
right compensation philosophy in 
nascent stages, which often leads to 
poor retention of talent.  

The HR business partners play a key 
role in enabling business on these 
finer nuances and become strategic 
partners in the organisation’s 
success. Thus, I feel it is worthwhile 
for startups to have people function 
from the start.

          Our people philosophy - ‘Feel 
at Home’ - has been the driver 
for us to navigate through the 
current pandemic. We have always 
striven for giving our people 
a secure, engaging, and open 
work environment where they 
can be themselves and flourish. 
We strongly believe in open and 
transparent communication. 

How is Elara Group (Housing-
PropTiger-Makaan) managing 
its people function during the 
COVID-19 pandemic? How are 
you reimagining talent, employee 
engagement, and strengthening 
your organisation during these 
unprecedented times?

TALENT 
MANAGEMENT

However be the situation, we 
have never shied away from being 
front and center with our people. 
When the pandemic hit the world, 
everyone was insecure about the 
future; and hundreds of questions 
were hovering in our minds. At 
that point, we flung into action and 
created various avenues for our 
people to hear from their leaders. 
All the business leaders and HR did 
multiple virtual connect sessions to 
address their queries, offered them 
all the help they needed in these 
turbulent times and assured them 
of the future. This reinstated their 
confidence and their efforts at work 
accelerated.

The other thing we lay huge 
emphasis on is collaboration. Even 
before the pandemic, we provided 
our people with multiple avenues 
to share feedback and suggestions 
and made all efforts to integrate the 
same in our policies and practices, 
both people and business. This has 
instilled a lot of trust in our people 
and assured them that they are a 
critical part of the organisation. 
During the pandemic too, we 
sought frequent feedback and 
suggestions from people on their 
idea of engagement, their well-
being, their learning, etc. Being in a 
new normal, it wasn’t easy to adapt 
to remote working and we wanted 
to do everything possible to keep 
our people motivated and connected 
to the organisation like before.

The pandemic also led us to 
recreate some of our policies and 
practices for the future, which is 
going to be more dynamic, highly 
dispersed, and largely digitized.
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           Organisations that had 
been wary of work from home, 
have now become extremely 
comfortable and confident of the 
same and businesses that were 
run traditionally are forced to 
catapult to digitization. That said, 
coronavirus left no choice for 
anyone anyway. With a majority of 
the workforce operating remotely 
for several months now, a lot of 
technology adoption and digital 
transformation came into existence 
lately. Organisations adopted 
technology for better collaboration 
amongst their people, to provide 
secure data over cloud for seamless 
operations and started to digitize 
several manual processes to ensure 
business continuity. 

The future of work is going to be 
tech-led and socially distanced, this 
means that the HR practitioners 
must focus on the upcoming needs 
of the organisation to cater to this 
change. A few immediate focus 
areas:

1. Investing in tools that 
constantly gauge engagement 
levels of people using data or 
AI and provide ways to keep 
collaboration amongst the 
organisation going. 

2. Reforecasting and striking 
the right balance between 
automation and workforce 
planning. Investment in 

          With mass virtual work being 
in place for several months now, 
digital working has been redefined 
like never before. With the 
accelerated pace of tech adoption, 
how will work technologies be 
pivotal to re-imagined work 
structures? 

HR TECHNOLOGY various work technologies 
that can reduce manual labour 
today, can give cost advantage 
over the long term. 

3. Use of technology to set short-
term objectives and track 
performance in real-time. This 
will be key for a dispersed 
workforce connected only 
through a common objective 
and hence keeping a constant 
eye on where we are headed 
will be supremely important.

          Leveraging technology and 
becoming technologically adept 
is going to be the most critical 
skill now and post-Covid-19. The 
nationwide lockdowns during the 
pandemic forced organisations to 
digitally transform themselves, 
not only to save costs but also to 
sustain a physically dispersed 
world. However, even after we come 

          How do you see skills 
needs changing in this changing 
world? Can you tell us any three 
skilling trends that post Covid-19 
workplace will require?

SKILLING
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Our people philosophy 
- ‘Feel at Home’ - has 
been the driver for us 
to navigate through the 
current pandemic. We 
have always striven 
for giving our people a 
secure, engaging, and 
open work environment 
where they can be 
themselves and 
flourish.

back to normalcy, organisations 
may still prefer to automate as 
much as possible, because it is a 
safer and cost-efficient route in the 
long run.  

The second skill that is going to 
be essential is creative problem-
solving. Thriving in a VUCA 
vortex requires the ability to solve 
problems creatively. Organisations 
would like to employ people who 
can find creative solutions to 
complex problems, and not those 
who would turn to others for 
solving them. The value creative 
problem solvers bring to the table 
are two-fold: self-sufficiency and 
innovation, both of which are 
extremely valuable traits in today’s 
time.

Ultimately, it all boils down to 
learning agility. It is the ability 
and willingness of an individual 
to learn from experience and then 
apply that learning to perform 
successfully in new situations 
by acquiring the necessary 
capabilities. Learning agility 
focuses on potential, motivation, 
and adaptability to learn and each 
of these components is critical for 
an individual to harness this key 
competency.
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            One of the biggest workplace 
struggles in the future, in my 
opinion, will be a lack of agility. 
The current pandemic taught us 
to thrive in unpredictability and 
hence make fluid short-term plans. 
Even people policies and practices, 
henceforth, will need to be agile. 
HR professionals will need to 
develop competencies to thrive in 
ambiguity and become Paradox 
Navigators. 

The world around us is forever 
going to change, and for those who 
dreaded change management, this 
pandemic was a big eye-opener. 
Organisations should get nimble 
in everything they do, failing 
fast will be more critical now 
than succeeding slow. Openness 
to change will come to one’s 
advantage big time now. At a 
time when profitability is tougher 
to achieve, continuing with an 
existing business strategy will 
be detrimental. Experimenting 
and setting new trends may be a 
smarter idea than using successes 
of the past as a proof of concept 
to come up with something new. 
Businesses that understand 
consumer sentiment and respond 
to their needs faster are going to 
sustain and succeed.

In the realm of people practices, 
it is a good time for organisations 
to question if their policies and 

          Lastly, what do you think 
will be the biggest workplace 
struggle going into the future? Any 
advice on how we can capitalise 
on opportunities emerging out 
of current challenges and use 
unpredictability to our advantage 
to ride the changes and get where 
we want to go? 

AGILE PRACTICES
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practices are eliciting the required 
employee behavior or not. If your 
practices are not encouraging 
and rewarding innovation, then 
it is time to change them. If your 
practices do not nudge your people 
to collaborate, it is time to change 
them. Just as it makes business 
sense to base your business strategy 
on consumer needs, it also makes 

If your practices are not encouraging and 
rewarding innovation, then it is time to change 
them. If your practices do not nudge your people 
to collaborate, it is time to change them. Just as 
it makes business sense to base your business 
strategy on consumer needs, it also makes equal 
sense to base your people strategy on employee 
needs.

equal sense to base your people 
strategy on employee needs. 
Organisations should refocus on 
employee well-being, employee 
engagement and digitization of 
their processes, as these are key 
requirements to sail through this 
wave of change.
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is a seasoned HR professional with over 30 years of 
comprehensive experience in a variety of HR functions, 
Finance, Analytics, Resource Management and Deployment, 
etc. Currently, he is the Head of Revenue Assurance at 
Coforge where he leads the global staffing functions 
comprising Workforce Management, Talent Acquisition 
and Campus Recruitment Programs. Pankaj started his HR 
journey with RPG Enterprises as a management trainee and 
then moved on to being part of large enterprises like Wipro 
Technologies, Crompton Greaves, and Fidelity Investments. 
His keen areas of interest include talent acquisition, vendor 
management, people enablement, analytics, companywide 
HR communication/coordination, as well as employee 
engagement. He is an alumnus of the Tata Institute of Social 
Sciences.

Pankaj Khanna

E
ngagement and enablement have to be designed 
and implemented together to create a well-rounded 
employee experience. It wouldn’t be wrong to say 
“enablement leads to better engagement”, says 
Pankaj Khanna, Head of Revenue Assurance at 

Coforge. Here, Pankaj talks about the importance of people’s 
enablement and why it’s so important in today’s business 
world. He also shares his insights on the evolving role of HR 
and the current talent acquisition landscape.
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Employee 
Enablement: The 
Critical Partner 
of Employee 
Engagement
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Conceptualizing 
solutions can only 
happen once market 
dynamics and 
competitive positioning 
are known. Someone 
taught me very early in 
my career that you can 
only devise a solution 
to a problem when one 
either experiences the 
problem or when one 
has been a part of that 
problem!
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         Having worked as an HR 
professional over the years, my 
passion has evolved into a strong 
belief that business understanding 
is key for HR success. I have 
always encouraged my team to 
engage/interact/debate with 
business stakeholders on the 
critical problems that business 
leaders expect HR teams to provide 
solutions for. Conceptualizing 
solutions can only happen once 
market dynamics and competitive 
positioning are known. Someone 
taught me very early in my 
career that to devise a solution 
to a problem when one either 
experiences the problem or when 
one has been a part of that problem!

          With your versatile and rich 
experience of almost 3 decades 
across various industries, how 
eventful has your journey been 
like? 

JOURNEY

         Analytics help in summary
views, predicting, and pinpointing, 
whereas finance exposure ensures 
appreciation of the value of $/rupee. 
We have always been schooled to 
think of parts becoming a whole, 
but many times business realities 
make logic take a back seat. Future 
of HR hinges on the understanding 
of technology and tools which will 
enable timely decision-making. 
HR professionals need to come 

          HR professionals no longer 
          serve as strategic consultants, 
they also need to understand 
analytics, work with finance, and 
understand the role of changing 
technology. How has your 
experience in engineering and 
finance helped you handle HR and 
made you ready for the future role 
of HR?

up with their definitions of Agile. 
HR processes need to be revisited 
especially when viewed from the 
lens of large-sized organisations 
that have established timelines on 
appraisals, promotions, and hikes. 
HR’s ability to work together  with 
finance and analytics can help 
the function in becoming nimble, 
responsive in crises and reap a 
number of other benefits for the 
organisation. 

         In the current era, the HR 
function has evolved as a key 
partner in all facets of business, 
right from sales to customer 
support. Well-aligned HR systems 
enable business teams to make 
decisions at any point in time. 
Most complex people-related 
challenges have been sorted using 
advanced systems as well by 
leveraging the power of analytics, 
for example in the IT industry, 
analytics cover people availability, 
compensation benchmarking, 
reskilling, growth, etc. Almost all 
customers choose their service 
providers not only by looking at 
technical capabilities but also by 
looking at the ability to hire, retain 
and reskill. Increased usage of 
advanced skills in AI and analytics 

          HR is evolving and gradually 
becoming a business partner 
with the top management in the 
growth of the organisation. Can 
you explain how organisations 
benefit from HR and management 
collaboration and by aligning HR 
Systems with business strategy?

HR STRATEGY
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is enabling business strategy by 
using these tools in trend analysis 
and recommendations for decision 
making.

Advanced HR systems can also help 
predict workforce challenges well 
in advance and can help prepare 
businesses for crises. HR plays 
a key role in not only nurturing 
young talent to scale them up 
for future roles, but it also works 
closely with the top management to 
define succession plans for all key 
leaders thereby preparing for future 
situations.

         There is no doubt that 
employee engagement has 
changed. Throughout the pandemic, 
employee trust has changed, they 
have turned to their leaders to 
connect, support and recognise 
them in the changing world of the 
Covid-19. Right now, employers are 
facing the challenge of engaging 
a radically changed workforce, 
however, the pandemic has also 
emerged as an incredible 
opportunity for HR to transform. 
Employers are exploring new ways 
to connect leaders and employees, 
putting in strategies to improve the 
employee experience through vir-
tual tools, just to name a few. Now 
more than ever, a dedicated focus 
on employee engagement is needed 
and for this, HR will have to 
prioritise relationships and bring 
teams together to talk and work 
together on projects like never 

          In the wake of the COVID-19 
crisis, the need for meaningful 
employee engagement has 
become more pronounced. In 
your opinion, how has employee 
engagement changed in the 
COVID-19 era?

CRISIS MANAGEMENT 

         Employees are most productive 
and effective when they are engaged 
and enabled. However, a great deal 
of engagement without enablement 
won’t result in long term goals. 
While most organisations 
have practices measuring the 
effectiveness of engagement, many 
times, lack of enablement such as 
decision-making powers, access 
to technology and tools, liberty 
to innovate, etc lead to higher 
attrition, lower performance levels 
and lower employee satisfaction 
levels. Enablement has to be flexible 
to be redesigned as per the needs 
of the organisation and prevailing 
market conditions. Engagement and 

          Speaking of employee 
engagement, companies that 
have great engagement often 
fall short of goals because of a 
lack of enablement. What is the 
relationship between engagement 
and enablement? 

PEOPLE ENABLEMENT
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Future of HR hinges on 
the understanding of 
technology and tools 
which will enable timely 
decision-making. HR 
professionals need 
to come up with their 
definitions of Agile. HR 
processes need to be 
revisited especially 
when viewed from 
the lens of large-
sized organisations 
that have established 
timelines on appraisals, 
promotions, and hikes.

before. The important lesson we can 
learn from this crisis is: When the 
company takes care of its people, 
the people take care of the compa-
ny. 



iimjobs.com | hirist.comOCTOBER  2020 25

         Due to the pandemic, volumes 
have reduced, however, the demand 
for advanced technologies such as 
AI, analytics, digital and cloud has 
been increasing. This is a result of 
changes happening in the industry 
in terms of digitalization even in 
the fundamental industries, the 
democratisation of data and cloud, 
and deep automation. The Talent 
Acquisition industry will see a 
transformation to be aligned with 
the above said changes in all areas 
of recruitment such as sourcing, 
selection methodologies and talent 
engagement practices.  There could 
be a decrease in overall campus 
hiring, however, the demand will 
sustain. Even in campus hires, skills 
acquired as part of curricula and 
skills acquired outside to sharpen/
upskill oneself are going to be 
equally critical as companies hire 

          Due to the pandemic, 
recruitment is not the same 
as before. How do you view 
the current talent acquisition 
landscape? Do you anticipate any 
slowdowns in campus recruitment 
this year moving forward?

TALENT ACQUISITION

         In the coming days, 
organisations will face challenges 
to ensure a sense of belonging. 
In order to overcome this, 
recognition policies need to be 
redesigned and efforts to build 
a stronger culture of belonging 
will yield high performances in 
the current scenario (working 
remotely). Uncertainty around the 
pandemic exposed new models of 
the workforce and organisations 
will continue to explore contingent 
workforce models. Also, there has 
to be an effort by organisations to 
encourage employees to develop 
new skills which may potentially 
open up new opportunities during 
pandemic or post-pandemic. 

           With industry leaders, 
managers, employers and 
employees eager to get back to 
normal, what are some major 
lessons that you think will come 
out of this crisis and how do we 
make sure that we learn from this 
experience?
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enablement have to be designed and 
implemented together to create a 
well-rounded employee experience. 
Most organisations are shifting 
to enablement rather than just 
engagement, especially in the area 
of learning by providing access to 
new tools and also by creating an 
environment for the same.

It wouldn’t be wrong to say 
“enablement leads to better 
engagement”. The level of 
commitment and focus of 
employees is directly proportional 
to the level of enablement they have 
at work.

from campuses. Campuses need to 
focus on assertive communication 
and influential interactions as part 
of technical co-learnings. 

Engagement and 
enablement has to 
be designed and 
implemented together 
to create a well-
rounded employee 
experience. Most 
organisations are 
shifting to enablement 
rather than just 
engagement, especially 
in the area of learning 
by providing access 
to new tools and 
also by creating an 
environment for the 
same.

Technology-enabled engagement, 
performance enablement and 
learning are going to play a 
vital role in the development of 
employees. Organisations have 
already started rebuilding the 
approach and practices of well-
being for their employees.

Another challenge that has come 
up or will come out more strongly 
is the dilution or erosion of time 
boundaries for most of the people 
while working from home resulting 
in faster burnouts. Organisations 
will have to rethink the approach 
for ensuring that burnout doesn’t 
happen. This might mean exploring 
the untrodden path.
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Performance 
Enablement: A 

Next-Generation 
People Practice

In an exclusive interview 
with Rajiv Puri, Senior 
Vice President- Corporate 
HR at C&S Electric Ltd, we 
explore the primary drivers 
shifting the conversation 
around performance, 
the importance of people 
enablement culture, 
and why companies 
intentionally need to 
shift to the principles and 
practices of performance 
enablement.

Rajiv Puri comes with over 40 years of rich and diverse experience in the 
areas of Business Operations, Human Resources, Sales & Marketing, and General 
Management in blue chip Indian and multinational organisations. He has 
done his MBA in HR from UBS, Chandigarh and has held key senior level and 
business head positions in organisations like Xerox, Monster.com, JobsAhead.
com. Currently, he is the Senior Vice President- Corporate HR at C&S Electric 
Ltd., a leading manufacturer of electrical equipment in India and abroad. He 
has extensive experience in helping organisations leverage their strengths, 
address business and people challenges, and transform them into dynamic 
and vibrant entities. He has successfully implemented change management 
programs in organisations for transforming Sales Processes, Restructuring and 
Realigning HR processes, Business Analytics and Consolidations and Experiential 
Transformation. He has also mentored startups through the NASSCOM platform. 
He has also been on the Advisory boards and consulted with leading players 
in sectors of Hospitality, Manufacturing – Automobile/ Engineering, and IT 
Services. His key skills lie in Coaching and Mentoring, developing people through 
experiential learning transfer, and enabling organisations to experience success 
by building long term sustainability and scalability.

C&S Electric believes 
that with the 
dynamic millennial 
workforce we deal 
today with, there 
is a need to create 
new opportunities 
and platforms for 
employees to reinvent 
themselves through 
empowerment 
and gain valuable 
experiences through 
new roles and 
challenges which 
are aligned to the 
business objectives.
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          People Enablement has 
          various elements in it 
towards engagement of employees 
through their total ownership, 
technology adoption, adapting 
to change, accepting new 
challenges and continuous skill 
development. When we make 
a transition from traditional 
Performance Management to People 
Management, there will be a shift 
in employees’ mental profiling 
towards an emphasis on self-
improvement, increased awareness, 
and accountability. This would 
mean a change in approach towards 
managing performance, however, 
the metamorphosis will take some 
time and we might see a mix of 
both, traditional Performance 
Management and new People 
Enablement tools, thereby setting 
both long and short-term objectives 
and getting real-time tools and 
feedback mechanisms in place.

           With the business landscape 
           changing at an accelerated 
pace, how can ’People Enablement’ 
help in re-imagining performance 
management - moving past 
annual performance reviews and 
employee ranking? Do you think 
People Enablement will entirely 
replace Performance Management 
in the future?

         In the current business
         scenario, the right, trained, 
attitudinally adaptive and 
motivated talent is the need of the 
hour. The companies are aware of 
this and looking at future business 

          In your opinion,     
          is performance enablement 
something that companies are 
aware of and working at? How is 
C&S Electric using it to reinvent 
performance evaluation and 
transform its business?

demands and competition. There 
are specific efforts and initiatives 
which are taken to create a pool 
of top workers with the skills 
necessary for today as well as for 
the future. To gain advantages, the 
companies will need to address 
what candidates to look for and 
then plan to meet those wants. 

C&S Electric believes that with 
the dynamic millennial workforce 
we deal today with, there is a 
need to create new opportunities 
and platforms for employees to 
reinvent themselves through 
empowerment and gain valuable 
experiences through new roles and 
challenges which are aligned to the 
business objectives. The traditional 
leadership models are no more 
relevant now and we understand 
that People Enablement is not a 
one-time project but an ongoing 
strategy that will keep on varying 
as per the business requirements. 

          First, we need to understand
          and agree that Performance 
Enablement is not the responsibility 
of the HR alone. This is a holistic 
approach where everyone across 
the company needs to be involved 
across all levels driven from the 
top. A pervasive communication 
program needs to be built around 
the concept and cascaded across 
the enterprise. Once there is  
clarity on roles and deliverables, 

           With companies and HR
           departments shifting towards 
a more holistic performance 
enablement approach, how can 
they better support individuals in 
their roles and careers, and change 
the focus from company-first to 
people-first?

As such, there is no one sure shot 
success model, but a continuous, 
evolving, innovating, and 
improving work in progress.
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mechanisms should be framed so 
as to attain the sustainability of 
the system. The new environment 
should support the individuals 
as well as the leaders to explore 
and reinvent themselves. There 
is a need for an efficient two-way 
communication system that brings 
along transparency and helps the 
individuals as well as the leaders 
to align themselves with the 
Organisation Goals and Aspirations. 
This would encompass processes of 
both learning and unlearning, aptly 
supported by empowerment, trust, 
technology, ownership, and a sense 
of respect for each other. The idea is 
not only company-first but company 
along with people.

          It is true and important 
          that an effective environment 
is required if the companies really 
want to achieve a successful 
People Enablement strategy. 
Often the mistake made by the 
companies is that they are not 
able to differentiate between 
People Management and People 
Enablement, while the former 
involves a hierarchical approach 
with goals not backed by systems 
and processes on managing 
people and business results, the 
latter is not a top-down strategy 
which completely focuses on what 
individuals can do to improve the 
business results. People Enablement 
Culture starts with first taking 
away hierarchical bottlenecks 
and empowering individuals to 

           Performance Enablement     
           culture is even more 
important now as companies 
adapt to remote work. How can 
HR leaders build it as part of their 
company culture and enable a high 
performance & rewarding culture 
amid crisis?

          Employee Engagement
          can be seen as a subset of 
People Enablement. Although many 
companies have robust and fair 
Employee Engagement programs, 
yet they fall short in empowering a 
culture of People Enablement. It is 
imperative to note that the People 
Enablement framework cannot be 

           Often, companies have
           great engagement but 
still fall short of goals because 
of a lack of enablement. What 
is the relationship between 
engagement and enablement? 
Are companies with established 
engagement programs also better 
at enablement?

We need to understand and agree that Performance 
Enablement is not the responsibility of the HR alone. 
This is a holistic approach where everyone across 
the company needs to be involved across all levels 
driven from the top. A pervasive communication 
program needs to be built around the concept and 
cascaded across the enterprise.

take ownership and control of 
their performance and results 
along with an environment of 
openness and trust. This has to be 
coupled with a robust and ongoing 
communication system that helps 
the individual to express and align 
with expectations and deliverables. 
When such a culture is in place 
where people have clarity and 
alignment to business targets with 
opportunities for professional 
growth, they feel appreciated and 
recognized for their contributions. 
This creates intrinsic motivation 
and engagement which helps the 
businesses to increase productivity 
while retaining top talent.
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          Primarily, we have to 
          understand that investing in 
human capital performance is an 
investment towards a company’s 
success in whatever manner 
they define it. The C-suite and 
Leadership Team has to reconcile 
the differences between focusing 
on results and focusing on people 
enablement to achieve those results. 
HR plays a key and pivotal role 
to help them to see this and drive 
people capability. Collaborative 
and compatible culture will help 
people to raise their performances 
along with increased opportunities 
and improved growth in the 
organisation. In addition, teams 
with diverse groups of people 
are needed for true enablement. 
Companies have to look for talent 
inside and groom them rather than 
scour the market which may present 
scarcity and challenges. The basics 
have to be right which includes 
Culture, Employee Engagement, 
Diversity, Inclusion, Flexibility, 
Agility, and Alignment to business 
objectives. All of these have to be 

           Lastly, how can managers and                   
           HR professionals become 
the most important players in 
performance enablement? 

A true People Enablement will take employees 
beyond just the engagement stage and empower 
them with the right set of capabilities and tools 
to deliver quality results in an ecosystem which 
has correct metrics measurement systems with 
a robust ongoing feedback and communication 
mechanism for improvement.

built upon the principles of Trust, 
Attitude, Empowerment, Creating 
Opportunities, Transparency, 
and Fairness. A true People 
Enablement will take employees 
beyond just the engagement 
stage and empower them with 
the right set of capabilities and 
tools to deliver quality results in 
an ecosystem which has correct 
metrics measurement systems 
with a robust ongoing feedback 
and communication mechanism 
for improvement. A structured 
program to induct eminent business 

achieved without involving leaders 
and management of the companies. 
Then there are key aspects that are 
overlooked while engaging with 
the employees, like empowerment, 
decision-making, trust and 
adaptability, fair opportunities 
for career growth, alignment of 
business goals, and a sense of 
partnership with the individuals. 
Most companies focus only on 
deliverables, but it is equally 
important to create enablers for 
these deliverables.

leaders as coaches and mentors 
can facilitate and accelerate in 
developing the people enablement 
culture in the organisations.

SPEC
IA

L IN
TER

VIEW



ALL THINGS TALENT OCTOBER  202030

Performance 
Enablement and the 
Art of Empowerment

M S Venkatesh is a seasoned HR professional who has worked 
across multiple sectors like FMCG, Heavy Engineering, Telecom, 
Education, Management Consulting & Health Care. Currently, he 
is the CHRO of DFM Foods Limited. Prior to this, he was the Senior 
Director-Human Resources at P.D.Hinduja Hospital and Medical 
Research Centre, Mahim Mumbai. He comes with over 28 years of 
rich experience in HR and has held senior HR positions in various 
organisations like HUL, Caterpillar, Coca-Cola, Bharti Airtel, and 
Educomp Solutions. His specialties include - Leadership Training, 
Talent Management, Organisation Transformation and Retention. 
He is also a visiting faculty at Management Development Institute 
(MDI) and the School of Inspired Leadership (SOIL), Gurgaon. 

           What is your definition of 
            performance enablement? 
How do you see it differently 
from performance appraisal/
management?

          It is important to understand
          what kind of leadership 
support is required for different 
people based on their level of 
motivation, commitment and 
competence. This is clearly 
explained by the Kenblanchard 
situational leadership model. 
One should assess people based 
on their abilities on the task 

assigned and have an open and 
transparent dialogue to engage 
them and get buy-in as to when 
they would be directed, coached, 
supported and finally delegated on 
the assigned task. The motivation 
and competence fluctuate based 
on the level of challenge that the 
task poses and the motivation/
competence of the individual. 
A smart and inspiring leader 
will be able to assess the mood 
of his team members intuitively 
and adopt a directive/coach/
supportive/delegative style to 
enable his team members. Hence, 
performance enablement is about 

In this candid 
conversation with 
All Things Talent, 
M S Venkatesh, 
CHRO DFM Foods 
Ltd. shares 
his insights on 
performance 
enablement, its 
evolving role, and 
more.
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         The factors causing          
         performance management 
to evolve into performance 
enablement are as following:

1. Effective listening through 
the EAR Model – Explore, 
Acknowledge, Respond.

2. Taking feedback from the 
appraisee and also sharing 
feedforward instead of 
feedback for the genuine 
development of the appraisee.

3. Coming to an agreement with 
team members as to what, 
when and how the leader will 
intervene to support team 
members, to enable them to 
achieve the objective at hand.

         What should be three
           key performance enablement 
priorities for businesses, in the 
wake of the Covid-19 crisis?

          1.    Building trust   
        with team members. 
Trust = (C+R+I)/S (C = Credibility, 
R =Reliability, I = Professional 
Intimacy, S = Self Orientation).

2.   Genuine feedforward 
rather than feedback to help 
the employee as to how he/she can 
achieve the objective more easily 
and successfully. 

3.   Empowerment is a 
function of the Decision 
Tree. There are Root decisions, 
Trunk decisions, Branch decisions 
and Leaf decisions. The ability to 
make today’s Root decisions into 
tomorrow’s Leaf decisions is the art 
of empowerment.

a.   Leaf Decisions – Act on it. Do 
not report the action you took.

b.   Branch Decisions – Make the 
decision. Act on it. Report the action 
you took - daily, weekly, or monthly.

c.   Trunk Decisions – Make the 
decision. Report the decision before 
you take action.

d.   Root Decisions – Make the 
decision jointly - with inputs 
from many people. These are 
decisions that, if poorly made and 
implemented could cause major 
harm to the organisation.

e.   Progress through moving 
decisions from: 

• Root        
• Trunk        
• Branch        
• Leaf

The ability to 
make today’s 
Root decisions 
into tomorrow’s 
Leaf decisions 
is the art of 
empowerment.
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E           What are the factors causing
           performance management 
to evolve into performance 
enablement?

empowering your team members 
to perform their tasks fearlessly 
and confidently while performance 
management/appraisal is about 
dialoguing - taking feedback 
as a leader and also sharing 
feedback with the genuine interest 
of enabling the employee to 
achieve the business objective 
more effectively, so that there is 
continuous learning on both sides 
(appraiser & the appraisee). 

          Yes, a very robust Human
          Resources Management 
System (HRMS) model can help an 
HR resource, or even a business 
resource to make decisions 
effortlessly. For example,

1. TA/DA reimbursement through 
mobile technology for field staff 
and getting the reimbursement 
within 72 working hours makes 
life easy.

2. Getting to see your work results 
on your KRA board on the 
mobile will motivate someone 
to do better or feel happy.

3. Gamification of policies is a 
better way of educating the 
employee on policies and 
processes through mobile 
phones.

4. Short spot learning modules 
that help employees to apply 
their learning on the job is 
another technology-enabled 
learning opportunity.

          How can technology 
          enable improved processes, 
engaged talent, and automated 
performance enablement model?

          Build trust with the people 
          around you. Build processes 
around performance engagement 
as part of the performance 
management system and 
performance development wherein 
cross-functional coaching becomes 
critical for people development. 
Focus on performance engagement 
surveys and senior leadership 
coaching. Overall, build a culture 
Agility, Adaptability, Facilitative 
Leadership and Resilience.

           One step that you are taking 
           to develop a performance 
enablement culture in your 
organisation?
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For years organisations 
have been carrying out 
performance reviews 
consistently, but largely they 
have been ineffective, deemed 
unfair, and are a giant waste 
of time - how can forced 
rankings and calibration 
exercises decide the value 
of employees’ whole year’s 
work? With suddenly so 
much noise on performance 
management and how it needs 
to change, organisations are 
now shifting their focus on 
Continuous Feedback with 
emphasis on developing and 
enabling employees. But does 
bringing about a change in 
the traditional ‘Performance 
Management’ approach is all 
it takes or is there a lot more 
to it than meets the eye? Keep 
reading to find out.

We have heard 
that feedback is 
a gift; well it most 
definitely is when 
given and received 
on time. Feedback, 
for example, 
immediately after an 
important meeting 
will hold much 
value than after 6 
months or a year 
giving the individual 
no opportunity to 
develop or improve.

W
e have indeed 
come a long way 
from equating an 
employee’s worth 

merely based on productivity 
or from using the performance 
management process with a sole 
aim to filter out poor performers! 
The focus on development in 
performance management is not 
a new concept. We know that 
successful HR practices mean that 
its elements like talent acquisition, 
management, retention and even 
performance management must all 
be a function of what the business 
truly needs. The description of 
what is “talent” can change from 
company to company within the 
same industry, and therefore, calls 
for an alignment in the practices 
needed to hire, manage and retain 
that talent. 

Many companies are shedding the 
popular Bell Curve and focusing 
on Continuous Feedback or 
Conversation check-ins with 
emphasis on developing and 
enabling employees. Many experts 
think that it’s probably time to 
put the traditional approaches 
of performance management in 

the gallery to let it remind us 
of our evolution and learning. 
These approaches seemed fit for 
purpose once but are not what 
organisations need today. So, 
does bringing about a change in 
approach now mean “All is well”? 
Well… not really! Imagine, you 
are replacing a component of 
machinery with an expectation 
that it will yield better results 
because it’s more progressive. The 

PE
R

FO
R

M
A

N
C

E

Performance 
Management Process: 
Is It Fit for Purpose?
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is a seasoned L&D professional 
passionate about building 
a culture that promotes 
learning agility at all levels 
in the organisation. With 
an experience of about 16 
years in varied verticals like 
Telecom, Airline & E-commerce, 
Geetanjali has spearheaded 
both global and national roles. 
Before moving on to her current 
role of leading L&D for a global 
financial services group in 
India, she worked for a large 
Telecom company. During 
her stint there, she headed 
Training & Development for 
the Enterprise vertical of the 
company and then progressed 
to lead many L&D initiatives 
within the CoE team. As the 
Enterprise L&D lead, Geetanjali 
was instrumental in winning 
a prestigious award from the 
Indian Society for Training & 
Development for innovative 
training practices. In the 
same year, Dun & Bradstreet 
also published a case study in 
its yearly compilation of HR 
best practices about an L&D 
intervention designed and led 
by her.  

shape and size of the part look like 
it will fit perfectly with the rest 
of the systems. You switch on the 
machine with great anticipation 
only to realize the whole unit 
is down and this machine is 
responsible for it. Something like 
this happens when organisations 
make strategic decisions to change 
without really thinking through 
how to make it successful on the 
ground. Let’s not make this error 
in judgement that big companies 
don’t manage “change” like that … 
the fact is that even the best laid 
plan fails ... it happens!  

While there are many possible 
reasons for that, let me bring 
forward some that truly make 
the case for change supporting 
the approach on employee 
development and enablement. Josh 
Bersin has called performance and 
engagement two sides of the same 
coin. The objective of performance 
management, therefore, is to help 
people perform and not evaluate it.

1.   The biggest issue with annual 
appraisals in my view is that they 
are “backward-looking” and not 
“forward-feeding”, something 
like the lagging indicators – the 
time to impact or influence is 
gone. The leading indicators are 
what managers should focus upon 

more as it predicts the outcome or 
results to take corrective actions. 
These leading indicators are not 
just about KPIs. We have heard 
that feedback is a gift; well it 
most definitely is when given 
and received on time. Feedback, 
for example, immediately after 
an important meeting will hold 
much value than after 6 months 
or a year giving the individual no 
opportunity to develop or improve. 
Such discussions are also very 
awkward and difficult, no wonder 
that many times managers will 
want to avoid it. Alternatively, 
they may just not know how to 
give constructive feedback and 
then blame it on the bell curve. 
What’s better than a villain with an 
invisible force that no one seems 
to have control over? Additionally, 
thinking of feedback as a one-way 
gift may cause the managers to 
lose on extremely crucial inputs 
that can potentially make them 
better people leaders. A focus on 
continuous check-ins as a process 
takes away this burden giving 
both employees and the manager 
a platform to build on. The in-year 
formal review then becomes a 
summary of all check-ins.

2.   Since we touched upon the 
aspect of change, let’s look at 
some important factors that can 

Geetanjali Wheeler
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As HR professionals, we get attracted to what the 
systems can do for us but actually the messaging 
needs to be about what it can do for the employees 
and managers. A supporting system is required to 
build a culture of continuous feedback.
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be detrimental to the efforts 
of continuous feedback and 
development conversations:

• Goal setting and clarity on 
role and responsibilities. It’s 
also not a one-time activity 
but something that requires 
ongoing alignment as they are 
dynamic in nature. 

• Organisational culture (visible 
and invisible) supporting the 
momentum.  

• Beliefs of the managers and 
employees about the process.  

• The ability of the manager to 
be able to give feedback and 
coach. It’s also about how a 
manager uses the 70:20:10 
learning model to enable 
development and therefore 
performance. 

• Need for empathy in the 
process especially when 
there are concerns about 
development opportunities. 
In situations like these which 
potentially could flow into 
performance improvement 
plans, organisations are better 
off taking a more holistic 
view instead of just letting the 
individual go, for example, 
reassignments based on skills 
assessments. 

• Inertia to move away 
from what we have been 
comfortable with or the 
attachment to those legacy 
systems we have built over the 
years, or still why change now 
when people anyway know 
what to expect! The systems 
we use for performance 
management, for example, 
how simple and user friendly 

is it? As HR professionals, 
we get attracted to what the 
systems can do for us but 
actually the messaging needs 
to be about what it can do for 
the employees and managers. 
A supporting system is 
required to build a culture of 
continuous feedback.

• Losing the momentum 

somewhere in the journey. 
I cannot help citing this 
example – a HR head I know 
would deep dive into goals 
and development check-
ins updated by employees 
randomly. No matter how 
much we ask for SMART Goals 
or structured check-ins, all 
of this is bound by the actual 
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Performance appraisals, forced rankings and 
calibration exercises are mostly viewed as unfair. 
How would anyone want a rating to decide the 
value of their whole year’s work? In a team of 
top performers, someone will still be rated at the 
bottom. So, how should anyone expect employees 
to instead think about innovating, being creative, 
problem solving, taking risks, not being afraid to 
take risks or collaborate?
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“doing” by the managers and 
the employees. He always 
said that the documentation 
to a large extent reflects the 
quality of discussion. He 
would then connect with 
Departmental Heads directly 
to support the process. This 
took time - the alignment, 
developing interest leading to 
desire and finally the action 
on the ground. It’s critical 
that we do not underestimate 
the impact of what can go 
wrong, making it an isolated 
narrative. The essence of the 
process will get lost in the 
chaos. 

As Nelson Mandela said, “It always 
seems impossible until it’s done.”

4.   Performance appraisals, 
forced rankings and calibration 
exercises are mostly viewed as 
unfair. How would anyone want a 
rating to decide the value of their 
whole year’s work? In a team of 
top performers, someone will still 
be rated at the bottom. So, how 
should anyone expect employees 
to instead think about innovating, 
being creative, problem solving, 
taking risks, not being afraid to 
take risks or collaborate? Why is 
more focus given by departmental 
heads on fighting back steep 
targets with the headquarters than 
putting all their energy into being 
disruptors in the market? 

5.   Organisations spend 
thousands of hours and dollars 
on complying with mid-year and 
annual performance management 
processes. Many employees and 
managers who are actually a part 
of the process have doubts in their 
minds about both procedural and 
distributive justice. This is just a 
cost for the organisation. People do 

derive their sense of identification 
from their achievements, so 
imagine the stress it causes 
employees and even the managers. 
The entire process, therefore, 
becomes counterproductive, 
impacting the morale of the 
employees and leading to losing 
talent. 

6.   Organisations that allow 
their employees to stretch their 
team objectives and key results - 
knowing that it may be impossible 
to achieve and yet are not being 
afraid of it are the ones that will 
always stay ahead of the game. 
There are many touchpoints 
between managers and employees 
that the managers can use for 
giving feedback, providing 
guidance or direction, enabling 
when faced with challenges to 
develop them for the future. It’s 
about developing people into what 
will make your business more 

PER
FO

R
M

A
N

C
E

successful. In their success lies 
your success! 

If you think of some of the top 
reasons to stay in an organisation, 
they include the opportunity to 
earn, the opportunity to grow 
and the opportunity to learn. I 
personally don’t think anyone 
intentionally wants to be a low 
performer. People want to develop 
if it helps them perform, grow, or 
be future-ready. If they perform, 
they are engaged and if they are 
engaged, they will most likely stay. 
It’s really a simple equation with 
exponential results!

Disclaimer: The thoughts expressed 
in this article solely belong to the 
professional and do not reflect that of 
the organisation she works for
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Food for thought article on 
why we need to move beyond 
vanity performance metrics 
and wake up the true leader in 
us to encourage, empower and 
enable performance.

Since time 
immemorial, 
performance and 
productivity have 
been looked at 
as processes for 
measurement and 
very little has been 
spoken about the 
role leaders have to 
play as enablers.

W
hat happens when 
two storytellers 
meet? Stories 
get created! 

Isn’t it simple? That’s exactly 
what happened when Sahil 
& I discussed how the rapid 
changes in the way we work are 
impacting performance at the 
workplace. Since time immemorial, 
performance and productivity have 
been looked at as processes for 
measurement and very little has 
been spoken about the role leaders 
have to play as enablers. What you 
will read beyond this point may 
be real and life-like to many but 
may even be euphemistic to few 
who can think with depth. We have 
come a long way from the cliched 
‘work-life balance’ to the new 
‘work-life boundaries blurring’. 

It’s 4th October, Sunday evening 
at 5.41 pm an email notification 
beeps from Aditya’s handphone. 
Guessing by the urgency and 
impatience with which his phone 

jumped, Aditya was sure that it 
was an email from the operations 
team reporting the sales figures for 
September end and also for YTD 
H1. It has been six long months, a 
couple of dozen weekends locked 
at home and finally, Aditya had 
gathered the courage to step out 
of his house, take his elderly 
parents, wife and two-year-old 
daughter for a long drive. So far 
it had been a perfect day, starting 
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Measuring 
Performance is 
Passé
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Sahil Nayar, Senior Associate 
Director – HR at KPMG and 
Harini Sreenivasan, Partner 
at Semcostyle Institute, India 
thrive on a common purpose 
- unlocking human potential. 
Both Sahil and Harini are 
design thinkers, enjoy weaving 
stories from every day life 
and sharing them with their 
followers. They believe in 
investing their time and energy 
in nurturing and influencing 
the next generation of Human 
Resource leaders through their 
experiences and reflect.

with some yummy pizzas, a drive 
into the hills, beautiful weather, 
playlists ranging from his parents’ 
choice, Kishore Kumar to his 
wife’s favourite Kumar Sanu. He 
intentionally kept away from his 
phone as he spent quality 
time with his family. 
 
On the return drive to Mumbai, on 
the outskirts, they hit a bad traffic 
jam and cars were moving at a 
snail’s pace, bumper to bumper. 
Temptation got the better of him 
and he opened the Pandora’s Box 
aka his work email! He knew that 
the lockdown was challenging 
and yet he had put in a lot of 
effort along with his team and 
this email being marked to the 
company’s leadership would have 
been the icing on the cake. But as 
he read the fonts on the screen, 
he changed suddenly. The calm 
Aditya became aggressive at 
the wheel. The hand that would 
occasionally feel his wife’s flowing 
tresses became a firm raised 
hand as though asking her to 
back off. Obviously, she was hurt 
after receiving such treatment, 
especially after such a beautiful 
Sunday being spent together. She 
froze on her seat and watched 
helplessly as Aditya frantically 
started calling his teammate. The 
phone was connected to the car 
audio system. The phone kept 
ringing but no response. Aditya 

didn’t stop, he tried calling the 
second number and then again 
the first. This went on for a few 
minutes. It almost felt like Aditya’s 
fumes were hotter than the heat 
and emissions from the car. He 
tried manoeuvring the vehicle 
between every single possible gap 
whether or not he could move an 
inch forward, whether or not it 
served any purpose, the agitation 
was clearly visible on his face. 
As a biker couple tried to make 
their way through the gaps, their 
mirror collided with Aditya’s car 
side mirror. This was the tipping 
point, and Aditya’s wife feared the 
worst. Fortunately, an incoming 
call diverted Aditya’s attention 
and road rage was aborted since 
his team member was calling back. 
Aditya chose to prioritise his call 
over picking a fight with the biker. 
 
No pleasantries, no hello, no how 
are you, sorry to disturb you on a 
Sunday, nothing that sounded even 
remotely human! Aditya took off, 
0-100 in six seconds. He howled, 
“Dude, why are the numbers not 
reflecting in the report? How 
can you be so irresponsible? If 
you can’t manage something as 
simple as this you don’t deserve 
to be here, why don’t you take a 
break and just go on the sidelines? 
I have had enough of you, listen 

Harini Sreenivasan
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are you even there! I have been 
yelling since then and you aren’t 
even responding!! How can you 
be so careless!!”. The gentleman, 
Anupam at the other side in quite 
a fearful voice responded meekly, 
“My brother has been detected 
with Covid, my sister and her 
children have been tested and we 
are awaiting their reports. I was 
running from pillar to post to get 
my brother a bed in the hospital”. 
Aditya took a pause as if he quite 
didn’t know what to say next. In 
a few seconds, he changed again 
and remarked, “Take care, tell me 
if you need any help, but tell me 
whose fault is this, I need to report 
back to the leadership”. Anupam 
on the other hand admitted and 

Sahil Nayar
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said, “I take full responsibility for 
the error and the numbers not 
reflecting”. 
 
Aditya cut the call, yes…he just cut 
the call and not the emotions and 
the stress that came with it. He 
continued to speed up and ferried 
his family home. All the happiness 
and joy seemed to have vanished. 
His father sitting on the back seat 
was tempted to offer some advice 
but he decided to keep quiet. His 
mother gathered some courage and 
started speaking to her husband, 
“One thing you have loved the most 
about me and also been equally 
critical of is my cooking. You have 
been so finicky from how much salt 
should be there in the food to how 
the chicken should be well done”. 
With one worried eye fixed on his 
son, the father silently nodded 
in agreement. As Aditya looked 
through the rear-view mirror, the 
professional in him wondered how 
insensitive his parents are to his 
situation. However, the human in 
him wanted to continue to listen 
to the rear seat conversation. The 
father went on to compliment 
his wife on how over the years, 
post her marriage she got a 
hang of how food was made in 
this household and how well she 
adapted. She smiled. She returned 
the compliment by thanking 
him for the days when she came 
back tired from work and how 
her husband would help her in 
cutting the salads or giving the 
dal a tadka or even agree to take a 
break and have pav instead when 
she didn’t feel like making the roti. 
Aditya heard this conversation and 
reflected back on his own instance. 
 
1. Did he communicate the task 

enough and clearly to Anupam 
in the first place? 

2. Did Anupam know the 
importance and significance of 
this report?  

3. While he had empowered 
Anupam enough, did he 
display traits of a leader while 
having his back? 

4. Could he have been more 
understanding and empathetic 
about Anupam’s situation?  

5. Was the conversation he just 
had with Anupam a fruitful 
one or something that could 
have been avoided?  

6. Most importantly, what had he 
done to his parents, his wife 
and little daughter?

 

As he parked his car in the 
building and carried the empty 
pizza boxes to be thrown in the 
trash, he wondered how he would 
rate himself on performance 
metrics as a boss, a son, a husband 
and a father.

Some food for thought for all of 
us. As leaders, we assume that it 
is important for us to measure 
performance. Can we wake up the 
true leaders in us to encourage, 
empower and enable performance?
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Give a man a fish, and you 
feed him for a day. Teach 
a man to fish, and you feed 
him for a lifetime. The same 
is for employee enablement 
- a holistic approach where 
employees are empowered 
with the right set of tools 
and resources to not just 
deliver quality results but 
also continually reinvent 
themselves. Read on to 
understand how leaders and 
organisations can put together 
a set-up that curates and 
drives employee enablement 
culture, transforms each 
employee into an enablement 
influencer, and nurtures 
and evolves the enablement 
mindset.

In an employee 
enablement culture, 
the approach is for 
employees to feel 
empowered, work 
with autonomy, 
have flexibility, 
and operate like 
intrapreneurs. They 
are enthusiastically 
focused and 
aligned with the 
organisation’s core 
business outcomes 
and deliverables.

A
ll forward-thinking 
organisations 
invest in curating a 
culture of employee 

enablement. The leaders of such 
organisations firmly believe in it. 
The employees feel emphatically 
connected to what they are doing 
and understand completely 
how their work contributes 
to the organisation’s vision. 
Organisations with such a mindset 
consider it as a ‘must-have’ value 
in all honesty and execution. Faith 
is placed on an ‘employee-first 
approach’ where each employee 
demonstrates organisational 
citizenship behavior. Think 
companies like Zappos, Southwest 
Airlines, Virgin Atlantic, and 
Adobe to just name a few.

In an employee enablement 
culture, the approach is for 
employees to feel empowered, work 
with autonomy, have flexibility, 
and operate like intrapreneurs. 
They are enthusiastically focused 
and aligned with the organisation’s 
core business outcomes and 
deliverables. This allows for a 
win-win situation for all involved 
stakeholders – employees, 

organisations, customers, and 
investors.

To coin my definition for 
employee enablement - 
it is a holistic approach where 
employees are:

• Provided the right 
environment that empowers 
ownership.

• Served with the right 
resources, skills, tools and 
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A Magic Potion That 
Inspires - Employee 
Enablement!
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is a seasoned HR professional 
with 17+ years of rich learning 
experience spread across 
different industries. He is 
a 101 Top HR Minds (India) 
2019 awardee, a NLP Coach 
and a certified Happiness 
Coach & Trainer. Kenneth 
is currently the Director of 
People & Culture at True Fit 
Corporation (Mumbai). His 
obsession includes exploring 
multiple ways to build an agile 
L&D infrastructure, curating 
a culture governed by rich 
employee experience and using 
new-age cutting technology 
(AR & VR, AI, ML, Bots) to boost 
Organisational success by 
nurturing future fit employees.  

technology to set them up for 
success.

• Involved in business critical 
decision making.

•  Encouraged to have an 
appetite for risk tolerance 
is high and elements like 
creativity, innovation, out of 
box thinking are developed as 
a natural way of working

• Encouraged to chalk out and 
contribute towards their 
career path with continuous 
and ongoing learning

• Directed towards a thinking 
shift from a Fixed to a Growth 
Mindset

Let’s look at some ways in which 
we can put together a set-up that 
facilitates and flourishes employee 
enablement.

Create an Experience 
from the Pre-Onboarding 
Phase
Would it not be fantastic to utilize 
the ‘wait time’ of notice period 
to start sowing the seeds of 
enablement? Allow newly hired 
employees to experience your 
organisation’s enablement persona 
by:

• Sharing success case studies 
on key past projects.

• Ask and involve their 
opinion on current projects 
that eventually they would 
contribute to post joining.

• Invite them over to spend a day 
(in person or even virtually) 
with their peers, RM and the 
core leadership team.

• Share regular business 
updates to give them a flavor 
of your overall vision, goals 
and culture.

It sets up a great foundation to 
promote an employee enablement 
culture and build on that 
momentum once the new hires 
begin their journey of getting 
formally inducted. This exposure 
sets the right tone for them to 
come to you with a clear mindset 
of enablement and empowerment 
right from day one of onboarding.

Every Stakeholder Must 
Act as an “Enablement 
Influencer”
HR must work hard to bring all 
stakeholders under the same roof, 
carrying the same conviction and 
inwardly looking at themselves 
as enthusiastic enablement 
influencers. This can be 
accomplished when organisations 
bring about the highest level of 
awareness on:
• Business direction, goals, 

Kenneth W Wheeler
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With a positive intent of transforming each 
employee into an enablement influencer, HR must 
strategically work closely with internal leaders to 
create such an infrastructure. HR must in a way 
of design thinking ensure continuous reiteration 
on preparation, communication, education and 
spreading benefit awareness that comes to the fore 
by the power of employee enablement.
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strategy and key priorities.
• Global impact they intend to 

have by solving the problem 
statement they are working on. 

• Educating about the 
organisation’s vision and 
mission and most importantly, 
how they fit in to make it a 
reality.

• Make the ‘why’ and ‘how’ 
clear to all employees. 
Let them learn how their 
individual contribution is 
aligned to support the bigger 
organisational purpose and 
achievements. 

With a positive intent of 
transforming each employee into 
an enablement influencer, HR must 
strategically work closely with 
internal leaders to create such an 
infrastructure. HR must in a way of 
design thinking ensure continuous 
reiteration on preparation, 
communication, education and 
spreading benefit awareness that 
comes to the fore by the power 

of employee enablement. It must 
be treated as a top priority for all 
stakeholders with a commitment of 
no compromise at any level.

Curate, Nurture and 
Evolve the “Enablement 
Mindset”
An intentional mindset that 
inspires and is supportive of 
employee enablement is paramount 
to what level of success one can 
hope to achieve in this objective. It 
thus becomes critical to invest in 
the following attributes to foster 
an effective enablement mindset:

• Top management must be 
united to allow employee 
enablement to breathe 
comfortably. They must lead 
by example and express trust 
in employees by empowering 
them to independently 
strategise on key projects. The 
role they play becomes more 
of providing guidance and 
direction. 

• Ensure we have ongoing 
training that facilitates 
enablement. Consider topics 
like decision making, agility 
and adaptability, taking a 
calculative risk, etc. Make 
such content available as 
e-learning modules on your 
learning management system 
platform/tool.

• Make enablement as one 
of your organisation’s core 
values. Make it visible and 
vibrant on meeting/conference 
room walls, reception area and 
even cafeteria. Talk about it 
in your town halls and other 
strategic meetings.

• Allow people to fail and make 
mistakes. Educate them to 
learn quickly and be resilient 
to continuous improvement.

• Encourage a spirit of 
intrapreneurship, creativity 
and innovation. Openly 
celebrate it to act as 
inspiration for all employees.

Overall the top think tank 
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must believe that investment 
in employee enablement is 
ultimately an investment in an 
organisation’s business and 
financial performance. Just as Sir 
Richard Branson puts it - “I’m often 
asked what it is that makes Virgin 
different. The simple answer is – 
our people. If it weren’t for a bunch 
of well trained, motivated, and 
above all, happy people doing their 
bit, we’d have never launched a 
record label, never mind a fleet of 
747s.”

Role of First Time 
Managers
More often individuals are 
promoted to a manager role due to 
their technical competencies. The 
element of coaching and enabling 
does not come to them naturally 
and we notice an immediate 
gap. Hence, a robust first-time 
manager program becomes 
essential. Help them to understand 
that management or measuring 
employee performance is not what 
you want to do or be known as. 
The magic potion for success is 
enablement. This sows early seeds 
into laying a solid foundation for 
this very important vertical in 
the organisation to understand, 
learn and be equipped to practice, 
display and preach employee 
enablement. It will allow them 
to constantly self-evaluate and 
look for answers to the following 
questions:

• Are we equipping our teams 
with access to the right 
materials, resources and 
information for them to do 
their job well? 

• Do we have the right 
technology as an enabler to 
support enablement? 

• Are we aligning our team 
members to projects and scope 

of work that makes the best 
use of their competencies? 

• How often do we involve our 
team members to participate 
in decision making?

• Are we creating a platform 
to promote employee 
psychological safety?

• What is our L&D 
infrastructure? Is it supportive 
of employee enablement?

This direction will continuously 
encourage first-time managers to 
make employee enablement a core 
part of their DNA and how they 
operate to elevate enablement not 
on few occasions but each waking 
day at work.

Enablement is Incomplete 
Without Technology 
Imagine a situation where 
employees are excited about 
the problem statement they are 
working on, have talented peers, 
feel motivated but lack effective 

Befriending 
technology in 
today’s world 
where businesses 
are evolving at an 
accelerated pace, 
becomes more 
critical than ever 
before. Put up a 
good strategy to 
adopt the right 
technology and 
application that can 
support employee 
enablement and 
deliver the desired 
outcome.

enablement to succeed in their 
role. Does that not sound like a 
disaster? If they lack enablement, 
it will lead to disappointment 
and ultimately a frustrating exit. 
Technology acts as a catalyst to 
bridge that gap. Organisations 
must think loud and clear on how 
technology can fast track their 
vision of employee enablement. 
Befriending technology in today’s 
world where businesses are 
evolving at an accelerated pace, 
becomes more critical than ever 
before. Put up a good strategy 
to adopt the right technology 
and application that can support 
employee enablement and deliver 
the desired outcome.

Closing Thoughts | The 
Employee Engagement 
Master-key
When you provide food to someone 
hungry, you feed them for that 
moment. But when you teach 
someone to catch a fish, you 
enable them to not go hungry 
ever again. I find the same to be 
true for employee enablement. 
The most important cog in any 
organisations’ wheel are its human 
resources, and their ability to 
perform plus deliver business 
results to the best of their 
capabilities. Curate and drive a 
culture of employee enablement 
and you will have paved a way 
where each employee can be 
set up for repetitive success as 
they proudly work and exceed 
expectations not just one time 
but each and every time! The idea 
should be to really look forward 
and improve rather than looking 
back and measuring what you 
have proved in the past – employee 
enablement culture is that magic 
potion to get you to put that idea 
into fruition!
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In these testing times of the 
Covid-19 pandemic, employee 
wellbeing has become a crucial 
issue to address and more 
so when people are confined 
within the boundaries of their 
home. Organisations now 
have to deal with an entirely 
new spectrum of issues, 
much of it having to do with 
the mental and emotional 
health of their employees. 
As leaders, we will have to 
come up with novel ideas to 
improve the wellbeing of our 
workforce and keep them 
motivated and engaged as 
we navigate a course through 
this extraordinary global 
challenge.

Existing employee 
medical covers may 
need to be modified 
to cover Covid-19 
hospitalization 
costs. Many 
organisations have 
now introduced 
“Covid Kavach” 
and other health 
policies to cover 
employees and their 
dependents.

T
he Covid-19 pandemic 
has brought about a 
transformational change 
in the way organisations 

function. After initial teething 
issues during the start of the 
pandemic, working from home 
has now become the new normal. 
Organisations have left no stone 
unturned in showing genuine 
compassion and going full throttle 
in supporting employees at this 
difficult time.

Organisations such as JLL 
have created an online portal 
of company resources to guide 
their employees on their mental, 
physical, and financial health. JLL 
also organizes regular webinars 
to help employees cope with the 
current scenario. Organisations 
such as Amazon and Google are 
providing 2 weeks of fully paid 
leave to those infected with 
the deadly virus in addition to 
the actual paid leave. KPMG 
recognized the employees need to 
have a platform to go to in case 
they need medical advice since 
most people are avoiding visiting 
hospitals at this time. They coped 
with this need by arranging 
video consultations with medical 
practitioners along with support 
required for Covid-19 testing.

While physical fitness has taken 
a hit due to being locked up in 
the house, companies are helping 
employees maintain fitness by 
organizing online Pilates, Yoga 
and dance classes. TCS is hosting 
its first-ever virtual marathon 
inviting people from all over the 
world to register and run virtually 
from their homes. While physical 
health is important, mental health 
cannot be ignored especially at 
this critical time when social 
distancing and the fear of Covid-19 
have caused anxiety and paranoia 
in all of us, in addition to added 
workload of home and parent 
duties. 
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is an evolving HR professional 
working as the Senior Manager 
HR at DLF Limited. Prior to 
this, she worked as the HR 
Business Partner at the TATA 
Consultancy Services. She has 
been recognized as a Global 
Top Performer in Resource 
Management for the year 
2013-14. She is passionate about 
providing the best candidate 
experience and thinking out of 
the box to create business value. 
Her specialties include- Talent 
Engagement, Performance 
Management, Learning and 
Development, and Resource 
Management. 

Sprinklr is helping its employees 
deal with stress by providing 
free access to mindfulness 
and meditation apps such as 
Headspace. Employees can log in 
at any time of the day to attend 
meditation sessions on their 
phones/tabs.

For leading corporations, 
employees’ safety and wellness – 
physical, mental and emotional – is 
their priority. It is high time that 
other organisations learn from 
them and pull up their sleeves 
to tackle pandemic induced 
challenges and improve the 
wellbeing of their employees to 
keep them motivated and engaged.

How can organisations 
ensure employee wellness 
in the present scenario?

1.   Reassess Benefit 
Programs – Existing employee 
medical covers may need to 
be modified to cover Covid-19 
hospitalization costs. Many 
organisations have now introduced 
“Covid Kavach” and other health 
policies to cover employees and 
their dependents. In addition, 
medicine reimbursements can be 
looked at as an option for those 
opting for home isolation. Free 
video consultation with empaneled 
doctors will also greatly benefit 
employees. 

2.   Virtual Assistance – These 
are uncertain times we live in. 
We have multiple sources of 
information ranging from the 
internet to WhatsApp to print 
media. This has led to a lot of 
confusion about what is right and 
wrong. Organisations can provide 
employees with the correct source 
of information at this time by 
hosting webinars and inviting 
experienced medical practitioners 
to answer employee queries and 
guide them on how to cope if 
they or their family members get 
infected. 

3.   Counselling Support– 
Being infected by Covid-19 
or living in the fear of being 
infected, both can cause immense 
psychological impact. Employees 
and their family members can 
benefit through access to trained 
counselors and mental health 
professionals to deal with this 
anxiety. Offering anonymous 
telephonic consultation through 
helpline numbers may prove to be 
beneficial.

4.   Fitness Support – 
Organizing online fitness classes 
along with fitness challenges e.g. 
plank challenge, virtual marathons 
might be a great initiative at this 
time as it will help employees 
be motivated and engaged. 
Organisations may go a step 
further by hosting group fitness 
challenges to promote team spirit 
and belonging.

Takeaway
People never forget the way they 
are treated, especially during 
tough times. The treatment 
that they receive now will be 
remembered by them for years to 
come and will also have a huge 

Parul Bahl 
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impact on their engagement with 
the organisation. Therefore, it is 
imperative for organisations to 
not only be compassionate but also 
aware of employee needs at this 
time to provide the best employee 
experience possible.
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In times of COVID-19 and 
the emergence of “work from 
home” as the new norm, 
incidents of digital sexual 
harassment have cropped up 
in the virtual workplace. To 
address virtual harassment, 
organisations will have to 
reiterate the key message of 
the POSH Act and review 
the policy’s compliance 
processes periodically, train 
and sensitize employees, show 
employees where to draw the 
line between work and private 
life, and establish their own 
liability as employers.

Employees in the 
metro cities are 
more aware of 
sexual harassment 
as compared to 
tier-II cities, as per 
the look-over. We 
need to make proper 
working guidelines 
to make amicable 
scenarios for 
female employees 
to work in a virtual 
workplace.

W
orking remotely 
or work from 
home (WFH) has 
become the ‘new 

normal’ amid the coronavirus 
pandemic. During this pandemic 
situation, while female employees 
are managing their professional 
assignments, they are managing 
their household chores as well. 
In this scenario, if they face such 
a situation in which they feel 
awkward or harassed in the virtual 
workplace, it is worse to imagine. 
Most female employees ignore 
such scenarios despite being 
harassed due to their financial 
dependencies on the job. So, here 
we will understand which acts fall 
under the Prevention of Sexual 
Harassment policy (POSH), how 
to incorporate new developments, 
and the process of communication 
to educate employees.

Employees in the metro cities are 
more aware of sexual harassment 
as compared to tier-II cities, as 
per the look-over. We need to 
make proper working guidelines 
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‘POSH Policy’ to 
Deal with Sexual 
Harassment in the 
Virtual Workplace
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is the Senior Manager- HRBP 
at Unicode Systems Private 
Limited. He is a seasoned 
human resource professional 
with over 15 years of work 
experience in various facets 
of HR. He is a post-graduate 
in International Business 
from Pondicherry University. 
His specialties include- 
Compensation & Rewards, HR 
Analytics, Talent Development, 
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design, Change Management, 
Manpower Planning & 
Statutory. Previously, he has 
worked with organisations 
like Sahara India, Sigma Trade 
Wings and Energy & Fire Tech 
India Private Limited As per 
him, employee happiness can 
make any milestone achievable.

to make amicable scenarios for 
female employees to work in a 
virtual workplace. The policy 
should clearly state that female 
employees shouldn’t be compelled 
to share their personal contact 
and other details with clients and 
stakeholders and even colleagues 
as an alternate contact option 
to connect for official purposes. 
This is important to maintain an 
employee’s personal information 
under the data privacy policy. 

The organisation should 
implement the policy clearly 
in which the process of 
communication and connect 
timing should be defined. As 
we all know, most of the female 
employees are nowadays working 
from home, so impromptu video 
calls can make female employees 
uneasy especially post working 
hours. Every employee cannot 
roam the entire day and night 
in official attire, hence such 
extempore individual video calls or 
group video calls can make anyone 
uncomfortable, and at that moment 
any comment on the attire of 
female employees will make for an 
embarrassing situation. Guidelines 
should be clear on this, unless it 
is highly required to work post 
working hours video calls should 
be avoided. Screen sharing is 

available in all major web meeting 
tools in which employees can share 
their laptop screens with everyone 
to share their reports and tasks 
online to all. 

Guidelines should state clearly 
that employees should avoid 
commenting on the attire or 
physical appearance of female 
employees during virtual calls. 
No video or audio call should be 
recorded, whether it’s a group 
call or individual call, without 
informing the other person. We 
should educate our employees not 
to take screenshots or to avoid 
any other medium to click the 
window of any female employee 
for capturing images of her and 
using them for making memes 
or jokes in a common group or 
any social network. They should 
be aware that such acts also fall 
under the POSH policy. Section 
2 (o) sub-clause (vi) defines the 
workplace as “a dwelling place or a 
house.” Hence, we should maintain 
the decorum in this ‘new normal’ 
environment like we used to 
maintain it in the office before the 
COVID-19 scenario. 

As per one survey, female 
employees don’t consider 

As per one survey, female employees 
don’t consider work from home to be 
a safer option as compared to being 
in office. Personal life is getting more 
exposed due to virtual connectivity 
and risks that female employees were 
exposed to at the office, continue even 
while working from home.

Ankur Gautam
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work from home to be a safer 
option as compared to being in 
office. Personal life is getting 
more exposed due to virtual 
connectivity and risks that 
female employees were exposed 
to at the office, continue even 
while working from home. There 
have been various incidents of 
digital sexual harassment in 
the virtual workplace - sharing 
inappropriate texts and voice 
messages, inappropriate personal 
clicks, wearing inappropriate 
clothes during virtual calls in 
which female employees are 
participating, all come under 
the umbrella of visual sexual 
harassment. 

Organisations should make 
employees understand that if you 
are working late hours that do not 
allow you to assume that you can 
text or call your colleague in those 
hours. During POSH training, if we 
tell our employees how to behave 

and maintain professionalism over 
virtual calls then we should also 
tell them to analyze when they 
should make video calls or when 
they should not. There should be 
some courtesy before making a 
video call to your female colleague 
after her working hours, which can 
be started from making a voice call 
and post her affirmation, a voice 
call can be converted into a video 
call if there is such a requirement. 

There could be some instances 
where a male employee needs to 
visit a female employee’s place 
for some official reason or to 
collect any company asset or 
document from her place. Such 
activities should be pre-informed 
and acknowledged by the female 
employee. Odd hour visits should 
not be made except in ad hoc 
situations and when employees are 
not reachable over a call or any 
other medium of communication in 
this exigency. 

It is a trend nowadays to make 
groups of teams, groups of 
colleagues, or groups of a few 
employees working closely on 

Organisations must 
ensure that such 
cases where any 
female employee 
registers complaint 
of harassment 
should be taken into 
consideration as 
per policy’s norms. 
Such incidents can 
be addressed over 
virtual meetings 
so that the female 
employee can get 
the assurance of 
action taken against 
her complaint.
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social networking apps. We must 
incorporate such activities as 
part of the POSH policy in which 
employees cannot add their female 
colleagues in a group without 
their consent. We should educate 
our team to not to forget basic 
workplace norms and keep their 
conversation and communication 
work-related only. Casual talks 
should be avoided which can make 
female employees uncomfortable 
be it attire, personal things and 
anything which does not fall under 
professional talk.

Organisations should educate their 
front-line managers; team leads 
and top managers to comply with 
POSH policy carefully. The leader 
should educate down the line team 
for policy and its purpose. Leaders 
are the ones who are supposed to 
initiate from their desks to set an 
example for others. Leaders must 
ensure that they are using proper 
parliament language in group 
meetings and avoiding harsh 
words, slangs, or insults to anyone 
be it male or female employee. A 
leader’s aggressiveness should 
not cross the limit of decency 
to maintain the decorum of a 
professional hub, or else a leader’s 
foul language in group discussion 
will be taken as an admissible 
method of communication for 
others to treat their down the line 
team in the same manner. 

Organisations should assess 
their employees on reasonable 
performance expectations and 
it should be gender-neutral. 
Leaders should avoid pointing 
out someone’s gender during 
task allocation. Generally, it 
is understood that when any 
important task comes to the floor, 
the leader directly hands over that 

task to a male employee assuming 
that this is not possible for a 
female employee to complete in 
extended hours, as she is a woman. 
Such gender-biased remarks and 
allocation of opportunity is also 
a kind of mental harassment in 
which equal opportunity to grow is 
seized.

To conclude, organisations should 
review existing POSH policy 
and should make the needful 
incorporation of ‘new normal’ 
i.e. work from home in the policy 
to ensure a healthy working 
environment for female employees 
when the office has reached home 
and their personal life is getting 
unveiled to the office. We must 
train and educate the team on 
what to speak and what not to 
speak in this new environment. 
Every employee does not have a 
separate space to work at home, 
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so your conversation and body 
language can be questionable in 
the eyes of their family members 
if anyone uses foul language 
or any communication which 
is not professional and coming 
post working hours especially 
when it is not that important. 
All company communication 
should be done over the official 
contact number and web tool, or 
virtual chat room provided by the 
organisation. Personal interaction 
on someone’s personal number 
should be avoided. Organisations 
must ensure that such cases where 
any female employee registers 
complaint of harassment should 
be taken into consideration as per 
policy’s norms. Such incidents can 
be addressed over virtual meetings 
so that the female employee can 
get the assurance of action taken 
against her complaint. 
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When we hear the success 
stories of today’s most 
inspirational leaders, we come 
to realize that they all have 
certain things in common. 
Great leaders do things well - 
they make the best decisions, 
they teach and inspire others, 
make it easy for people to 
want to follow them, etc. But 
how do they do this? Read on 
to find out what great leaders 
do differently and what 
leadership lessons we can 
learn from them. 

A future-ready 
leadership culture 
is best exemplified 
not just through 
the engagement 
of internal talent, 
but equally by how 
leaders perceive, 
empower, integrate, 
reward, and support 
their distributed 
talent.

I 
have always been fascinated 
to know more about leaders 
and explore how they have 
shaped their thoughts and 

approach over the years. It’s always 
intriguing to know how they 
deliver consistent results. There 
are so many authors who have 
written on the subject and every 
author has brought out something 
unique in their writeup.

My gratitude to Prof. Debashish 
Chatterjee who gave me his book 
‘Light the fire in your heart’ many 
years back, that remains my most 
prized possession. His teachings 
have remained with me and his 
book continues to guide me on 
leadership.

During this period of lockdown, I 
have heard of many leaders who 
took charge of the situation and 
did things differently which set 
them and their organisations apart 
from others. There are few others 
who were impacted severely by 
the pandemic since they wanted to 
stick to old traditional practices. 
But with the global health crisis 
forcing businesses to go online, 
things have changed drastically 
and leadership mindset is playing 
a crucial role in setting things 
right.

Citing some excerpts from a book 
‘The Future Ready Organisations’ 
written by Gyan Nagpal-
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Leaders Do Differently
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He has held senior leadership 
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like MTS, Aditya Birla 
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of XLRI Jamshedpur, he is also 
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Design, Channel Management, 
Talent Management, 
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‘In the modern, networked and 
symbiotic world that we live in, 
people management is less about 
squeezing performance from the 
organised few and more about 
curating contributions from the 
limitless many’. 

‘Building a future-ready 
organisation involves getting 
leaders tuned into the art of the 
possible’. 

‘A future-ready leadership 
culture is best exemplified not 
just through the engagement of 
internal talent, but equally by 
how leaders perceive, empower, 
integrate, reward, and support 
their distributed talent’. 

Leaders can foster curiosity in 
employees by acknowledging 
limits of their own knowledge with 
simple ‘I don’t know – let’s find out 
or by highlighting the inherent 
ambiguity of a decision the 
company is facing’ (Rebel Talent by 
Francesca Gino).

My research on leaders says that 
they come out with an exceptional 
performance at the time of a crisis. 
During a crisis, leaders embrace 
change easily and acknowledge 
it as a unique opportunity to do 
things differently along with 
questioning and challenging 
traditional approaches and 

paradigms. Crises can get the 
collective adrenaline flowing and 
are useful for directing leaders to 
solve the problem at hand - leaders 
can at a given time see what is near 
and what is far.

So, how do great leaders 
do things differently? 

I have had the opportunity to work 
with some great leaders. Every 
leader left with me some amazing 
learnings and their definition of 
success. 

I am using metaphors to describe 
a few of my leaders. One leader is 
a mountaineer who is scaling one 
mountain after the other, with 
every feat there is a new feat and 
with every success, there is a new 
goal. Another leader will uncover 
nothing more than science fiction 
from one solution to another 
and another. One is a king who 
cared for you like his own family 
and helped you in every possible 
way, his appreciation worked 
wonders. The other king is bold, 
empowering, and confident who 
said, “before reaching out to me 
you should have gone through 
him”. One was with you in your 
lows and was also the first one to 
stand at the start line with you 
and later celebrate your success. 

Tapas Acharya
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During a crisis, leaders embrace change easily and 
acknowledge it as a unique opportunity to do things 
differently along with questioning and challenging 
traditional approaches and paradigms. Crises can 
get the collective adrenaline flowing and are useful 
for directing leaders to solve the problem at hand 
- leaders can at a given time see what is near and 
what is far.
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Another believed that the only 
way to respond to doubt is by 
attempting and delivering to 
things.

To summarize learnings, I 
have tried to understand what 
successful leaders did differently.
Successful leaders are authentic 
and authenticity is about 
being real. They believe in 
self-awareness, relational 
transparency, and balanced 
processing. They believe in 
genuineness. They believe in what 
they are, and they speak from their 
heart and gut. It is a virtue that 
they believe firmly and what they 
reveal to the outside world. Great 
leaders encourage their people to 
be authentic and bring more of 
themselves to work in small and 
big ways.

Leaders have a clear intention 
and through their intentions, 
they mobilize their mental energy 
toward something they really 
wish to accomplish. It is like a 
mountaineer who has an aim to 
reach the peak and his focus is on 
every step that he takes.

Every leader has his focus assigned 
to a purpose and he channelizes 
his entire energy and focuses on 
that purpose. With purpose comes 
higher responsibilities and great 
leaders drive it well. Great leaders 
create their own identity.

Leaders know that they cannot 
predict the future based on the 
past and it needs to be invented. 
Innovation will lead to change.
Leaders not only lead themselves 
they also lead others to a purpose. 
They seldom lose sight of what is 
real, they are authentic in their 
approach and actions. They shape 

reality based on their insights.
Great leaders not only focus on 
speed but also getting all things 
together. I know a long-distance 
marathoner who is not only 
working on his speed but also 
improving the ability to improve 
his time consistently.

Leaders act quickly as they are 
mindful of their actions. They 
are likely to make headway and 
progress as they act quickly and 
work at the right moment. 

They engage with the people 
by creating a culture of 
acknowledgment, appreciation, 
and recognition. A leader does this 
by treating people as humans who 
have capabilities not limited to just 
roles and responsibilities. They 
know how to connect with people, 
and they do it through their hearts 
and minds - by engaging with them 
deeply they bring out the best in 
them.

Leaders create emotional 
connections and they use this to 
create engagement at work. When 
people are free to make choices 
at work, they feel more authentic 
and in control. Employees often 
welcome this sense of freedom 
as a true gift as it makes them 
look at their relationship with the 
organisation as emotional rather 
than just transactional.

They integrate goals to tasks, 
principles to practices, and 
say what they do. They are 
committed to a cause. They 
represent character, credibility, 
and commitment. The credibility 
is created by making decisions 
not based on likes and dislikes. 
Leaders drive sustained 
commitment from their teams. 
Leaders do not push people to 
change, they create a dialogue 
that makes a person think of the 
change within. They create a space 
for their people to grow and let 
them succeed. 

Leaders are ordinary 
people with extraordinary 
capabilities. 

I had the opportunity to witness 
various leaders’ humility and 
humbleness. They never shied 
away from sharing their learnings. 
They never shied from accepting 
mistakes and gathered feedback 
from people to take collective 
action. They kept the team ahead, 
as for them, new learnings and 
exploring new opportunities was 
the mantra to succeed.

LE
A

D
ER

SH
IP

Leaders create emotional connections and they use 
this to create engagement at work. When people 
are free to make choices at work, they feel more 
authentic and in control. Employees often welcome 
this sense of freedom as a true gift as it makes them 
look at their relationship with the organisation as 
emotional rather than just transactional.
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They Think 
About Others, 

Not Just
 Themselves

They Focus 
on the 
Solutions, Not
the Problems

They Try
 to Make 

Things 
Simple

They Don't Let 
Their Fears 
Dissuade them
from Thinking Big

They Seek 
Excellence 

in Everything 
They Do

Where Others 
Become 
Distracted, They 
Stay Focused

Building a Successful 
Team is Bigger than 
Individual Success

They Don’t Believe 
in Controlling; 
They Know When 
to Let Go

They Don’t Focus on 
Who is Right, Instead 
on What is Right
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Why Employee 
Behaviour Matters 
More Than Results & 
How to Reward it?
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T
he culture of an 
organisation largely 
influences how its 
employees behave and 

perform. Similarly, employee 
behaviour also contributes to the 
overall office culture. In other 
words, one cannot be seen in 
isolation from the other.

Take Google for instance, which is 
known for its amazing and unique 
culture. Google’s hiring process is 
equally unique which challenges 
applicants to think under pressure 
and bring solutions to the table – 
one of the behavioural traits they 
want their employees to display 
if they get hired! After all, it’s the 
people hired today that determine 
the future of the organisation 
and ultimately contribute to and 
develop the office culture by way of 
their everyday behaviour.

But what constitutes employee 
behaviour? Is it their performance? 
Is it their workplace etiquette? Is 
it their enthusiasm to represent 
the brand positively? Is it their 
corporate social responsibility 
efforts? Well, it is all of this and 
more. 

How the employees of an 
organisation carry themselves 
speaks volumes about the business 
and has a huge influence on the 
overall corporate image.

Let’s have a detailed look into this 
aspect called employee behaviour 
and why it is so important!

Importance of Employee 
Behaviour
Employee behaviour is central 
to a successful and productive 
workplace. It forms the basis 
of various HR functions such 
as recognition and rewards, 

salary and compensation as well 
as succession planning. In the 
absence of all these, one cannot 
determine an employee’s merit 
and it is not possible to keep an 
organisation running smoothly. 
This is why employee behaviour is 
an indispensable aspect that has to 
be looked into.

Nearly 90% of job 
seekers do not prefer 
working for a company 
with a bad reputation, 
which means most 
of them simply let 
go of job offers from 
organisations which 
have average reviews 
of 1 or 1.5 stars.

What’s interesting is that how 
employees behave at their 
workplace is not the only important 
thing. In the tech-savvy and social 
media inclined work cultures of 
today, it is very important for 
employees to keep a check on 
their online image as it can have a 
direct impact on the image of the 
organisation they work for. Many 
cases prevail wherein employees 
have unleashed their negative 
energy on social media which put a 
bad light on the employer’s brand, 
ultimately affecting business. Also, 
it becomes hard to attract good 
talent to the team if negative online 
reviews abound. Nearly 90% of job 
seekers do not prefer working for 
a company with a bad reputation, 
which means most of them 
simply let go of job offers from 
organisations which have average 
reviews of 1 or 1.5 stars.

Employee behaviour, therefore, is 
not just a simple factor that can be 
kept on the back-burner. In fact, 
it is even more important than the 
balance sheet of an organisation 
as it is impossible to manage good 
numbers without having well-
behaved employees onboard!

Here are certain points which 
highlight the importance of 
employee behaviour:

Collaboration
A collaborative team environment 
where people can work with 
each other toward shared goals 
is possible to achieve through 
an attitude of cohesiveness. 
Likewise, unprofessional behaviour 
kills team spirit which rapidly 
derails progress in achieving 
organisational objectives.

Morale
A positive work environment, where 
employees are well-behaved, leads 
to increased morale. Similarly, 
a workplace rife with negative 
energy in the form of unhealthy 
competition, hostility and bias leads 
to low morale, higher absenteeism 
and high turnover.

Productivity
Productivity is the outcome of 
some of the best attitudes that 
employees possess. Employees 
who strive to work in tandem 
with the organisational goals 
and achieve expected results as 
opposed to employees who indulge 
in blame games or unnecessary 
disagreements, end up lowering 
team productivity. This ultimately 
has a ripple effect on the business 
in the form of angry clients, 
increased costs, dissent, etc.

Recruitment
As mentioned earlier, job seekers 
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have multiple tools available today 
to figure out the work culture 
and the inner workings of a 
company. If anything points toward 
unprofessional employee behaviour 
being the norm at a certain 
workplace, they might choose to 
stay away from it or even if they do 
end up joining, they may soon leave 
because of the toxic environment.

Ways to Encourage Positive 
Employee Behaviour 
Organisations prefer employees 
who exhibit positive behaviours 
that can truly take their business to 
the pinnacle of success. Everybody 
wants great performers, initiative 

takers, excellent communications, 
leaders and the list goes on. 
However, employees are ultimately 
human beings with unique 
individual personalities. Therefore, 
it can be quite baffling for a 
manager to influence them and 
inculcate the desired behaviours in 
their employees. Here are certain 
ways which can help them achieve 
the same:

Observe Behaviours
The first and foremost method to 
identify the intrinsic motivations 
behind employee behaviour is being 
extremely observant. Managers 
have to keep their eyes and ears 

open to ensure that a particular 
employee’s behaviour aligns with 
the needs and expectations of the 
organisation. At the same time, if 
their behaviour does not fall in line 
soon, it is also important to hold 
people accountable. This will instill 
a sense of responsibility toward 
behaving in the expected manner.

Hire Better
One of the best ways to foster 
positive employee behaviour, 
and therefore a better work 
environment is through making 
better hiring decisions. Hiring 
people with underlying values that 
align with those of the organisation 
means managers have more time 
on hand to focus on employee 
development and succession 
planning. 

Model Expected 
Behaviours
As the saying goes, an apple 
doesn’t fall too far from the tree. 
Employees are sure to model the 
same behaviour that their leaders 
exude. As leaders, it is of the utmost 
importance to assume responsibility 
for one’s behaviour in order to set 
a positive example for employees. 

If anything points 
toward unprofessional 
employee behaviour 
being the norm at a 
certain workplace, 
they might choose to 
stay away from it or 
even if they do end up 
joining, they may soon 
leave because of the 
toxic environment.
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This is one of the best ways to 
reinforce positive behaviour and 
create new standards of excellence.

Understand and Act
Behind every negative behaviour, 
there exists a cause and a motive. 
While this is no excuse for such 
behaviour, it certainly gives 
managers vital clues when it comes 
to dealing with it. Employees are 
humans, and therefore can have 
‘human’ motives stemming from 
emotional insecurities such as 
wanting to please everyone which, 
in turn, is a manifestation of poor 
self-esteem. As a manager, a big 
part of correcting behaviours 
involves listening, understanding, 
and empathizing with employees, in 
order to finally be able to drive the 
behaviour you want to see.

Communicate
Managers cannot expect employees 
to read their mind or pick up 
on non-verbal cues regarding 
favourable behaviours. In fact, 
most employees find themselves 
confused about what is expected out 
of them simply because managers 
fail to emphasize or clearly state 
the same. It is critical for managers 
to be vocal and articulate about the 

kind of behaviour they want their 
employees to exhibit.

The more they talk about it, the 
more likely they are to get it. 
Having said that, it is important 
to not just reinforce professional 
behaviour verbally, but also to 
document it in a manner that is 
constantly visible to employees. 
Make it a part of all staff 
communications, employee 
handbooks and other in-person 
communications in a way that 
gives employees adequate exposure 
throughout the day.

Be Consistent
Positive employee behaviour is also 
the outcome of clear and consistent 

Hiring people with 
underlying values 
that align with those 
of the organisation 
means managers have 
more time on hand 
to focus on employee 
development and 
succession planning.

expectations that should come 
from managers. If managers are 
not clear about the expected set of 
behaviours that should come from 
employees, chaos and confusion 
prevail. It will only send mixed 
signals, which is why one of the 
best ways to encourage positive 
employee behaviour is to be 
consistent in what one perceives to 
be positive behaviour.

How to Reward Positive 
Employee Behaviour?
The most basic of all human 
needs is the need to feel valued 
and appreciated. Coming across 
positive employee behaviour and 
not recognizing the same is nothing 
short of criminal. Moreover, 
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positive reinforcement is actually 
pretty simple. This is why it is 
critical to reward the behaviour 
that the manager needs and it is 
very much likely to be repeated. 
By rewarding good behaviour, 
managers can ensure that the same 
behaviour occurs again. 

Here are certain ways to reward 
employee behaviours:

Appreciation
It does not cost a dime but has 
tremendous positive ramifications. 
Taking out time to appreciate the 
behaviour of an employee is the 
most meaningful way to show that a 
manager cares. Showcase
While appreciating someone one-
on-one certainly has its own charm, 
another way to reward employee 
behaviour is to showcase the same 
in front of the entire organisation. 
Put up a leader board and showcase 
the best behaviours displayed by 
employees from different business 
functions such as sales, operations, 
customer service, support, etc. This 
gives employees the opportunity 
to lead by example and be an 
inspiration to their colleagues.

Responsibility
Delegating tasks to deserving 
employees goes a long way in 
building confidence and self-
esteem in them. The best way to 
reward positive work behaviour is 
to allow them more freedom and 
resist the urge to micromanage 
such employees. This fosters 
trust and motivates them to take 
on challenging roles within the 
company, enabling them to chart 
new career goals and achieve them 
successfully.

Flexibility
Remote and flexible working is 
one of the most amazing benefits 

an employer can offer as a way of 
rewarding positive work behaviour. 
According to a study, 76% of the 
workers would be more willing to 
stay on with their current employer 
if they could work flexible hours. 

Positive Employee 
Behavioural Traits
While the advantages of 
appreciating and rewarding 
positive employee behaviour are 
many, it is important to know 
which behavioural traits are worthy 
of being rewarded. Here are a few:

Passion
Passion is a great trait to possess, 
and employees who do are hard to 
miss. Such employees exude a sense 
of positivity and attract people to 
them. They question things and 
encourage meaningful discussions.

Open-mindedness
An open mind is a magnet that 
attracts new ideas. Employees 
who do not hesitate to try out new 

Flexible work 
schedules are the need 
of the hour, especially 
for millennials, and 
including the same in 
a company’s reward 
systems is a great way 
to boost positive work 
behaviours.
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ways of working or are open to 
experiments are more likely to 
stumble upon new discoveries, 
thus giving them a better chance at 
productive work.

Smart
Such employees are good at 
building relationships with their 
coworkers and soon find their way 
around the business. They have a 
natural curiosity about how other 
departments work, the company’s 
values, how different departments 
collaborate with each other to 
produce work, etc.

Customer-centric
Employee behaviour that is 
customer-centric should be 
rewarded. Such employees think 
from the perspective of their 
customer and work towards 
improving company processes 
which ultimately benefits the end 
customer.

Communication
Good communication is a common 
quality of effective employees. 
They focus on communicating with 
their fellow team members clearly, 
making discussions quick and 
sharp, instead of wasting time on 
unwanted gossip.

Quick Learner
Hunger for learning new skills 
and adding to their acquired 
skill set is another attitude that 
any manager would want their 
employees to possess. Employees 
who are constantly adding new 
skills to their resume deserve to be 
recognized.

Relentless
Employees that proactively focus 
on improving workflows or 
internal processes are a boon to 

A simple handwritten 
note or a private 
conversation which 
includes praise and 
appreciation for the 
quality of work done 
acts as a greatly 
rewarding experience 
for the employee, thus 
giving them an ideal to 
live up to.

an organisation. They know that 
the final product is actually the 
by-product of everything going on 
within the company and come up 
with suggestions for improving 
existing systems and procedures.

Conclusion
Issues related to human resources 
can tear at the very fabric of the 
company, chipping away even 
the most solid foundations built 
on some of the best services 
or products. Therefore, an 
understanding of employee 
behaviours and a solid rewards and 
recognition program are a must 
for every organisation to venture 
forward on the path to success.
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How a Gap Analysis 
Can Make Your 
Team Goals More 
Achievable?
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E
very organisation aims 
at working efficiently 
and profitably while 
achieving growth in a 

primed manner. This is often made 
possible by staying on top of things 
and creating setups wherein every 
process works in perfect tandem 
with the underlying business 
operations. The management must 
possess complete clarity on where 
it should be diverting its funds and 
resources at all times.

However, easier said than done, 
this state of affairs can only be 
achieved when organisations truly 
understand and know where their 
shortcomings lie. Gap Analysis lets 
you do that and much more. It is a 
strategic analysis technique that 
lets one identify gaps between the 
current situation and the desired 
future outcome.

Gap Analysis is excellent for, firstly, 
identifying the gaps and, secondly, 
helping to close these gaps by 
pointing out the opportunities 
for improvement. It highlights 
the areas that require focus 
and resources by answering the 
following three questions:

• Where are we? 
• Where do we want to go?
• How do we get there?

How Gap Analysis Helps 
Make Team Goals More 
Achievable?
The need for Gap Analysis arises 
out of any shortcomings faced 
by the business. The customer 
service department may be slow in 
responding to customer complaints 
or, perhaps, the sales team might 
have missed its targets or probably 
the organisation needs an overhaul 
in terms of the way business 
decisions are being made. Gap 
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analysis is the answer to any and 
every question.

It also allows everyone on the 
team to come together and look 
for solutions cohesively. One of 
the downsides to having multiple 
people involved in the strategic 
planning process is the differences 

To make the team goals 
more achievable, it 
is important to first 
identify which area 
of business requires 
to be analysed, what 
are the gaps, what 
is the end goal, and 
how to get there – gap 
analysis helps answer 
all of these.

in opinions and the lack of clarity 
on the way ahead. Gap analysis 
provides a framework that lets 
people answer specific questions in 
the form of a template and arrive at 
a suitable plan for the future.

Simply put, the need for gap 
analysis may come up multiple 
times in an organisation.

• Is it time to hire new team 
members?

• Invest in new software? 
Develop new systems?

Answering all these questions 
becomes much easier with the help 
of a thorough gap analysis.

Benefits of Conducting Gap 
Analysis
Gap Analysis brings in its wake 

a lot of benefits that are not only 
measurable but also reflective of 
whether the business is in the right 
direction to meet the organisational 
goals. Here are some of the ways in 
which gap analysis can prove to be 
a fruitful exercise:

Deep Insight:
An organisation can obtain an 
in-depth analysis of their business 
with the help of gap analysis. It 
provides a deep insight into each 
aspect of the operations, even the 
ones which might otherwise be left 
out.

Process Enhancements:
A gap analysis can help identify 
areas of improvement in an 
organisation’s operations. 
Whenever any department 
underperforms, gap analysis can 
be conducted to figure out the 
root cause behind the same. If the 
customer service department is 
failing to respond to all customer 
complaints and there are a lot of 
escalations, gap analysis can point 
out any process enhancement 
opportunities.

Expansion:
If an organisation is looking to 
expand its product portfolio, a 
gap analysis could be its best bet 
in looking out for new services 
or product opportunities in the 
market. There may be several 
gaps between what a company 
is currently offering and the 
expectations of the customers, and 
gap analysis could help identify 
and cater to this gap to develop new 
offerings.

Efficiency:
One of the generic and very 
important benefits of conducting a 
gap analysis is that it helps improve 
the efficiency of the business by 
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highlighting anything unusual 
going on in the company. Once that 
is revealed, it becomes a lot easier 
to focus resources and energy on 
exactly what needs to be done.

How to Perform a Gap 
Analysis?
To make the team goals more 
achievable, it is important to first 
identify which area of business 
requires to be analysed, what are 
the gaps, what is the end goal, and 
how to get there – gap analysis 
helps answer all of these.

Here are the five steps to be 
followed while conducting a 
gap analysis for any specific 
team, business division or the 
organisation as a whole:

Analyse the Current State:
Start with the current state, always. 
Gather an understanding of where 
the organisation stands at the 

moment before making plans 
to achieve goals. For instance, a 
company aspires to become the 
industry leader in their space 
but faces frequent lawsuits from 
unsatisfied customers for product-
related issues. Do the problems 
exist in products or are customer 
queries genuine and customer 

service teams need to be trained to 
handle issues better at the initial 
level? It is impossible to perceive 
this without digging deep, talking 
to the people involved, gathering 
data and exploring the KPIs. 
Figure out what leads to customer 
irritation by looking at both 
quantitative information, such as 
the organisation’s NPS score or the 
number of dissatisfied customers 
handled each week through 
calls; also look into qualitative 
information such as customer 
comments and the feedback given 
by the customer service team that 
pinpoints any sorts of loopholes in 
catering to them. 

The aforementioned process 
remains the same even if you want 
to analyze a more strategic area of 
the business., A sales team looking 
to become the best in their industry 
or figuring out any gaps internally 
should get down to analysing 
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Gap Analysis is 
excellent for, firstly, 
identifying the gaps 
and, secondly, helping 
to close these gaps 
by pointing out the 
opportunities for 
improvement. It 
highlights the areas 
that require focus
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their sales pitch, conversion rates, 
targets, growth rates, etc.

It is important to get an in-depth 
understanding of the problem 
at the initial stage. This is made 
possible by shedding light on all the 
contributing factors and realising 
what the issues are. Doing so 
provides a better insight into the 
bigger picture.

Identify Where You Want
to Go:
Once you have a complete picture 
of the events that are happening, 
next you should focus on what the 
organisation wants to achieve and 
how it should use the available 
information to do that. Ask 
questions that will automatically 
answer where the company wants 
to go in the future. What should 
the future look like? What’s not 
happening that should be? For 
instance, a particular marketing 
company has a range of freelance 
writers. However, if a significant 
amount of its internal time and 
resources gets wasted in editing 
and rewriting the work received 
from freelancers, then it is a 
problem. The company may want 
to look into it and completely 
restructure their content creation 
process to achieve more efficiency.

Similarly, a factory unit of a 
particular production company may 
want to achieve a state wherein 
they can meet all their safety 
regulations. This may include 
regular temperature checks of the 
workers and ensuring that everyone 
present at the plant site dons safety 
hats, masks, gloves, etc. The current 
situation may be far from what the 
company aspires for.

In both the situations above, you 
need to change the current scenario 

as it falls short of the ideal state. 
But instead of fumbling in the dark 
by putting in place random quick-
fixes that won’t get the organisation 
anywhere, it’s good to picturise the 
goal and then move ahead in the 
direction.

But realistically, how to get into the 
ideal state? That’s the next step!

Find Gaps and Figure Out 
Solutions:
The first two steps, albeit necessary 
and imperative, will not seal the 
deal. They are just the building 
blocks for the final solution. Laying 
down goals without putting forward 
the required solutions can make 
goals seem lofty and unattainable. 
This is why this step requires 
eliciting doable solutions that will 
bridge the gap between the current 
and the desired outcomes.
Going back to the marketing 
company example we quoted before, 
a gap analysis will raise a valid 

question that needs to be answered: 
how to reclaim brand identity 
by being more in control of the 
company’s content?

Some of the workable solutions to 
the above could be:

• Explore in-house content 
creation possibilities, which 
means hiring full-time 
marketing resources. Again, 
it would be good to consider 
that this can prove to be more 
expensive than working with 
freelancers.

• Re-evaluate the pool of 
freelancers that work with 
the company; retain and work 
only with those who meet all 
the guidelines laid down and 
submit quality work, while 
letting go of those who do not. 
One of the downsides of doing 
this is that the process can 
be time-consuming and the 
company can experience higher 
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turnaround time to cater to 
their customers due to being 
associated with fewer number 
of freelancers than before.

• Streamlining one’s content 
creation guidelines and 
retraining the freelancers can 
be another option to consider, 
which will again require 
time and effort and does not 
necessarily guarantee the 
required results.

Depending upon the company’s 
requirements, one of the above 
solutions should be implemented. 
If the management feels that it’s 
feasible to increase expenditure by 
hiring full-time resources, to obtain 
complete control over the content, 
then the first option is their best 
bet. However, the second and the 
third options can be mulled over if 
they are cost-conscious and there 
is no room for more investment. 
Arrive at a solution that’s a win-
win for everyone, based on the 
organisation’s and the team’s 
priorities.

Implement Plans to Bridge 
Gaps:
Change is constant; yet with 
every change, there comes a bit 
of resistance. Once a decision is 
reached upon, it’s important to 
take the rest of the team members 
and the other departments into 
confidence. Come up with a plan of 
action as the changes may affect the 
other departments, too. The final 
steps would be to establish a clear 
strategy and measurable goals, and 
transition into implementation 
mode by involving every team 
member. Assign specific tasks and 
make people accountable for the 
same. Have a timeline or schedule 
for rolling out the planned changes.
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Gap-Analysis Tools:
Below are some of the gap-analysis 
tools that lend a more practical 
approach to everything discussed 
above:

 It is important to 
get an in-depth 
understanding of the 
problem at the initial 
stage. This is made 
possible by shedding 
light on all the 
contributing factors 
and realising what 
the issues are. Doing 
so provides a better 
insight into the bigger 
picture.

SWOT Analysis:
The good old SWOT analysis is 
probably one of the oldest and 
most widely used tools for an 
organisation to discover their 
Strengths and Weaknesses in 
the internal environment and 
Opportunities and Threats that 

exist external to the company. This 
can be done by the steps which 
follow:

• Indulge in a brainstorming 
session by gathering team 
members

• Create a SWOT Analysis matrix 
by listing down strengths, 
weaknesses, threats, and 
opportunities in a clockwise 
manner

• Discuss and figure out the ways 
to let go of the weaknesses 
by relying on the strengths 
internally

• Similarly, explore opportunities 
present in the market to ward 
off threats that may exist in the 
market

SWOT analysis is a quick, easy, 
and reliable tool for analysing any 
sort of gaps that need to be filled in 
going forward as an organisation.

Fishbone:
Going by a lot of different names 
such as herringbone, Ishikawa, and 
cause & effect, the fishbone analysis 
helps to dig deep into the root 
cause of the problem. The fishbone 
diagram has a distinctive shape 
and lists the 6 M’s that help target 
exactly where the issue persists; 
these are:

• Measurements
• Materials
• Machine
• Methods
• Manpower
• Mother Nature (environment)

Choose a category that is related to 
the central problem and study the 
cause-effect relationship.
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A lot similar to SWOT analysis, 
PESTEL analysis helps to identify 
threats and opportunities by 
examining external business 
environments.

Here, PESTEL stands for:

• Political
• Economic
• Sociological
• Technological
• Environmental
• Legal

This analysis proves to be quite 
useful when a company wants 
to look at the external situation 
from a macroeconomic point of 
view. This helps in minimizing 

risks from outside turbulences and 
current issues while looking at the 
opportunities for change.

McKinsey 7S Framework:
McKinsey 7S framework puts focus 
on the 7 interrelated elements of an 
organisation – Strategy, Systems, 
Structure, Shared Values, Skills, 
Style and Staff. The first three S’s 
are also known as hard elements, 
ones which are tangible and hence, 
can be controlled. The last four S’s 
are referred to as soft elements, 
intangible ones and therefore 
cannot be controlled. This analysis 
helps figure out whether all the 
elements are aligned well with 
each other. If not, analyse the 
gaps and address them. Define the 
state where all of them would be 

aligned together optimally. Based 
on the desired state, come up with 
a plan of action to realign the same, 
implement changes and review the 
same continuously.

Nadler-Tushman Model:
This model gives a holistic view of 
the operations of an organisation 
by examining how each business 
process affects another and 
identifying which gaps affect 
efficiency.

The operations are divided into 
three groups namely:

1. Input: The company culture, 
employees and all the resources 
that are used to create the 
company product. 

2. Transformation: The teams, 
processes, and systems that 
are responsible for taking the 
input and turning them into an 
output. 

3. Output: The final product or 
service.

The Gap Analysis is an essential 
tool for every business to streamline 
their operations and achieve team 
goals in a structured fashion, using 
strategic means that helps meet the 
distance between the current state 
and the ideal future state.
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