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'Covid-19 disrupted the workplaces and transformed
work’, is an old proverb now. Today, we have
entered a stage where virtual and remote work has
been normalised and productive home working
is a reality. As the COVID-19 vaccine is rolled out,
employers consider bringing employees back to the
workplace, however, the idea of returning to the
office and working five days a week has already
become passé, which is why the idea of hybrid
work model is finding greater popularity among
employees.
Employees have become aware that they can do
routine tasks virtually from anywhere, and now
believe that they should attend the office only when
work requires important team collaboration – a
team meeting, collective learning, or innovation
for example. This has radically shifted employee
behaviour and put employee preferences at the
centre stage, and this will have a long-lasting and
profound impact on how we work in the years
ahead.
In this new world of work, it will be crucial for
organisations to identify and recognise employee
preferences, shape a workplace model wrapped
around them, and capitalise on the evolving nature
of the office by striking a balance that combines
virtual and physical workspace. Ms Pradnya
Kulkarni, Regional Head - Talent and Learning at
Western Union, and our Leader in Spotlight for
this edition shares her insights on this ongoing
remote work renaissance, the increasing need
for flexibility, and creating a future flexibility
framework that is based on Core Values.
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As a part of this edition, we have also interviewed
Mr Saurabh Sharma, Head of Talent Acquisition
- Asia & LATAM at OLX Group. He talks about
personal challenges to managing virtual teams,
prioritising skills learning in employees, and
building flexible talent acquisition strategies
to meet both the needs of the business and the
workforce.
Sharing with us some wisdom nuggets from their
experience, we also have Ms Harini Sreenivasan,
Mr Sahil Nayar, Ms Akanksha Awasthi, Mr Kenneth
Wheeler, Ms Kriti Sobti, Mr Ankur Gautam, Mr Anil
Misra, Mr Manmay Prasad, Mr Prabhash Nirbhay,
and Mr Faiz Shaikh. We’d like to thank each of them
for their contributions.
As we plan for this hybrid future, strong leadership
remains key. We will have to retool the workplace
for more virtual collaboration and rethink how to
get the best out of each employee and give each
voice an equal opportunity to be heard, We need to
keep experimenting, adapting and learning from
this experience with the workforce front of mind,
until we are able to incorporate it into the hybrid
reality - our new normal.

Follow

WHAT WOULD THE

HYBRID-REMOTE WORKPLACE

LOOK LIKE?

The World is Ready for
Hybrid Working
Employees call for greater
ﬂexibility in the wake of Covid-19

What Would the Hybrid
Work Setup Look Like?
81% want more ﬂexibility in how
and where they work

8 in 10 say that a mix of
ofﬁce-based and remote
working is optimal

Option 1
Some
employees
work from
home, while
others work
from the
ofﬁce

Option 3

A
combination
of the
two

Option 2
All
employees
spend part
of the week
in ofﬁce and
part of the
week
working
remotely

Is the Workforce Prepared for Working in a Hybrid Model?

About 1/3 of
employees would
want to prefer to split
their time between
home and ofﬁce

64% of the workforce
would want to at least
some hours in the ofﬁce,
as opposed to working
entirely remotely

43% of workers have
clear communication
by their employers
on the reopening
of their workplace

FEBRUARY 2021

Only 45% of
employees believe
their employers are
ready to reopen their
workplaces
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NEW APPOINTMENTS

Titan Appoints Swadesh Behera as
the New CHRO
Titan has announced the
appointment of Swadesh Behera
as Chief Human Resources Officer.
He is replacing Titan CHRO Raj
Narayan who is retiring from the
company on June 30. Prior z this,
Swadesh was Senior Director – HR
at Boston Scientific Corporation
(BSC). His previous stints include
Ranbaxy, Coca Cola, and MSD
Pharmaceuticals.

KPMG Names Sunit Sinha
as Partner & Head – People,
Performance and Culture
KPMG in India has appointed Sunit
Sinha the Partner and Head of
People, Performance and Culture
(PPC) of the firm. In his new role,
Sinha will look after HR functions
for all of KPMG’s businesses based
out of India. Prior to this, Sinha
was Managing Director, Strategy &
Consulting – Talent & Organization
of Accenture India.
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STMicroelectronics Ropes in Rajita
D’Souza as President- HR & CSR
STMicroelectronics, a global
semiconductor leader has appointed
Rajita D’Souza as President – HR
and CSR. Prior to this, D’Souza was
CHRO at Bekaert for over three
years. D’Souza has a wide experience
in large industrial companies. In
her new role, she will lead the ST’s
people development, performance
management, compensation &
benefits and recruitment, globally.

JK Technosoft Hires Suja Antony as
AVP - Global Talent Management
JK Technosoft, the global software
solutions provider has appointed
Suja Antony as AVP- Global Talent
Management. She will be responsible
for strengthening the talent pipeline
for meeting the diverse talent
needs of the organisation. Prior to
joining JK Technosoft, she has been
associated with companies like
Capgemini, Barclays, MSCI and UBS
Business Solutions.

Indian Hotels Gets New Senior Vice
President and Global Head – HR
Gaurav Pokhariyal has been named
the Senior Vice President and Global
Head – Human Resources by Indian
Hotels. Until now, Pokhariyal was
Senior Vice President – Operations.
Pokhariyal has spent close to seven
years at Indian Hotels, and before
that, he was with The Coca-Cola
Company for a period of 15 years.

V Krishnan is Havells India’s
New CHRO
V Krishnan has been appointed
as the CHRO at Havells India.
Krishnan holds over three decades
of experience in HR. His longest
stint was at Dabur India, where
he was executive director – HR
(India & SAARC) for over 16 years.
An alumnus of Aligarh Muslim
University, Krishnan is known for
his organizational awareness and
deep business insights.

Compiled from Various Online Sources
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INDUSTRY NEWS

IT Will be the Biggest Employer in
2021: Survey
An e-recruitment portal surveyed 1,735 HR managers working in
different industrial sectors and startups to understand the HR
learnings from 2020 and the skill roadmap for 2021. The study revealed
that the coming year will see maximum professionals being hired in
the information technology (IT) domain, followed by healthcare and
then e-commerce. According to the survey, digital roles are being
preferred over mass roles and new roles like back-end developers (28%),
data science & analytics (22%) and cybersecurity (16%) personnel are
more in demand than other roles.

53% Companies in India to Increase
Headcounts in 2021: Report
According to Michael Page India’s ‘Talent Trends 2021 Report,
businesses across sectors are working towards a healthy recovery with
a renewed positive outlook in terms of hiring in 2021. According to the
report, nearly 53 percent of companies in India are looking to increase
their headcounts in 2021. Apart from this, 60 percent of employers are
willing to increase salaries. 55 percent of the companies are planning
to give out bonus payments with 43 percent of them looking to give out
more than one month’s worth of bonus, as per the report.

Tata Steel Mining Introduces
Several Employee-Friendly Leave
Policies
Tata Steel Mining Limited has announced many new leaves to ensure
an inclusive, happy and engaged workforce. The latest additions to
leaves include leaves for maternity & surrogacy, child care, new-born
parent, adoption (which include single male & transgenders), and
menstrual. The ‘new-born parent leave’ permits an employee (men,
transgenders, or anyone partner of gay/lesbian couple) to take up to
seven days off. Also, a day’s leave can be taken by women as ‘menstrual
leave’ every month, for which they do not need to seek approval.
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INDUSTRY NEWS

Social Security Benefits for India’s
Gig Economy Workers: Budget 2021
Finance Minister Nirmala Sitharaman proposed in the annual
budget extending social security benefits to gig workers and other
platform workers and launching a website to help these workers find
employment. This means minimum wages will apply to all categories of
workers, and they will all be covered by the Employees State Insurance
Corporation. The measures will impact around 15 million gig workers
in India, in addition to online platform providers across sectors such as
transportation (Uber and Ola), food delivery (Swiggy and Zomato), and
the contract workers in IT and software firms.

Automation to Eat Up 5,000 Jobs at
Tech Mahindra
Despite rising revenues, IT major Tech Mahindra is planning on
slashing close to 5000 workers from its existing workforce of 38,000
employees in FY 2020-21, as a larger part of the tasks get completed
through automation and artificial intelligence rendering many roles
redundant. The organisation is now focusing on ways to eliminate the
“non-linearity” that exists between revenue growth and total workforce
strength. Alongside, the Company had reportedly announced its
intention to hire fresh engineering and management graduates along
with experts in new-age skills.

65% Working Women Feel Covid
Impacted Their Careers Negatively
According to a survey by Women in Technology ACE, India, in its
report titled, ‘Impact of the Covid-19 Pandemic on the Indian female
workforce’, reveals that about 65 percent of professional women saw
their careers being negatively impacted by the Covid-19 pandemic,
while an alarming 86 percent reported an increase in their domestic
responsibilities. In the survey, 4 in 10 women reported job losses in
2020. In April and May alone, 17 million women reported losing jobs.
A good 74 percent also agree that women have been more adversely
affected by the pandemic than men.

Compiled from Various Online Sources
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Is Hybrid
the Future
of the
Workplace?
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ed that in a decade, there will be a
60/40 split of onsite/remote work.
For the most part, remote working
was a successful transformation
as it liberated employees from
the confines of a physical office,
improved employee productivity,
made work more flexible, however,
employees are also expressing
concerns about remote working
in the long-term as WFH setup
is impacting overall health and
mental wellbeing of the workforce
- burnout is hitting an all-time
high. Now that they have had
a taste of it, the limitations and
the benefits of remote work are
clearer. Also, more than half the
workforce - frontline workers,
factory workers, and many
service workers – have little
or no opportunity for remote
work. According to Mckinsey,
remote work risks accentuating
social inequities, not to mention
disparities in well-being in an era
of unpredictable pandemics. So,
what’s the way forward? Will we
start working in the office like
pre-pandemic times? Will we all
be working at home forever and
to what extent? Or will it be a
mix? These are some of the burn

ing questions on almost every
employee’s mind and employers
suddenly find themselves at a
crossroads, trying to appease
employees while balancing
business and productivity goals.
Undoubtedly, the pandemic
has forever changed us, and
the workplace experience may
never be the same. While work
from home is not feasible in the
long run, nor is it reasonable to
expect a return to pre-pandemic
times where most employees
are ensconced full-time at the
office. In the latest report from the
Capgemini Research Institute –
The future of work: From remote
to hybrid – 500 organizations
and 5,000 employees around
the world were surveyed and
insights of various academicians
and executives were considered.
The report found that remote
working is definitely the new
normal – 75% of the organizations
expect at least 30% of their
employees to work remotely, while
over 30% expect 70% of their
workforce to become remote. As
they transition, organizations are
finding that remote work boosted

HIGHLIGHT

ast year, the Covid-19
pandemic drastically
upended our lives
and accelerated a
transformation in the world of
work that would usually take
decades to emerge. It forced
companies to adapt to work from
home (WFH) almost overnight
as people shifted from office
amenities to kitchen table
collaboration, and just as that was
falling into place, they had to start
thinking about return to the office
(RTO). This has left many of us in a
state of paralysis wondering what
the future of work will be like.
Although employees everywhere
have settled into the routine of
mandatory remote work and many
companies have been pleasantly
surprised by how successful
remote work has been, still,
having a fully remote, home-based
workforce in the long-term is just
not viable. According to Cisco's
Workforce of the Future survey,
90 percent of office workers in
India would prefer a hybrid work
model in 2021. In another survey,
55% of workers in the US want a
mix of home and office working.
And in China, it has been predict
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productivity and cost savings,
by up to 24% in Q3 2020. But
while nearly 70% of organizations
expect these benefits to outlast
the pandemic, spurred notably by
reductions in real estate, facilities
management, and business travel
costs, employees are feeling
apprehensive about the long-term
consequences, as burnout starts
to take its toll. In fact, half of the
new joiners said they would quit
if remote working were the only
option presented to them.

Employees aren’t exactly begging
to come back, in fact, they don’t
need to be in the office all the
time—however, they really want
to be in the office for certain
reasons. According to a survey
by FlexJobs, employees still miss
the office—particularly the social
connection. Among the things
they miss working in the office
include:
There is no denying the fact
that the office remains a critical
resource for work and interaction

44%

miss seeing their
colleagues

miss personal
interactions with
colleagues

20%

14%

of workers say
they find it difficult
to “unplug” when
they work from
home

miss in-person
meetings
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Today, organisations clearly
understand that remote working
works, and it has obvious
benefits – remote work will

49%

26%

12

between colleagues helps forge
teamwork, but it’s no longer seen
as mandatory. Organizations
now will have to focus on the
employees’ changing needs and
behaviors and hence find the
right working model where both
employee and employer alike
benefit from a more flexible –
hybrid – way of working.

miss the water
cooler chats

14%

11%

the stimulation
of the office
environment

feel lonely
working
at home

FEBRUARY 2021

Work has always been defined
by location - the office is the
“workplace” where people are
supposed to work and where
actual work happens, but that
relationship is now breaking.
Hybrid is the way forward to
keep your business running,
where the office takes on a more
nuanced role and transforms from
a place where you have to be, to
somewhere you want to be, some
of the time. On one hand, hybrid
work helps employers drive more
flexible arrangements to cut real
estate costs and access a fluid
and dispersed workforce and on
the other hand, it tends to give
more autonomy to employees to
decide when to work as well as
where, and a greater choice of
employers now that geography
is less of a constraint. Ideally, it’s
the best of both worlds: structure

and sociability on one hand, and
independence and flexibility on the
other. Employee experience gets
redefined and hybrid becomes
the place where face-to-face
collaboration moments happen
– from brainstorming sessions,
introducing new projects, or teambuilding exercises, socializing
with teammates to key creative
sessions, while remote days would
be for work that can be performed
individually. The office could be
redesigned and reorganized by
getting rid of cubicles and creating
more collaborative meeting
spaces like hot desks, creative
and entertaining spaces, digital
showcases and coffee bars.
As the boundaries between
work and life, work device and
personal device, and business
and play become more blurred,
the expectation for flexibility,
autonomy, transferability, across
time (when work/life happens),
location (where they happen),
and device (on what they happen)
will increase more over time.
Employers now need to build
their workplace strategy around
these expectations as the human
experience takes centre stage.
This fusion of remote work and
in-office working which has
emerged as a preferred set-up is
an opportunity, done right, will
empower employees to work
flexibly depending on the type of
work they need to do and their
individual circumstances and allow
organizations to better recruit
talent, achieve innovation, and
create value for all stakeholders.

Events of 2020 have pushed
organizations into an
unprecedented and unplanned
experiment in remote and hybrid
work. However, thanks to this
experiment, businesses have
become quite adept at getting
used to a new way of doing
things. Now that the world has
got to grips with remote work and
virtual meetings, a shift to a hybrid
work model will be inevitable.
Employers need to think about
what will work best for their
people and must embrace agility
to thrive. The new normal is going
to be different, hence the future
of work requires an open-minded
approach to hybrid models. We
can take advantage of this future
working model to build better,
more productive, healthier ways
of working and define the future
of work. Perhaps the biggest
lesson we can learn from this is
that being at work does not mean
being at the office. Work is an
outcome! Going forward, the new
balance will likely be 3+2 (3 days
in the office, 2 days at home).

HIGHLIGHT

earn a permanent place in the
employment mix sooner or later. In
order to continue realizing remote
working benefits and manage
employee expectations of return
to the office, the shift to a hybrid
workforce model is inevitable. In a
future of work that is increasingly
worker-centric, businesses need
to reinvent themselves with
the workforce front of mind
and prepare for and optimize
the future working models of
tomorrow which will not be about
working from home “or” working
from the office, but a perfect
balance between both. Google is
all set to test a hybrid work-fromhome model whereby employees
won’t be required to return to
the office full time. This comes
in the wake of a report showing
62% of their employees want to
return to the office, though not
permanently.

“Sometimes the questions are
complicated and the answers are
simple.” - Dr. Seus
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SPOTLIGHT

PRADNYA KULKARNI
is a leader in Human Resources with over 22 years
of experience across the gamut of human capital
management, skilled in organizational change
and culture development, leadership and talent
management, and building diverse teams across
various lines of business and regions. Certified Coach,
Diversity, Inclusion and Equity Champion, NASSCOM
Speaker, GHCI Chair, Strategic and commercial
business partner, Social Impact contributor. She has
travelled across and worked extensively with people
from different cultures – American, British, Swiss,
German, Australian and Chinese besides Indian.
Currently heads Talent and Learning for the APAC
region at Western Union.
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The Future
Favors
Flexibility
I

n this exclusive
conversation with All
Things Talent,
Ms Pradnya Kulkarni,
Regional Head - Talent
& Learning at Western
Union, shares her views on
the ongoing remote work
renaissance, the increasing
need for flexibility, and
creating a future flexibility
framework that is based
on Core Values. She also
talks about the role of
leaders and the employees
in creating a sense of
belonging and ensuring
that ‘out-of-sight’ is not
‘out-of-mind’.

FEBRUARY 2021
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SPOTLIGHT

ATT: As businesses grapple with
the acute disruption brought on
by the pandemic, we find that
many companies have accelerated
their digital transformation
efforts. There has been increasing
use of technology to work, play,
and stay connected which is
shaping new digital habits and
redefining work. What are some
of the factors that have helped
organizations to reset, pivot,
and think big to transform their
business operations to match
the new digital business and
operating models?

16

Pradnya: There are three key
areas that will play a vital role in
this - a) the nature of work, b) our
workforce- the human capital, and
c) our workplace- both physical
and virtual. While almost all
organizations had their digital
roadmaps drawn pre-pandemic,
the pandemic accelerated digital
adoption in a big way. Customer
needs changed overnight given
the restrictions brought about
by the virus. This led to faster
digitalization of solutions by all
businesses exploring ways to
digitize some or all work through
advances in robotics, IoT, cloud,
and other technologies. The same
happened with the workforce of
the large corporates – especially
those in the knowledge economy.
The sudden switch from mostly
on-prem work to the remote
working model brought on a
never seen before adoption of the
collaboration tools and platforms
to support dynamic working. As
the horizon for so-called return to
normal kept getting distant, there
was a perceptible change in the
mindset and a new normal quickly
emerged wherein the previous
dogmas around operating models
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started being challenged and
most organizations decided not to
waste a good crisis and leapfrog
into the new ways of working.
Organizations started futureproofing their strategies, trying to
optimize the benefits of both onprem and remote working models
in order to increase productivity,
reduce operational spend and
increase their access to the now
inaccessible talent pool.

ATT: Covid-19 changed the way
we think about remote work.
Currently, we’re in a remotework renaissance, with many
options available to connect and
collaborate with each other and
a new range of possibilities for
the way businesses can work
and structure themselves. But
after everyone settled into the
new working environment, what
quickly became apparent was
that in addition to its benefits,
WFH created new mental health
challenges for employees and
profoundly impacted their worklife balance. What lessons are you
drawing from these experiences?

Most employees appreciate
flexibility, especially those with
long commute times, the minimal
support system at home, elderly
parents or young kids, etc. On
the flip side, we also saw many
employees are experiencing
hardships working from home:
struggling to separate their
work lives from their personal
ones, experiencing loneliness
or miss office with a dedicated
workstation. We learned that if
we help employees support their
personal lives more effectively,
they not only have better lives
but perform at a higher level.
Continuous remote work extends
the workday, diffuses work-life
boundaries and affects mental
wellbeing. From the employee
perspective, the shift is massive
and very consequential: people
are making new choices about
where they want to live and
creating new expectations about
flexibility, working conditions
and life balance that can’t be
undone. We may see an evolution
where employees no longer have
an agreed-upon set of hours to
work and instead just focus on
a set of outputs to achieve. In
the pre-COVID environment, the
existing workforce relied upon
their deep working relationships
to collaborate seamlessly in the
virtual environment. However,
the new recruits who onboarded
virtually during the pandemic
would take a lot longer to create
a strong bond, understand the
organization’s culture and then
embed themselves.

Pradnya: Some lessons learned
from the past year are that we
can accomplish many tasks
remotely without a significant
impact on productivity or quality.

The key question then is – “How
would the new talent pool
adapt to these changing work
environments?”. There is work
set out clearly for the leaders

and existing workforce as well
as the new recruits to create
a sense of belonging and stay
in the information flow of the
organization ensuring ‘out-ofsight’ is not ‘out-of-mind’.

ATT: The current world context
is pushing organizations
to make better-informed
decisions, redefine work and
workplace, experiment with
unfamiliar business models,
embrace agility and flexibility
to survive in a rapidly changing
environment. There is no
playbook here, and definitely
no one-size-fits-all approach to
how one deals with this crisis,
therefore, organizations want
to provide as many options and
resources as possible to their
employees. Western Union has
been operating according to
the highest ethical standards,
prioritizing the health and
financial security of its employees,
addressing unmet social needs
and promoting the well-being
of its employees, customers,

Pradnya: We have a strong
listening strategy, which was
deployed 2 years ago. Through
our monthly listening, we get
real-time employee sentiment
and experience. Key data themes
across internal and external
sources show significant
changes in previous work
expectations. The risk of losing
top talent to employers whose
work models align more with
employee expectations is very
real. Therefore, we are working
towards shifting mindsets, creating
guidelines on flexibility which are
globally consistent, locally relevant,
and modelled by leadership with
limited exceptions for work that
cannot be achieved without
physical contact. Consistent
with our Talent strategy at WU,
we notice and understand that
workplace in the post-pandemic
environment is changing, it is
becoming more flexible and still
balancing employee and employer
needs.
ATT: Along with remote working,
’flexibility’ has become a major
part of our “new normal.” Today’s
newfound flexibility not only
helped businesses embrace
uncertainty but also mitigate
some of their greatest challenges.
Flexibility, to put it mildly, has
the ability to change our ways of
working forever. How do you plan
to drive a flexibility framework
and use it to your competitive
advantage?

throughout the year which will
help drive the flexibility mindset.
Some examples of which are:
•

Taking time off: Importance of
mental health and productivity
benefits, scheduling time
off and modelling the right
behaviours by the leaders.

•

Meeting reset: Adjusting
meetings to 20/50 minutes
so as to allow some time
between meetings. Reviewing
the invite list to see if indeed
each of the participants must
attend the same meeting and
frequency of meetings. Better
appreciating time zone equity.

•

Creating boundaries:
Scheduling some No-meeting
periods so as to be able to
work across time zones.
Allotting working hours and
how to say no.

•

Communicating effectively

•

Building remote work
relationships

SPOTLIGHT

Organizations have to rethink
their working arrangements.
While remote working has been
successful for most teams, the
need for face-to-face interaction
cannot be overlooked to facilitate
collaboration, build relationships,
solve complex challenges and
generate ideas. This re-calibration
will eventually see a sustainable
new normal, maybe a hybrid
workforce and distributed
workplace. As leaders, support
for mental health and financial
health will become table stakes of
the benefits to be offered to the
employees. Organizations would
invest in preparing the managers
for perpetual virtual working for
some part of the workforce.

and stakeholders. How are the
pandemic-induced regime of
remote work, flexible hours and
virtual technology redefining the
future of work at Western Union?

As we think about the future, we
are re-imagining the workplace
to support our strong culture and
talent strategy and incorporating
flexibility. Our focus on our
customers, business growth and
the safety of our employees is
grounded in our core values.

Pradnya: We have put together
a series of communications
FEBRUARY 2021
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The ‘Flex’ Imperative:
Building Flexible Talent
Strategies for the Win
In this exclusive interview with All Things Talent, Saurabh
Sharma, Head of Talent Acquisition - Asia and LATAM at
OLX Group talks about personal challenges to managing
virtual teams, prioritising skills learning in employees, and
building flexible talent acquisition strategies to meet both
the needs of the business and the workforce.
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SPECIAL FEATURE

SAURABH SHARMA
Saurabh is a Talent Acquisition leader with 15 years of professional experience and
a demonstrated history of working in the Internet Industry, IT Services, Management
Consulting & Financial Services. He graduated in General/Global Business Management
from IIM-Calcutta. Saurabh started his Talent Acquisition journey with Infosys and since
then he has been part of large enterprises and startups like Ericsson, American Express,
ZS Associates, and OLX Group. He has a wide experience of understanding the talent
needs of the organization and developing capabilities and solutions to infuse the best talent
for the organization’s growth. Over the last few years, Saurabh has played a vital role
in managing Talent Acquisition for the South East Asia region (across 11 countries) and
leading teams virtually in distributed set-ups. His role has been instrumental in building the
Talent Acquisition Center of Excellence and rolling out end-to-end RPO programs across
11 countries with multiple business units. He is passionate about public speaking and has
been a key speaker at National & International HR Summits/Conferences and also at top
Engineering & Management Schools (Including IIMs).
FEBRUARY 2021
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ATT: With your rich work
experience of 15 years in Human
Resources, how has your journey
been so far? Please tell us about
your career and your current role?

online and offline world together to
make it very convenient for all our
customers.

Saurabh: I had a rather unusual
career, which helped me gain a
much broader perspective about
work and organizations that I
worked with. I started out as
a software engineer, moved to
human resources early on in my
career and worked through IT
services, Management Consulting,
Telecom and Internet industry
focusing on Talent Acquisition.

We may have a very clear
business plan but as an HR
leader, however, it’s very
important to have a view of
the market talent landscape
and marry them at the
workforce planning stage.
Any discoveries on the
labour market later will cost
the business additional time
and money.

I have had the opportunity to
work with organisations which
have been there for 100+ years
like American Express /Ericsson
and startups like OLX, which is
a little more than 10 years old.
I worked for organisations with
over 1,00,000 employees and
also at organisations that had
less than 1500 employees. These
experiences have helped me
evolve as a leader and add value
to wherever I have worked. Having
worked as a Talent Acquisition
Business Partner and setting
up COE (Centre of Excellence)
across 11 countries with multiple
business units has helped me
explore the depths of business
understanding and functional
understanding.
In my current role, I lead Talent
Acquisition for Asia and Latin
America where I help build and
grow our businesses across 8
countries. We have a unique
business proposition in buying and
selling used cars. We aspire to be
the most trusted partner for car
consumers and offer them peace
of mind on every transaction they
make with us. We are bringing the
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REMOTE WORKING
ATT: You have experience in
managing and leading teams
virtually in distributed set-ups
across geographies. What is your
advice on effectively managing
virtual teams? Could you share
some personal examples when
you’ve struggled in work with a
virtual team and the way how you
overcame this?
Saurabh: Thanks for this million
$ question :). Currently, my team
is spread across 6 countries (and
supporting business across 10
countries). This isn’t the first time I
am working with remote teams in
my career but this is the first time
I have started working with them
during the pandemic and hence,
I am learning to work with them/
know them only virtually. Frankly,
this hasn’t been easy.
We come together representing
so many different cultures and
languages. Also, there are changes
across the way we operate on

the business side and human
resources side. All put together is a
lot, but then we all are on the same
page when it comes to supporting
business.
I have struggled with many
aspects - first and foremost being
language. In countries where
English is not the language for
business operations, it makes it
difficult to drive a big change.
You’re never sure if everyone has
got the intent right. The second
has been the time zone. When
you work in an opposite time
zone to your business, that is a
limiting factor. You have a limited
opportunity to interact with your
teams and business leaders.
What worked for me, is having a
clear intent and explaining it to
business and re-iterating to teams.
Second, it is empowerment and
trust. As a new leader sitting miles
away, you need to join the team
to listen, support and trust them.
Only then they will rally around
and make things happen!
ATT: Furthermore, what kind of
mistakes when working with a
virtual team, project managers
may be especially vulnerable to?
Saurabh: The number one being
- assuming not being able to
express means team members
haven’t done the job. Due to
language barriers and different
cultural contexts, they may not be
able to communicate and it’s easy
to jump to the conclusion that they
are not committed or don’t have
desired skills.
Secondly, there are so many
differences between cultures
and local laws. Assuming, what
works for most countries may not

be what works for ALL. You will
have to deal with it individually
understanding the local context.

ATT: In your opinion, how can
HR leaders build adaptable talent
acquisition strategies to meet
both the needs of the business
and the workforce?

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

Organisations need to be creative
and be realistic when upskilling
and reskilling their current talent
pool. They need to keep in mind
when planning for learning
opportunities that employees have
a lot on their plates right now they are overwhelmed with family
and home stresses while working
from home - and can hesitate to
spend working time on training.
Thus, organisations need to take
a learner-centric approach, which
means if they want employees to
prioritize learning new skills they
need to repeatedly and clearly
state that it’s okay to take time
to learn new skills and ensure
it’s easy and convenient to do so.
Employees need to be prepared
for dealing with ambiguity and
hence it becomes important
for employees to gain valuable
and high-demand digital skills.
Also, this is a good time to
rethink existing agile practices

TALENT MANAGEMENT
ATT: To get highly skilled
quality talent in the door, HR
and recruiting leaders will
need a new talent acquisition
strategy post-Covid-19 crisis.
How can organizations rethink,
remodel and revamp their talent
acquisition strategies and make
sure their talent strategies align
with their innovation strategies in
2021 and beyond?
Saurabh: Simply put, the candidate
has to be brought to the centre
stage as an equal partner in this
process. Organisations need to
be clear on what the role is and
whom they need for this role so
that they can pass this clarity to
the candidates. We need to get rid
of template job descriptions and
build more specific/focused job
descriptions. At the same time, we
will need candidates who have a
fair assessment of their skills and
are aware of their development
areas. This will bring an honest
conversation to the table and
make this exploratory journey
worthwhile for the candidate and
the organisation.

FUTURE OF WORK
ATT: Lastly, 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?

SPECIAL FEATURE

Saurabh: Whether Covid or
not, workplaces are changing
faster than ever. Technology is
influencing the way work is done.
The workforce is changing. There
is a gig economy catching up
where you build short-term project
teams task forces and then move
on.

and training programs for the
current employee experience. A
special focus should be on finding
learning opportunities in everyday
meetings.

Saurabh: In the current world,
business strategy is agile to be
very responsive to the market
and customer needs. Your talent
strategy should be equally flexible.
You recruit for today’s role keeping
in mind the organization's longterm objectives. We may have a
very clear business plan but as
an HR leader, however, it’s very
important to have a view of the
market talent landscape and marry
them at the workforce planning
stage. Any discoveries on the
labour market later will cost the
business additional time and
money.

Saurabh: I think this crisis has
pushed people and organisations
to think about how they can
innovate and deliver. It has also
catalysed futuristic innovation
that was always slated to happen
“tomorrow”. I believe it will be a
hybrid working environment in
which people will come to the
office on certain days and on
others they will work remotely.
This opportunity has helped both
genders to work from home and
work at home. Certainly, this has
given us an opportunity to reexamine the status quo and build
new work and family dynamics.
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Sahil Nayar
Harini Sreenivasan

COVER STORY

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 everyday 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.

Your Story or Mine, but
Experience Better Be Fine!
Whether working from home or working from
the office, the pandemic has changed work
forever. In this new world, it's clear that things
will never be the same again and it isn’t going
to be easy to bifurcate multiple complexities. But
there's more to this than meets the eye. Keep
reading to find out how.
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In this new world, it isn’t going
to be easy to bifurcate multiple
complexities. What used to be
considered safe, holding the
railings when walking down
the stairs is a complete ‘No-No’
now, walking up to a colleague’s
workstation to have a quick chat,
clarify a doubt is now best done
over the intercom, life has surely
changed.

The need to re-imagine the
workplace and the workspace
has become more imperative than
ever before. While some may have
reasons to come back to the office
and work from there, many may
be at client locations and some
may want to ape the west and
work out of a coffee shop.
What used to be a one size fits all
engagement model, today doesn’t
even fit in one segment or strata
of the employee base let alone all
colleagues.
What was once upon a time a
great gathering to meet colleagues
from all departments, a town hall
of sorts today is a virtual meeting
across geographies. Oh!!! did we
predict how many would be there
in person, how many sandwiches
to order, has it become a thing of
the past? You tell us.

There is more to it as the plot
thickens. Come, join us as we
explore the two sides of the same
coin – one story, two versions.

COVER STORY

F

rom lockdowns to unlocks,
from the virus to the
vaccine, from reacting
to responding we have
surely come a long way. Many of
us still refuse to report to work
because we have gotten so used
to the t-shirt and the shorts,
the afternoon siestas and more
importantly, the travel time saved.

Is the grass greener on
your side or mine?

Some roles require us to be in
the office while some continue
to work from home. The comfort
of lounging on a couch is seen as
a luxury by the former and the
escape from the chaos at home is
seen as a privilege by the latter.
The strain of commute and stress
of juggling with chores at home
could become the new negotiation
points; commanding a premium.
We can visualize ‘Job Evaluation’
smiling wickedly at us HR folks
from right around the corner!
It’s no longer an easy cakewalk
to compare jobs and build in
parity! The risk of a perception of
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greener grass on the other side is
a challenge yet to be solved. What
can be a better way than minding
the enterprise by mending the
grass on your side?
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Some roles require us to
be in office while some
continue to work from
home. The comfort of
lounging on a couch is seen
as a luxury by the former
and the escape from the
chaos at home is seen as a
privilege by the latter. The
strain of commute and stress
of juggling with chores at
home could become the
new negotiation points;
commanding a premium.
I am feeling missed out
but not you?

With colleagues walking in and
out of the office at staggered
times, isn’t it a task to keep one’s
visibility intact? Although burning
the midnight oil at the office was
never meant to be a measure of
productivity, aren’t we all guilty of
doing it at some time or the other
for those extra brownie points?
Those who left at 6 pm were
considered to be inefficient or ‘on
a half-day’. Proximity to the corner
office always meant a lot to those
around. With parts of our homes
becoming work studios, proximity
gets an all-new definition. Which
conference call are you invited
to, which one are you pulled into
but most importantly, which
one you ought to be on but are
intentionally kept out of, these
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Organizations are suddenly
left with the dilemma of due
diligence of current norms
as against compliance with
the archaic laws. Well,
a few states and many
organizations historically
haven’t really waited for the
law to tell them what to do.

real thoughts are worth pondering
on as FOMO (Fear of missing
out) gets a new dimension in the
virtual world.

Is the law your friend or
mine?

While the crisis is driving us at
the speed of light, law and its
amendments are still trailing
far behind. Organizations are
suddenly left with the dilemma
of due diligence of current norms
as against compliance with
the archaic laws. Well, a few
states and many organizations
historically haven’t really waited
for the law to tell them what to do.
Be it the Maternity Benefits Act or
the Industrial Disputes Act, many
have led by example focusing

on the actions that needed to
be taken as compared to the
provisions that the Act offered.
As we embrace hybrid models of
work if deciding between work
from home, work from office
or work from anywhere wasn’t
enough, we now need to also
figure out which creche should we
drop our child at and which one
should we pick our child from!

Your way or the highway?
While the vaccine has made an
entry, the virus hasn’t decided
its exit yet. People have resumed
work in-line with Government
guidelines, yet social distancing
does get compromised and masks
remain a formality. Business

Business continuity is key
and, in our endeavour, to
ensure that we have an
optimal workforce in the
office, are we somewhere
overlooking the potential
risk of one positive
asymptomatic case that
could possibly put back the
execution plans by weeks
impacting all those present
at work on that particular
day?

continuity is key and, in our
endeavour, to ensure that we
have an optimal workforce in
the office, are we somewhere
overlooking the potential risk of
one positive asymptomatic case
that could possibly put back
the execution plans by weeks
impacting all those present at
work on that particular day? In
our frenzied optimism, as we drive
the business into top gear, it is
worthwhile to think if a slow but
steady start could help us win the
race. Knee jerk reactions only help
hit the throttle without utilizing
the horsepower. Between the two
of us, once upon a time, one of us
said, “Isn’t it wiser to think and
thrive than drink and drive?”
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Kenneth W Wheeler

COVER STORY

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,
an 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 Organizational
success by nurturing future-fit
employees.

Guiding Principle
to a Hybrid
Framework
We claim that the future is hybrid, but it is so much easier
said than done. Implementing a hybrid work model is going
to take more than just striking a balance between remote
and office work. Kenneth Wheeler helps us understand
the framework that lays the foundation for a strong hybrid
working environment and the way forward.
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M

arching into 2021
and beyond, things
have changed fast and furious!
Reflecting back on 2020, it was
not just about a change in our
work ecosystem but a complete
overhaul of our lifestyle, way
of thinking and behaving. With
employees across the globe
settling into a remote work
environment, a clear challenge
and open question emerges on the
need of re-grouping, assessing
and identifying what next?
•

•

Do we look forward to deriving
a model that brings about an
equal split of remote and office
work?
Which direction are the
employees’ emotions tilted
towards?

•

How does the situation look
from the lenses of an employer,
the CEOs and the Executive
Leaders?

•

Do organizations now design
a work strategy more aligned
to a distributed or co-located
workforce?

While these questions remain, one
thing is certain - how we worked
will never be the same again.
The World around us can change
quickly but if we (as a company)
can change faster, preserve
through challenges with resilience
- we will eventually emerge
stronger than ever before! One
clear change for the future of work
that is gaining popular momentum

for a balanced approach. The
balance will be weighed on several
factors though:
•

Startup ecosystem where
complexity, on-the-spot
decision making and
interdependency is high will
opt for a co-located approach
with 3 days’ work from the
office

•

Industry domains like
healthcare and manufacturing
will also opt for higher work
from the office environment

•

Firms, where the dependency
and work ambiguity are on the
lower ask, will benefit more
from a distributed workforce
operating in a remote
environment

•

Organizations’ financial call
on real estate fund will also
decide how much percentage
of the workforce comes to
office work on a rotational
basis

•

Most importantly, the different
experience, emotions and work
aspirations of employees on
what works best for them will
be a crucial ask.

Flexibility Holds the Key
to Success

In a recent interview, one of
the most influential leaders of
recent times - Sundar Pichai acknowledged the need to be
more “flexible” in offering its
employees a “hybrid” model
that will include a blend of both
remote and in-office methods
of working. While organizations
think-tank workout different
approaches, one key factor is to
be appreciative of their employee’s
emotions and thinking. A common
belief is hovering around a
combination of 3 days a week in
the office and 2 days working as
remote. This helps maintain the
essence of a company’s culture
cohesion and is more supportive
of new employees joining the
firm. However, many employee
pulse surveys conducted across
different organizations show the
equation as 3 days remote and 2
days’ work from the office. Many
large firms are looking to operate
at a 25 percent work capacity
only. So, clearly, leaders will
partner closely with HR to strive

COVER STORY

•

Do we continue with the
current work-from-home setup that we’ve gotten used to?
Or

is to determine an effective
Hybrid work model. Built on the
foundation of this mindset, I share
my vision of a framework and
thinking as a stepping foundation
and guideline for a successful
Hybrid work infrastructure – that
can sparkle brightly!

As we can observe, it is not a
very straightforward conclusion.
Hence, a mindset governed by
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flexibility and openness holds the
key to what can and cannot work.

A Captaincy Role of HR

COVER STORY

Similar to the central role played
by the HR fraternity in 2020,
their involvement and influence in
building a successful Hybrid work
model in 2021 are unchallenged.
So much revolves around how HR
rallies with top leadership and
employees to ensure the Hybrid
option is promoted as a win-win
for both employer and employees.
HR will need to keep evolving in
their thinking and execution as
they battle for key elements like -
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•

Recruitment, onboarding,
training new hires,
performance evaluation - these
will continue to be challenging

•

With a distributed workforce
the sense of belongingness,
culture cohesion and purpose
can so easily evaporate into
thin air

•

The different generational
workforce has its own unique
expectation – how do you
balance it all? How do you
create an equal playing field for
everyone?

•

Framework for enhancing
leadership competencies
on soft skills like emotional
intelligence becomes more
important

•

How to operate a design
that can cater to employee’s
wellness and wellbeing?

•

How do you invest in ensuring
that employees and leaders
alike have the right skills
to navigate a continuous
disruptive work future?
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HR must step up if the Hybrid
approach has to function
smoothly. HR will continue to
gain prominence and be the
organization’s north star that
everyone looks up to for direction
and composure. The function
has to be that pillar of strength
and solidarity as organization
experiment with a disrupted or
co-located or a little bit of both
i.e. the hybrid model. So much
of on-ground operations will be
fragmented initially and HR will
need to hold the fort together.
Arguably, the most promising
time for every HR professional to
really create a dent in the Universe
in this new work approach and
mindset!

An Umpiring Role of
Technology

The investment in technology
tools that aid and promote
the purpose are essential for a
Hybrid model to succeed. One
has to consider efficient virtual
connectivity, data security and
bring in different tools that can
promote collaboration work
smoothly.
Organizations operating on partial
work and partial remote setup are
likely to also invest in improving
the technology used in the office
space. Quality compromise on
necessities like video conferencing
would be difficult to comprehend
anymore. The combination of the

right technology and thoughtful
strategic approach will ensure
that working remotely can be a
wonderfully seamless experience
too. Decisions to understand
how organizations can provide
data security as well as serve
the protection of employee’s
digital assets becomes extremely
important in a Hybrid model. At
the same time, new technology
and tools that make way into the
organization must also provide
great UI/UX experience. It must
be simple to use, be standard
across for both distributed
and co-located workforce and
secure from any device and any
location approach. Technology
will also play a major role in how
organizations end up promoting
culture and connectivity with
distributed employees. In addition
to the human efforts, technology
just has to be the backbone and
difference between organizations
that do well versus those who
struggle in a hybrid model.

A Coach Role of
Leadership

People and team management
dynamics have changed gears
significantly ever since the
pandemic enforced a workfrom-home situation. A natural
behaviour progression was
observed on grounds of trust,
empathy and communication
with clarity and a supportive
mindset. For the hybrid model
to succeed, leaders will continue
to upskill themselves on soft
skills more than ever before.
Leaders will deliberately be more
thoughtful in how they build
rapport, build an emotional bank
balance and establish a core
connect with their teams. The shift
from empathy to a compassion
equation will also become a

more critical way of managing
and understanding employees.
Leaders, in collaboration with
HR, will promote a culture on
the foundation of mutual trust
and respect at both professional
and personal level too. Leaders
will acknowledge, the need to be
considerate towards employees
mental and emotional wellbeing.
Leadership will have to be mindful
that aligning employees to
organizations vision and mission
will be challenging in a Hybrid
World. Hence, they become such
an important part of its success.
They will have to take up complete
ownership of the transition to a
hybrid model to work smoothly.
Indeed - a Hybrid world will
demand new skills that are
supportive of the cause.

The following statement by
Dr Jeffrey Sanchez-Burks, a
behavioural scientist sums up the
pulse beautifully - “Organizations
that have invested in building
a strong culture around a deep
sense of purpose are better able to
cohesively design and deploy new
approaches to achieve success
in times of disruption. Clear
purpose accelerates action during
uncertainty,” and that is precisely
what we need from all forwardthinking organizations.

The combination of the
right technology and
thoughtful strategic
approach will ensure
that working remotely
can be a wonderfully
seamless experience too.
Decisions to understand
how organizations can
provide data security as
well as serve the protection
of employee’s digital
assets becomes extremely
important in a Hybrid
model.

To Sum It Up

I believe the math to be simple
– flexible work plans favour
employees and employers alike.
A Hybrid model allows for the
need of different employees to be
heard, understood and adopted.
It does have its own challenges
but in the long run, employees
will tend to be happier and find
a stronger association with their
employers. In the post-pandemic
world, the question is not about
deciding between in-office work
or remote – it is really about
providing the employee with an
option to choose either or blend in
with a bit of both. Suddenly, the
age-old adage ‘variety is the spice
of life’ seems to be flourishing rich.
I read this somewhere - “Future
of Hybrid model has arrived – it is
already work in progress!” With
that perspective, organizations
that operate on pillars of Agility,
Innovation and Flexibility…while
keeping the employee at the
centre of their decision making –
will carve out the secret winning
mantra!
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A Third Umpire Role of
Organization

they do and how it connects to
the larger vision and purpose.
One could feel compelled to ask
and question their WIFMs (what’s
in it for me). To flourish in this
challenging influence of Hybrid
model – organizations must keep
the spotlight firmly intact on their
purpose!

Keeping the focus stay put on
a clear purpose, establishing a
connection with all employees
working as either co-located or
disrupted to the larger sense
of accomplishment – becomes
imperative. The impact of
productivity and what one’s
work means to them can so
easily be lost. Employees can feel
disconnected and unsure of what
FEBRUARY 2021
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Akanksha Awasthi

Hybrid Workplace The New Normal?
The COVID-19 pandemic revolutionized the way organizations
were functioning - what “normal” looks like has certainly taken
a complete turn and people’s definition of the workplace has
changed, maybe forever. Organisations and employees are now
looking at the start of what could be the new normal for times
to come. One that would involve moving towards a balanced
working model by mixing virtual and physical work experiences
i.e. “hybrid workplaces”.
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is the Senior Human Resources
Manager at Adda52.com. She
is an professional extraordinaire
with a decade of expertise in
HRBP, People Management,
Grievance Handling, Training
& Development, etc. She has a
great understanding of Business
and People which is crucial to
being proficient in the field of HR.
Her role has been instrumental
in formulating effective HR
processes and policies and
various employee development
programs. Being passionate
about her division, she is always
looking to build key relationships
(personal as well as professional),
forming a collaborative work
culture, and ensuring proper
communication flow across all
cross-functional teams.

O

ne of the biggest
buzzwords of 2020
was ‘the new normal’.
Now that we are in the
post-pandemic era, here is the
burning question - what is our
new normal? This question has
been buzzing since last year in
almost every sphere of our lives,
however, one of the most common
spheres where it is the loudest is
our work life.

As I am writing this, I can recall
the time when we asked our
employees at Adda52 to work
from home for an indefinite period
of time. Trust me, it was not a
cakewalk. We were among the
first organizations to make this call
so we did not even have a model
to follow. Like us, many (in fact
most) organizations felt lost in the
beginning - some were even not
ready for this virtual arrangement
but well, did anyone have an
option? Desperate times truly call
for desperate measures and this
was one instance where we could
not “take it easy”.

However, now that the pandemic
is beginning to settle, we, along
with many other organizations
are re-imagining the work
arrangements - Is it time to bring
back the ‘old’ normal or do we
need something completely new?
It surely was not easy to smoothly
navigate this workplace crisis
brought about by the pandemic.
However, now that people are
learning how to adjust to their
new normal, many organizations
have started reopening their
offices so that employees can
work like they used to before (or
in an even better manner) with
a brighter and more positive
outlook. That being said, let us
not forget that the pandemic
and its cascading effects are
still very much there so instead
of immediately turning into a
5-day work-from-office routine,
organizations, for now, are
planning to create a hybrid
work environment - which is a
mix of remote as well as office
workplace. Thus, some days

employees can work from home
and the other days, they can work
from the office.
This raises a significant question
that you might be able to answer
or acknowledge by the end of this
article - Is Hybrid Workplace the
Future of Work?

The Other Side of the
Pandemic
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As the pandemic emerged
at the beginning of last
year, people’s definition
of workplace changed.
However, now that we
are on the other side
of the pandemic, many
organizations have started
implementing a balanced
approach by mixing
virtual and physical work
experiences.

The year 2020 was a revolutionary
year for most of the organizations
in the world because most of their
employees worked from home,
almost throughout the year. As
the pandemic emerged at the
beginning of last year, people’s
definition of the workplace
changed. However, now that
we are on the other side of the
pandemic, many organizations
have started implementing a
balanced approach by mixing
virtual and physical work
experiences. Now, this is the
trickiest side of the pandemic and
how we deal with it matters the
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most. It is a slippery slope because
the idea of having a hybrid
workplace comes with many
challenges (but also charms). Let
us first demystify the challenges it
comes with.
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How Do You Keep Your
Employees Engaged?
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During the lockdown period, this
question kept popping in my head
every once in a while. It was not
easy, especially when you are
dealing with people coming from
all backgrounds. How do you find
something that keeps all your
employees engaged without them
meeting each other? Keeping your
employees engaged is important
to retain their sense of belonging
with the organization. We used
to create weekly engagement
activities for our employees, from
informal video meetups to playing
and partaking in online poker
(since we are a poker company)
competitions together. It indeed
was a roller coaster ride! Now,
even though most organizations
are trying to keep the environment
hybrid (and not solely virtual),
keeping your employees engaged
is still going to be a challenge.
After all, meeting every day
is far different from meeting
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occasionally. Thus, how do you
keep your employees connected?
It is only your work culture that
can act as a fabric that can keep
them glued together.

How Do You Monitor Your
Employees’ Performance?
Sometimes all you need to do
is trust your employees. One
of the company values that we
emphasize greatly is collaboration.
The real question is - how do
you collaborate without trusting
each other AND how do you trust
without seeing each other’s faces
every day? If you are only working

The line between work
and life is gradually fading
off. This means that now
people can work from the
comfort of their homes on
most days and can even
choose the time of their
convenience. Thus, hybrid
workplace comes with
great flexibility, which when
practised correctly, can
take everyone a long way.

for a few days per week from the
office, you know you are not going
to see your team members every
day, so how do you know they are
going to perform well without any
supervision or micromanagement?
Well, you got to trust them!
There is no shortcut to it. At the
same time, you must keep goals
and targets in your team and
review and follow-up with your
team every once in a while but
constantly asking them about their
progress can push them away.
Ever heard of the story where a
person holds the sand too tight
and eventually loses all of it for
squeezing too hard?
Everything said and done, once
applied or implemented properly,
the hybrid workplace can be
greatly successful. There are
several reasons for this. Some of
them are -

Don’t You Like Some
Flexibility?

Everyone loves being their own
boss and by following this work
environment, people can be their
own bosses even if they have one
at work. This is because they can
work at their own pace. In fact,
things have changed so much that
people are beginning to rephrase
their question - Is work a part of
life or life a part of work? The line
between work and life is gradually
fading off. This means that now
people can work from the comfort
of their homes on most days and
can even choose the time of their
convenience (of course, depending
on what the manager approves).
Thus, a hybrid workplace comes
with great flexibility, which when
practised correctly, can take
everyone a long way.

Isn’t It Time to Be More
Productive?

Some people are more productive
when they work from home,
while others are more efficient
when they work from the office.
The hybrid work model gives the
option for both. Employees can
figure out how they work the best
and can choose that method of
working so they could become
more productive as well as speedy.
Thus, this gives the employees
more freedom to choose how they
want to work and what they want
to do in their non-office hours.
Otherwise, for people travelling
large distances, this option is
usually futile because, by the time
they reach home, they already
plan to hit the hay. Thus, there is
no productivity outside of work.

When employees are not meeting
each other regularly, they
can feel a certain disconnect.
Thus, the only mantra they
must follow during this time
is - assume less, communicate
more. Communication is truly the
key to great understanding and
lifelong bonds. Here are a few
simple ways you can enhance your
communication skills -

1. Listening is an important
part of any communication

- Communication is always a

two-way street where one speaks
and the other listens. Thus,
communication does not always
mean talking and articulating, it
also means listening to others’
needs and being an empath.

2. Do not assume, always
clarify - There are times when
we misread other people’s body

language or tone. But you must
never form an impression on
the basis of your assumptions.
Ask, share, speak, and do not
ever take a chance because one
miscommunication can lead to a
lot of blunder.

3. Overcommunicate, if need
be - When people are working
from home on most days of the
week, it is important to stay in
touch. Keep a check on each
other on a personal level as well.
Overcommunicate but do not
overindulge or micromanage.
Real leadership lies in knowing
where to draw the line while
communicating.

Summing up

organizations also made sure
that their employees were not
facing any troubles while working
from home. We, at Adda52, also
ensured to support our employees
during this time by covering up for
their work-from-home equipment
expenses. You know what they
say, it is only in the saddest times
we know who our truest friends
are and during this tough time, we
only wanted to be a true friend
of our employees. However, now
that things are easing out, it is
time to redefine the future of work
by keeping that friendship intact.
Even though people say that
Hybrid is the future of work, take
your time, go with the flow, but
at the same time, be prepared for
whatever might come your way.

COVER STORY

Communication is Always
the Key

From carving out a small corner
of their home into a workstation
to purchasing multiple work
equipment for this new ‘home
office’, people did whatever they
could to blend in this phase
of ‘new normal’. In fact, many
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Kriti Sobti

How Companies
and Employees
Can Honor Their
Vows during the
Pandemic
The COVID-19 pandemic put employer and employee
relationship under severe test. While companies must
support employees emotionally and financially during
tough times, the latter is expected to offer unwavering
support and take responsibility for monitoring their
efforts. The article explores how companies and
people can support each other through tough times.
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is the Head - Human Resources
at Sarvika Technologies. She
has 10+ years of experience in
helping organizations build an
exceptional team and outlining
industry-standard HR policies.
A sought-after HR professional,
Kriti has worked with industry
giants like GE Money, Oracle,
AON Hewitt, and more. Before
joining Sarvika Technologies, Kriti
headed the HR department of a
cloud-services company based
in Jaipur and was responsible
for segments like recruitment,
employee engagement,
grievance management,
payroll management, statutory
compliances, and more. Over the
decade long professional journey,
she has been often recognized
as the Best People’s Person by
previous employers.

T

he year 2020 was the
start of something great.
Two decades into the
millennium, rapid digital
transformation all around, and a
powerful workforce of Gen-Z at
the cusp of starting their careers
about to bring the much-needed
freshness with their innovative,
curious minds. All came to a
screeching halt due to a small
virus taking its hold over the
world, starting with major world
economies and then moving onto
other parts.

The tech industry always had a
great fellowship with its people.
However, the pandemic put their
relationship under severe test.
While companies must support
employees financially during
tough times, the latter is expected
to offer unwavering support and
take responsibility for monitoring
their efforts. HR managers came
up with a variety of ideas and

support each other through tough
times.

Traditional HR managers
and leadership opined
that silence is the best
way to kill the murmurs.
Not anymore. Today, the
company must come ahead
and be upfront about how
good or bad their present
business model working
is and if there is a need
for some restructuring or
reshuffling.
plan to provide comfort amidst
uncertainty and to make the
remote working experience fun,
easy and stress-free. Here’s a
brief perspective into what steps
companies and people can take to

For the Company
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Globally, there was a wave of
massive lay-offs as COVID forced
countries to impose restrictions
on movement. Closer home, the
impact was not a pleasant sight,
as India observed one of the most
severe and longest lockdowns
in the world. But one of the few
industries that found the silver
lining during these unprecedented
times was: The IT industry.
Restriction on movements had a
direct multiplier effect on demand
in technologies that could enable
remote working. Smooth video
calls, a massive requirement for
VPNs, increased dependency on
cloud servers, an urgent need
for online security, online team
management tools, and secure
remote working platforms; went
from being a want to need.

Basing the ethos we follow at
Sarvika Technologies, a company
has the following obligations, and
when fulfilled, they leave a huge
positive impact on camaraderie
with the human resource.

Financial Security
•

During uncertain times, a
human being’s basic needs
come under danger. The
most concerning question on
their minds is: Is my job safe?
Financial security is of prime
importance. The speculation
that the company must
address is around attrition.
Traditional HR managers and
leadership opined that silence
is the best way to kill the
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murmurs. Not anymore. Today,
the company must come
ahead and be upfront about
how good or bad their present
business model is working
and if there is a need for some
restructuring or reshuffling.
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•

Health Security

Work from home is the new
normal. But for how many
companies? Companies with 200
or more employees come under
scrutiny but what about the small
sized ones, those employing
less than 100 people? There are
millions of small organizations
registered country-wide, providing
jobs to tens of millions in total.
It all comes down to how the
management treats their team: as
workforce or as family.
•

38

Next comes the appraisal or
bonus cycle. The pandemic
turned into a nightmare for
many industries (like travel
and tourism), whereas it
was a boon for some (like
eCommerce, fintech, edutech).
It is their moral responsibility
to share profits and not hold
back in the name of global
adversity. We, at Sarvika
Technologies, kept the
appraisal cycle open because
our software development
and eCommerce expertise
witnessed a huge surge in
demand. It was obvious to
pass on the benefit to our
team.

Trust your team and keep
the WFH option open. The
government-mandated
lockdown left companies,
irrespective of size, with no
choice but to provide the
work from home option. But
today, even if the nation has
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For many, the workplace
is a home away from
home, and remote working
adversely impacted the
interpersonal bonding
between team members.
In the new normal, where
video calls have become
a boon, there is a need to
provide fertile ground for
team building.
transcended into complete
unlock, the pandemic phase
is still not over. Provide teams
with a partial WFH option, if
the complete remote working
situation is not feasible. At
Sarvika Technologies, we
introduced the roster concept,
which capped the number
of people working from the

office and gave every team
member mandatory two-day
work from home.
•

Medical assistance is the need
of the hour because many
have not opted for a medical
or a health insurance policy.
In such scenarios, group
health insurance policies by
companies often prove to be
a blessing in disguise. Also,
companies should openly and
frequently communicate that
employees are welcome to ask
for any medical assistance.
These policies forge a bond
of trust and comfort between
the organization and its
employees.

•

Provide COVID precaution
facilities at the premises and
introduce necessary policies to
keep the team safe. When the
pandemic information came to

widespread knowledge in Feb
2020, we stopped gatherings
like team lunches, potlucks,
etc., made hand sanitisers
available at the premises,
and recommended the use of
masks. As a result, people felt
safe and comfortable coming
to the office.

Emotional Security

It is since the last few years that
India Inc. started to consider
the emotional happiness of the
employees as a prime factor in
business growth. The pandemic
brought this tangent to the
forefront when the lines between
personal and professional lives
started to blur due to the neverending work from home cycle.
Control expectations. Working
for twelve hours is good when
it happens once in a blue
moon but is a problem when
it becomes a daily practice.
Companies operating under
complete remote working
mode have communicated
to employees to not work
beyond regular hours unless
extremely necessary. The idea
is to sail through tough times
as smoothly as possible.

•

Do not freeze the weekends.
The concept of five days a
week working was introduced
in the early 20th century by
Henry Ford; due to the then
six days a week working, all
work and no play caught up
with the workers which led to
a loss in productivity. Almost
a century later, the situation
became the same when
people started working over
the weekends to catch up with
lost work. At Sarvika Tech,

Provide teams with a
partial WFH option, if the
complete remote working
situation is not feasible.
At Sarvika Technologies,
we introduced the roster
concept, which capped
the number of people
working from the office and
gave every team member
mandatory two-day work
from home.

Happiness Security

For many, the workplace is a home
away from home, and remote
working adversely impacted the
interpersonal bonding between
team members. In the new normal,
where video calls have become a
boon, there is a need to provide
fertile ground for team building.
•

Introduce fun, engaging
activities like quizzes, trivia,
discussions that consume
minimum time and steer
the conversation away
from usual work-related
communication. The activities
can be conducted in a virtual
environment thus ensuring
maximum participation.

•

Encourage team members to
interact with each other and/
or in small groups; the topics
of discussion can be anything
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•

we asked the managers and
teams to avoid work burnout
and enjoy their weekends with
family. It helped people to
keep work fatigue at bay and
enjoy the WFH phase.

iimjobs.com|hirist.com 39

•

but not related to work.
Similarly, schedule online
team introduction sessions
for new team members to
interact and mingle with their
peers. For example, monthly
open house events are one
way we enable company-wide
interaction. The event includes
discussions and games; a
few of which were organized
online during the lockdown
period.

Whatever we do, it
is implemented after
considering the impact
on the team. A company
cannot function without
its happy employees,
hence all our policies are
defined in a way to ensure
maximum benefits and
growth opportunities for the
team.

For the People
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Support is a two-way street. It is
the moral obligation of employees
to help the company sail through
unprecedented times with the
least hiccups. The following points
can help achieve the desired
outcome.

•

Stay connected with
industry trends. The
pandemic was and is the best
time for people to learn about
new technologies, take up
online classes, add to their
knowledge stack, etc.

•

Take care of themselves.
It is the employee’s
responsibility to focus on their
health and safety. At the same
time, follow the company
laid norms and suggestions
diligently.

•

Maintain trust. Remote
working calls for a high
degree of self-monitoring
efforts because losing track
of time with the family around
is very easy. Also, adapt to
flexible work timings.

•

Appreciate the company’s
efforts. Many organizations
have gone out of their way
to ease the remote working
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most crucial trait in every
Sarvikan (that’s what we
call our people). They are
encouraged to share, discuss,
take ownership and lead the
change in their area of work,
they deem is necessary.
Making them better at leading
and decision making, with
every passing day.

•

#CultureAtSarvika

•

The employee-first culture.
Whatever we do, it is
implemented after considering
the impact on the team. A
company cannot function
without happy employees,
hence all our policies are
defined in a way to ensure
maximum benefits and growth
opportunities for the team.

Making career development
a priority. It is a fact that
no company can survive the
transformation wave of today
if they’re unable to adapt
themselves to it. The ability to
change comes from its core:
the people. Policies like partial
reimbursement of degree/
certificate expenses are in
place to encourage constant
knowledge up-gradation.

phase for their employees:
financial support to set
up a workstation at home,
providing necessary hardware
and software, medical
assistance, etc.

We follow what we preach.
All that’s discussed above are
followed word to word and line to
line at Sarvika Technologies. To
people standing on the outside,
we are a software development
and an IT consulting company
like any other organization
belonging to the same industry.
For the insiders, they know that
it is the culture we promote: our
working style and the way of
thinking makes us unique from
everyone else. Here are a few
things worth knowing about the
#CultureAtSarvika.

Shaping leaders of the
future. Proactivity is the

•

The transparency that
fosters trust. Over the
years, we’ve built a workplace
where open communication is
encouraged, honest opinions
and feedback are welcomed
because trust only prevails
when there are no hidden
agendas.

•

A place where work and
fun are two sides of the
same coin. When one is
a part of the fast-paced IT
industry, being self-motivated
all the time is important.
Hustle-with-fun and constant
learning culture help us in
pumping innovative energy
into the team.
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is currently working as HRBP at
Birlasoft (India) Limited. He is a
keen HR learner with 10 years
of multifarious experience in
Human Resource Management.
He has worked in a variety of
industries including companies
like Kohler Co., Videocon Mobile
Phones, Punj Lloyd Ltd., and BT
Global Services. He specialises
in Business HR, Total rewards &
Employee Relations. He is a legal
graduate from IP University Delhi,
and holds an MBA in Human
Resources and Industry Relations
from Xavier Institute of Social
Service.

From Face-Time to
FaceTime - Navigating
the Changing World
of Work
In 2020, the Covid-19 pandemic upended the nature of
work and had a far-reaching impact on everybody. Now, as
the dust settles, we envision a new world in which advanced
technologies merge with evolving philosophies of work.
Traditional change management as we know it has become
obsolete and the traditional approach of how to engage,
acquire and collaborate employees is being redefined by
innovative, agile strategies to keep business running and
positioned in 2021 and beyond.
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Change is the new
normal: Shift in 2021:
“I think, I can do it online"
CEOs have spent the last year
guiding their companies through
a year of pandemic, business
turmoil and economic bedlam. In
2020, employees’ relationship to
work changed fundamentally and
forever giving rise to a new virtual
working environment. There is
a new world being born – the
human workplace – and leaders
need to pay attention to the new
existing workforce, which has
changed considerably over the last
year.
We need to take lessons from
the world’s best-performing
companies who have redefined
their working environment by
driving the change in a positive
way. Their success is based on

Managing work has
evolved permanently from
manager control to selfdirected, self-governing
teams. Employees know
what they want and insist
companies honour their
values. This has given
rise to the gig workforce,
which has a focus towards
the rising subject matter
experts, who are self-driven
committed professionals.
designing the company culture
through redefining the “internal
customer experience” that
requires a company culture in
which everyone is passionately
engaged, empowered, and united
by common values.
To design such a culture,
businesses need to recognize
three vital truths from the last
decade:

•

Managing work has evolved
permanently from manager
control to self-directed, selfgoverning teams. Employees
know what they want and
insist companies honour their
values. This has given rise
to the gig workforce, which
has a focus on the rising
subject matter experts, who
are self-driven committed
professionals.

•

The workplace is the “new
virtual workspace” for
tens of millions and many
employees it’s a safe harbour
of unified purpose and values
in a differentiated work
environment.

•

We need to bind human
capability to move ahead
in the current year. In 2020
the best of our employees’
performance was executed
with precision towards
empathy, creativity and
innovation. Based on these
truths, we see five inevitable
forces moving us into 2021
and beyond:
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ne of the biggest and
daunting challenges
that leaders are facing
right now is how
to focus, motivate and enable
their workforce to do critical
assignments needed to keep their
businesses running and positioned
in the current year. 2020 has been
an extremely challenging year for
the employees especially those
working remotely who can feel
isolated and lonely, particularly for
those high performing socializers
in the team who are engaged
to perform and reflect the high
performing office culture. We
have entered the 4th Industrial
Revolution now, looking into the
challenges of the pandemic and
flexible work environment policy.
The recent global pandemic
has redefined the business
environment, how we work,
operate and execute, and engage
people, clients and shareholders.
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a) The Human Workplace is
Digital
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There has been a huge change in
the work dynamics in the last year
especially the growing importance
of real-time data. We have seen
industry stalwarts describing “The
4 cardinal rules” for business as
Anytime, Anywhere, Anyhow,
and Any device. Employees have
demanded the need for the data
at a personalized level. The need
for data has been a concern
for the employees, especially
when demanding workplace
solutions which are automated,
personalized, and have a faster
response time. Authentic
connection binds a community
most effectively when people
appreciate and respect each other,
recognizing their efforts and their
common values.

b) Pay, Reward &
Performance will Be Agile
The traditional compensation
structure (salary, bonus,
increments, annual increase)
have been very same throughout
the decades. In the latest new
working environment, there is a
paradigm shift in compensation
management and a change is
required based on a simple fact:
the best performers closest to
the work are best suited to rate
performance and define the
standards of the KRAs for the
role. There is an emerging trend
of making the best performers the
torchbearers for a given role. The
star performers should define the
performance standards and this
should be as per the need and
standards set by the business.
The age-old custom of defining
the KRA’s by the manager and the
goals is non-existent.
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Rewards & Recognition should
be decided as a part of the
percentage of pay given to
employees to award to each
other through a social recognition
program. The payment must
be monetized instantly using a
defined percentage (%) of salary
funds. Peers can reward each
other for great performance,
symbolically highlighting values
like customer focus, innovation,
business growth, and internal
stakeholder management.
Agile performance management
enables all managers and
employees to define and
communicate goals, set business
goals and priorities, and prepare
action planning. Managers can’t
be everywhere; therefore, they
should welcome agile peer-topeer appreciation regularly.

The Workplace Needs
Metrics, AI & ML for
Understanding the
Performance Drivers

Key Result Areas and their
achievement is the traditional
approach for performance
management and understanding
the metrics. In 2021, the next
metrics will connect behaviour
with key goals outcome, depicting
not only what happened but
how it happened. There are
many instances that define the
new age performance. Why
does one function have better
revenue growth margins, less
attrition rate compared to another,
thereby reduced hiring cost? Why
is one group more innovative
than the other one? Traditional
performance management will
not answer these questions, but a
growing definition of recognition

moments analysed with natural
language processing and machine
learning will.

Reset Work life

The last 12 months have
seen managers facing several
challenges in managing the
team members, which has
changed the ways of working
immensely. Data-driven PMS
has replaced perception-based
PMS in the current work life.
Remote working and selflearning are now the driving
principles for the employees.
The hugely altered environment
has forced organizations to
look at their digitization agenda
with a renewed interest. Agile
goal-setting process and
continuously reviewing them
is now a key management tool
that organizations can leverage
to reflect urgent priorities. In
the past, organizations have
been reluctant to make changes
(despite PMS allowing it), but
many are now updating goals
and metrics to reflect their selfdriven PMS process. Driving
performance will continue to
be the most challenging area to
focus on especially in the agile
work environment. It is time for
the organizations to redefine
the team and focus on individual
performance and provide
governance around employee and
manager’s regular performance
conversations. All this will be
achieved by managing change in
the way we work and doing away
with the traditional approach of
managing employees.
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Ankur Gautam

Return to Work
Strategy After
COVID-19
As employees return to the office, organizations face
new challenges of adhering to state guidelines and
reopening plans while making the necessary changes
to protect the health of their employees. It is going to be
crucial for management to navigate its workforce through
such unprecedented disruptions. The article explores key
considerations that organisations and HR leaders must
consider when designing a return to work plan and reenvision how to operate in this new reality in light of the
COVID-19 pandemic.
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is a Strategic Human Resources
Specialist with almost 16 years of
experience in various HR genres
like HR Business Partner, Employee
Engagement, Talent Management,
HR Analytics, Performance
Management, HR Operations,
Compliance and Audit, HR
Project and Industrial relations.
He has worked in a variety of
industries including IT, Consumer
durable, Advertising Media, BFSI
& Manufacturing. Previously, he
has worked with Unicode Systems
Private Ltd, Energy and Fire Tech
India Private Ltd, Sigma Trade
Wings & Sahara India. He holds
an MBA in International Business
from Pondicherry University.

R

Put Safety First

The organization must make sure
that they're complying with all
required guidelines by the state
to supply a safe environment
to figure. HR leaders need to
redesign the sitting arrangement
which will now require more
space than earlier to keep
distance between the desk of
each employee. So, in that case,
if your organization cannot
operate business function without
employees, so this restructuring
of the workstation will be a new
challenge. The HR department can
categorize employees according to
the department and their role wise
to decide the count of employees
required in work from office and

I would suggest investing
in buying IT equipment like
a laptop, wireless mouse,
portable printer, tablets, or
mobile phone to manage
business operations
from home, which will
be in use for a longer
period than redesigned
infrastructure which will
need restructuring again
in the coming months
post-recovery from the
COVID-19 as vaccination
process has already
started in India.
remaining can be asked to work
from home, which can reduce
the expenses and health hazard
issue as well. I would suggest
investing in buying IT equipment
like a laptop, wireless mouse,
portable printer, tablets, or mobile
phone to manage the business
operation from home, which will
be in use for a longer period than
redesigned infrastructure which
will seek restructuring again
in coming year post recovery
from COVID-19 as vaccination

process has started in India. In
that case, investment in changing
infrastructure until your business
practices bound you to do that
will not make any sense, wherein
purchased IT equipment will be
utilized for a longer period by
the team from any location. The
organization should invest funds
and energy in employee wellbeing
and people areas of development
which might motivate them to
allow their best output whether
they are working from the office or
home. Proper guidelines should be
posted on the company’s bulletin
board and from time to time HR
can send health bulletin via email’s
to their employee to remind
necessary health guidelines
and precautions as a reminder.
The proper standard operative
procedure should be defined
in which employee should be
advised to avoid using non-public
protective equipment, sanitizing
hands, and checking the fever of
anyone visiting your workplace
be it, visitor or employee. HR
should instruct the employee to
furnish proper documentation
as per state guideline post
recovery from corona infection
before rejoining the office. Proper
sitting arrangement in common
areas like cafeteria, meeting
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e-imagining the
workplace is a new
buzz in industries
now. Previous year
we've seen many challenges in
developing a culture to perform
work from home activities. Now
situations are in reversing mode
and now organizations predict
their employees to start out
coming to their desk. Still, some
organizations are existing which
are allowing their employees to
figure from home and a few of
them are adopting hybrid culture
apart from those two categories
of organizations, we've some
industries which cannot operate
business function for much longer
in work from home culture and
that they expect their employees
at the workplace. to create an
amicable environment at the
workplace HR leaders must plan
on a certain line of action which
is required to form their employee
comfortable and safe at the
workplace in the post-COVID-19
scenario. These are the following
points on which HR leaders must
work.
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rooms and visitor’s room should
be designed in a very manner
that social distancing policy will
be implemented successfully.
Management must work on
proper ventilation facility which
is required to avoid the spread
of corona infection. Especially,
once we speak about factory or
plant’s worker, we must make
all needful arrangement at plant
sites like proper health checkup
camp for employee’s and their
members of the family, counselling
sessions for mental wellbeing
and regular health checkup team
which may keep an eye on among
employees. Management must
make sure that they have to have
adequate supplies of sanitiser
and face masks for the workforce.
Workstation, light switches, door
handles, windows, meeting rooms
& visitor rooms etc. are sanitized
regularly.

Implementing New Work
Trend in New Normal

There would be next challenge
for an organization to manage
the employee’s interaction at
the workplace within which a
number of them are those that
were furloughed, and that they
were recalled, a number of
them who were engaging from
home and few of them who
were acting from office only. Of
these employees classifications
have experienced different
quite environment in past one
year while engaging from their
designated location so HR should
specialize in proper counselling
to those employees so they must
not see any difference among
them in terms of job assigned to
them or their work location or
anything which be disparity fact.
There are certain departments
like finance, operations, sales,
ALL THINGS TALENT
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Management must
make sure that their
leaders are aligned with
revised working policies
in a manner that they
manage down the road
team accordingly and
their actions and words
shouldn’t reflect any
ambiguity and disparity in
any manner. Since leaders
manage their team so for
them their team’s safety
and mental wellbeing
should be at the core.
logistics or service management,
which requires face to face
interaction must be trained and
educated about health-guidelines
and client/customer preferences.
Their front line manages can
decide their travel plans to avoid
unnecessary business travel
by promoting digital platform
for any meeting of individual or
group. The HR team should team
provide in house training for
giving them presentation through
video conferencing by removing
their hesitation to face client or
customer online. The HR team
should be incredibly careful in
addressing any grievance reported
to them as small incidence is a
reason for dissatisfaction among
employees, which may create an
unpleasant environment on the
floor.

Management Approach in
Post Covid 19 Scenarios
Management must make sure
that their leaders are aligned with
revised working policies in order

that they may manage down the
road team accordingly and their
action and word shouldn't reflect
any ambiguity and disparity
in any manner. Since leaders
manage their team so for them
their team’s safety and mental
wellbeing should be at the core.
Management should introduce a
separate department for internal
corporate communication which
can be a reliable source for
communication. This department
may be used for reporting directly
for any grievance or suggestion
or anything which should be
notified to management while
keeping the confidentiality of
the communicator. Management
should be prepared to implement
absolute best practices to form
employee transition from home
to the office easier and safer.
During this changing environment,
employee wellbeing has become
a more valuable term to exercise
and focus on. “Home Office Exit
Plan” should be communicated
to employees which plan should
be transparent and simple.
Reorganizing policy must be
prepared as per the role so only
those employees will be asked to
work from the office, are really
required and rest employees are
often given the option of work
from home that can reduce load
over floor management & also
count of employees on the floor
will be controlled and managed
adequately. The organization will
answer several questions coming
from employees for the time after
this transformation. Other than
this, control over ongoing costs
and especially personnel costs
are a concern for management
that can be dealt with by better
workforce planning for which role
of HR leaders will enhance and
will seek more agility.
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Anil Kumar Misra

Performance
Management Fundamental
Problems & Key
Trends 2021
Pre-COVID-19 performance metrics are no longer fit for
purpose in the post-COVID world. Thus, revising and
restructuring certain employee policies like Performance
Management becomes extremely important in order to
adapt to this post-pandemic new normal.
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is the CHRO at Magicbricks.com.
Before this Anil was leading the
Human Resources function at
Fidelity National Financial at
Bangalore. Anil is an industry
veteran with over 20 years of
experience across diverse
industries. He’s played multiple
specialist/generalist roles within
HR across sectors, in both fortune
500 Global MNCs as well as
Indian corporates, with over
10000 employee base. In the past,
he has held various leadership
positions at Tesco, Capgemini,
Just Dial, Patni Computer Systems
and the Oberoi Group of Hotels.
Under his leadership, companies
have made to the list of “Most
Preferred Companies to Work for
in India.” Anil is a full time PhD
scholar of FMS, Delhi University,
and has successfully completed the
coursework. He got his Honorary
Doctorate from University of
Entrepreneurship and Technology
in USA for excellence in HR.
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his new post-Covid era
presents an opportunity
for companies to rethink
their position in the
market, revise goals and future
plans, and has motivated us into
creating more tailored responses
to workplace challenges, intending
to shape the employee experience.
Revising and restructuring
certain employee policies like
Performance Management
becomes extremely important in
order to adapt to this new world.
This will aid in better management
of the employees by developing a
deep sense of understanding and
trust amongst the employers and
the employees.
organizational performance by
clearly defining objectives that
are set jointly after a thorough
conversation agreed upon by both
management and employees.
Employees should be encouraged
to set goals based on their areas
of interest and improvement.
This gives employees greater
motivation since they have
greater empowerment, therefore
increasing the possibility of
achieving larger organisational
objectives.

In 1954, Peter F Drucker
introduced the term ‘Management
by Objectives’ in his management
book – The Practices of
Management.

Post that in 1992, Dr. David
Norton and Dr. Peter Kaplan
introduced the ‘Balanced
Scorecard’. This method
holistically looks at an individuals’
contribution, beyond just
operational aspects. It includes
all 4 quadrants: learning and
growth, business processes,
customers, and finance. As you
move up the organisational
ladder it is important to take into
consideration all these 4 primary
functions of a business.

MBO at its core is a management
practice which aims to increase
organizational performance by
aligning goals and subordinate
objectives throughout the
organization. As a concept,
it is a strategic management
model with the aim to improve

In this day and age, what is
gaining prevalence is OKRs
“Objective and Key Results”
created by Andy Grove at Intel
and taught to John Doerr by
him. These are used to measure
bold, aspirational goals and
are moonshot in nature. These
are transformational in nature
- significant, value-adding,
needle-moving goals and not
typically linked with R&R. These
are long-term and can range up

PERFORMANCE

Employee performance
management isn’t a new concept.
Performance management has
evolved in many ways over
the twentieth and twenty-first
centuries. Over the years, the
focus has shifted from operational
efficiency to personality-based
performance appraisal to
appraisals focused on goals and
objectives (MBO) and continuous
evolvement thereafter to meet
the needs of the organisation and
industry at large.

Employees should be
encouraged to set goals
based on their areas of
interest and improvement.
This gives employees
greater motivation
since they have greater
empowerment, therefore
increasing the possibility
of achieving larger
organisational objectives.
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to 2-3 years and preferably not
more than 2 goals at a time. In
less than 5 decades, Elon Musk
staked a rock-solid claim to being
a legend in setting lofty goals. The
way he revolutionized space travel
through SpaceX, makes humans
an interplanetary species. He has
also shown incredible resilience
to continue despite dark days to
achieve his lofty goals.
Taking an excerpt from ‘Measure
What Matters’; a book authored by
John Doerr, In Google, they often
set goals that are just beyond the
threshold of what seems possible
following the OKR framework, and
surprisingly, they accomplish their
goals. Like the case of Google to
reach 20 million seven-day active
users, failed miserably before they
could finally achieve it.
Different organizations tweak
these processes based on their
requirements and direction.
A fine example of this has been
seen in sectors like retail. Tesco
brought in the 5th quadrant
to the BSC model – call it ‘The
Corporate Steering Wheel’. The
underlying model remains the
same with the incorporation of
the 5th Community Perspective.
Throughout all their businesses
across the world, performance is
measured through the Steering
Wheel. This helps to maintain
focus and balance in what counts
to run each of the businesses
successfully.
The way performance gets
quantified has evolved over the
years. However, the underlying
philosophy remains the same –
1.
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Everyone deserves to know
how they have performed and
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what is expected out of them
in the performance planning
process. Performance
discussions need to be
conducted in an ongoing and
continuous manner, to provide
constructive feedback to
employees on what went well
and what could be better.
2.

3.

Organisation goals and
strategies need to be
communicated in a fair,
transparent and objective
manner to all employees
across the employee
hierarchy. This is one area for
leaders to focus on and devise
what can be done to address
this efficiently.
When Rewards & Recognition
come in the way of employee
performance and become
a cause of comparison, it is
often seen that people get
disappointed not due to
their individual performance,
but when they get to know
that someone else has been
rewarded better. Leaders can
address these perceptions by
being more open about the
compensation and rewards

strategy followed within the
company.
4.

Feed Forward is a concept
that is gaining much
momentum and is futuristic in
its approach. Moreover, only
the future can be changed and
not the past. One can only
change the changeable - the
future which is yet to come.
Having said that, feed-forward
helps individuals to foresee
and focus on the future and
not dwell on past failures.

In Google, they often set
goals that are just beyond
the threshold of what seems
possible following the OKR
framework, and surprisingly,
they accomplish their goals.
Like the case of Google
to reach 20 million sevenday active users, failed
miserably before they could
finally achieve it. Different
organizations tweak these
processes based on their
requirements and direction.

Research has shown that
though the IT sector is quite
matured and advanced in its
processes and operations, many
organizations have faltered on the
performance planning processes
that get followed. There are few
fundamental flaws that exist –
•

Lack of clear expectationsetting - Sometimes,
managers aren’t able to
communicate what they
expect from their employees.
Employees should be provided
with the necessary resources
to improve themselves
constantly and should
know the importance of
continuous learning through
a performance management
system.

•

Lack of regular performance
evaluation - If the
performance evaluation
is carried out annually,
employees have to wait for a
year to exchange feedbacks;
which is not very ideal for the
organization’s productivity.

•

Lack of quantifiable goalsThere should be a clear
understanding of what it
looks like to achieve a goal

•

•

Lack of recognition - If an
employee is performing
above average, he or she
should get the deserved
recognition. Managers should
understand how important it
is to use the system to give
appropriate ratings across the
full spectrum of options—they
should not be trying to avoid
tough conversations, and they
certainly should not be simply
giving everyone the same
rating.
Lack of clear path to
improvement - The
performance management
system should have a clear
path for employees who meet
expectations as well as a
clearly communicated plan for
when they don’t.

To further strengthen
the Performance System,
management needs to also
equip its employees with proper
resources, support and training to
perform their tasks effectively and
efficiently. Also, it is important to
move away from some of the set
perceptions that this is a neverending saga – be it related to
employee compensation, rewards
and recognition.

say these are audacious goals
and have to be super stretched,
moonshot goals. These are for
organizations who want to disrupt
the business and transition into
a significant new orbit to gain a
competitive advantage. However,
OKRs are flawed in a manner
that they cannot be linked with
R&R. Employees have to be selfmotivated, own their goals and
pursue it completely.
Likewise, multiple discussions are
being held about getting rid of the
bell curve and rating moderation
processes. Many companies also
did away with the PMS completely.
However, a large set of these
organizations are again thinking of
getting back to the previously used
systems to measure performance.
We do not yet have a definitive
answer to the concept of relative
ranking/comparative assessments
and this dilemma would continue to
be there in the times to come. But
the fact that having a structured
performance management system
in place would help small and
large organizations keep track
of the progress being made by
all individuals, business, and
organisation levels holds true even
today irrespective of the PMS model
being followed.

PERFORMANCE

•

Lack of a well-structured,
documented performance
management system can prevent employees
from understanding the
organizational strategies
better and work cohesively
towards achieving their goals
with greater motivation. Gen
Z and Y do not like to work in
isolation. They would want to
know how their contributions
are aligned to the larger
organisation picture.

and how it will be measured.
Goals need to be specific,
measurable, achievable,
relevant, and time-bound
(“SMART” goals). Some goals
even if they are qualitative
need to be supported with
real examples and behaviors.

On a parallel note, there are
many theories about the new age
philosophies pertaining to various
performance systems –
Like in the case of OKR, people
FEBRUARY 2021
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Prabhash Nirbhay

Work From Home and
Mental Well-Being:
Psychological Impact
of the Practice Over a
Prolonged Period
Before the pandemic struck, many studies highlighted
the benefits of remote working and it seemed like an
incredible perk for many employees. When the Covid-19
pandemic forced everyone to Work from Home, it was
expected to be a win-win situation for the employee,
however, the outcome has been quite the opposite,
studies have shown - the trade-off is often long hours,
more virtual never-ending meetings, and if there were
boundaries separating work and personal life, it seems
they have faded away.
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the Founder & Director Consulting
at Flipcarbon is a Strategy
Consultant, Performance Coach,
and a Behavioral Trainer.
A senior professional with 20
years of experience in various
facets of HR across blue-chip
companies, he has a proven
track record and ability in
conceptualising, designing and
implementing Strategic Employee
Communication interventions that
foster high performance, high
engagement culture.
As a performance coach, he has
helped start-up founders and
middle managers extract the best
value from themselves & their
teams. His other core areas are Unconscious Bias, Diversity and
Inclusion including enabling areas
like POSH.
A Postgraduate in HR from XISS,
Prabhash has held senior HR
leadership roles and is currently
focused on Growth Consulting for
Startups and Small and Medium
Businesses.
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andwagons are easy
to get on, they are
difficult to stay balanced
on, however. As the
pandemic hit us, organizations
that used to look at work from
home with suspicion, suddenly
found themselves opening their
hearts to the idea. Revenue
depended on it, after all. Suddenly,
quite early into this experiment,
we had a whole bunch of
organizations committing a
future roadmap without fully
studying the feasibility of the
idea, especially the psychological
impact on a social entity. Everyone
wanted to hook on to this biggest
thing since the steam engine!

That, however, is not how we
have been functioning over the
last year. Many of us have been
reduced to 12-14 hours of seeing
a lot of faces on a computer
screen (if the video is on, which
strangely is not even the case
most of the time and that tells a
lot about whether we are enjoying
it at all) and productivity has been

Many of us have been
reduced to 12-14 hours
of seeing a lot of faces on
a computer screen (if the
video is on, which strangely
is not even the case most
of the time and that tells
a lot about whether we
are enjoying it at all) and
productivity has been
reduced to meetings.
Somehow actions have
been reduced to activities.

reduced to meetings. Somehow
actions have been reduced to
activities.
On top of this, almost neverending meetings with travel
restrictions and lack of workplace
socialization with possible home
workstation ergonomic stress and
you have a heady cocktail whose
hangover symptoms are going to
be despondency and depression.
Study after study is proving this.
More than 50% of American
adults have had a negative impact
on their mental well-being as
it has been extremely difficult
for most of them to fall back on
the support networks that exist
in the physical workspace. On
almost all parameters, 60% and
more respondents fared poorly
on all psychological parameters
associated with stress and
depression.
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10 months hence, with schools
still largely closed, never-ending
calls, and twice the amount of
work, the entire WFH house of
cards is collapsing in on itself.
The pragmatics are getting back
to work in a more normal fashion.
If the traffic on the roads is any
indication, barring IT, everyone
else is getting back to work.
Despite the Internet of Things,
wheat still largely gets cultivated
by farmers who actually go out
there and toil in their fields and
then get it ground on machines
run by workers on an actual shop
floor and that’s how we get to eat.
That is the real deal about how
human beings work and how they
socialize.
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According to one paper published
with the Journal of Occupational
and Environmental Medicine,
decreased overall physical and
mental well-being after WFH were
associated with physical exercise,
food intake, communication with
co-workers, children at home,
distractions while working,
adjusted work hours, workstation
set-up, and satisfaction with
workspace indoor environmental
factors.
A 2006 paper on psychosocial
environment and mental health
(we had 14 years to read it before
going down the road of work from
home) suggests that psychological
responses may include low mood,
low motivation, exhaustion,
anxiety, depression, burnout, and
suicidal thoughts.
Unfortunately, as organizations,
one thing we have been guilty
of has been poor organizational
research before going down the
road of implementing fad-surfing
moves. Somehow organizational
behavior is just a two-credit
course in MBA classes, never to be
referred back to again.
This is an HR failure. We have
not undertaken a significant risk
assessment of some of our wideranging actions of psychosocial
impact.
A typical risk assessment process
would include:
• Assessing the hazards
• Knowing or exploring who
might be harmed and how
• Quantifying the risks in terms
of levels
• Exploring the risk mitigation
actions
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Let us just examine four impact
areas of work from home that
don’t get talked about. These
are areas that attack the very
nature of the ubiquitous work-life
balance.

When we framed our rules
against sexual harassment,
we did not realize that it
will very quickly shift to
virtual meeting rooms with
a very little understanding
and even lesser sensibilities
around what constitutes a
sexual crime in a virtual
setting.

The Family Ecosystem
and Its Fabric is Getting
Destroyed

There is no doubt that work from
home has created significant
emotional challenges in the family
ecosystem. Stay at home kids
who in their formative years have
been missing peers from their
lives; partners who have different
work schedules and the same
is being magnified by uncaring
organizational ecosystems
(barring a few lip-service moves in
the form of a blanket rule like no
calls during certain times, which
gets broken all the time).
“WFH has destroyed personal
boundaries”
Murali Rao, Chairman,
Department of Psychiatry and
Behavioral Neurosciences, Loyola
University Medical Centre in
Chicago
If one were to think in terms of
risks, we are talking domestic

violence, sexual abuse (including
that of minors), lack of sexual
intimacy, the risk of being reduced
to a series of robot-like actions,
impact on studies and grades, et
al.
We are also talking about stressinduced interactions at home
which are more frequent, have
a longer time span of continuity.
Today, you can’t have an
argument in the morning, step
out to work and then come back
home perfectly normal; you are
necessarily in a zone where two
people won’t talk to each other
through the day and yet expect to
keep each other company.

It is reported that women exhibit
a conflict between heightened
anxiety and depression in
emergencies as also a surprising
amount of resilience. Women are
also overrepresented in sectors
impacted by emergencies say
healthcare, education, unpaid
household work, et al. This is a
potent mix.

escape unconsciously patriarchal
households between 9 and 6 (they
were still getting up at 5 to cook
and clean and send kids to school,
make no mistakes) and now need
to navigate those rules through
the day while trying to earn an
honest day’s wages!

Workplace Ergonomics,
Environment and Support
So, when one works from home
is there someone who is at their
service and runs the coffee
machine? The question isn’t
obvious and the answers are not
being sought. However, is there
a psychological impact of making
tea (and who is making tea and
washing the kettle) 4 times a day
at home?
When we shop chairs and tables
for a home office (which by the
way can be bought many times
over with the money saved
on reduced commute), do we
wonder whether the laptop’s
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Women are Being
Expected to Take Front
and Centre Roles in
Restrictive Environments.
Work from Home Tends
to Aggravate That

It is completely being
ignored that work from
home is pushing working
women further into
traditional roles and a
whole generation of gains
are being undone within the
year. I have had instances
where the husband has
literally taken two weeks
of vacation travel while the
wife can’t go to work even
for something critical for
a day because she has to
take care of kids at home.

If a study was to be conducted
about sabbaticals, voluntary
exits and health concerns among
women during the pandemic, I am
sure it will tell a very sad story
and how much of that is WFH
induced is a very critical subset of
the study.

It is completely being ignored
that work from home is pushing
working women further into
traditional roles and a whole
generation of gains are being
undone within the year. I have
had instances where the husband
has literally taken two weeks of
vacation travel while the wife can’t
go to work even for something
critical for a day because she has
to take care of kids at home. Then
there are women who could earlier
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efficiencies are defined by the
job profile or undefined policies
of procurement? I have seen
500-1000 attendees’ town
halls getting destroyed because
something did not work.
There has been an unwritten rule
in organizations for as long as
they have existed that the quality
of laptops provided is inversely
proportional to the job level. While
the intensity of work done (and
hence the technical specs) on the
laptops is directly proportional
to the job level. Now, this did not
matter much when one worked
from the office because it was
easier to seek support.
There is less likelihood of being
served a hot cup of coffee while
attending a 90 minutes highintensity meeting from home. That
is the kind of support which is
not obvious but deeply impactful.
If ever the motivation-hygiene
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Cyber-bullying is quite
rampant in a work from
home setting. Workplace
harassment has taken
this form. Managers
and powerful peers are
setting up calls at odd
hours thus encroaching
upon a couple’s intimacy
calendar. Many times
this is done in the garb
of Time Zone issues and
it is very common to get
unwarranted video call
requests at odd hours from
bosses and colleagues.

theory was tested, it was when
we moved workstations home.
Suddenly the hygiene factors
took a southward journey. When
this happens over a prolonged
time span, there is a likely impact
of “absence of hygiene factors
demotivates” coming into play.

Cyber-Bullying
and Virtual Sexual
Harassment

Cyber-bullying is quite rampant
in a work from home setting.
Workplace harassment has taken
this form. Managers and powerful
peers are setting up calls at odd
hours thus encroaching upon a
couple’s intimacy calendar. Many
times this is done in the garb of
Time Zone issues and it is very
common to get unwarranted video
call requests at odd hours from
bosses and colleagues.
There are faceless, insulting
conversations about performance.

Somehow when you talk into an
instrument, it is becoming easier
to be a jerk.
A subset of work from home is to
attend schools from home. Good
teachers are becoming better and
bad ones are becoming worse.
One can actually experience one’s
child being bullied by someone
who is not qualified to be dealing
with kids and adolescents. The
child on the other hand now has
missing peer support, a great
coping mechanism.

Work from home is a great shortterm solution. It may perhaps
even be a great long-term solution
for those for whom the choice
was either this or quitting work
altogether. Whether it is a great
long term solution for everyone,
under all circumstances is an
unanswered question which
should not be answered by wellintentioned decision making, it
should be answered by wellresearched decisions.
The new normal isn’t quite normal
it seems.

Work from home is a great
short-term solution. It may
perhaps even be a great
long-term solution for those
for whom the choice was
either this or quitting work
altogether. Whether it is
a great long term solution
for everyone, under
all circumstances is an
unanswered question which
should not be answered
by well-intentioned
decision making, it should
be answered by wellresearched decisions.

So, Where Does It Lead
Us as We Commit to
Work from Home as
Organizations?

First, I am taking a position.
I believe it is insensitive and
irresponsible to do it without
considering scientific evidence.
If you have not studied it, nor
examined the risks, don’t do it.
There are a dozen peer-reviewed
studies which are telling us how
perilous it is.

MENTAL WELL-BEING

When we framed our rules against
sexual harassment, we did not
realize that it will very quickly
shift to virtual meeting rooms with
very little understanding and even
lesser sensibilities around what
constitutes a sexual crime in a
virtual setting.

diversity agenda or subvert it?
Not coming to work is perhaps
an advantage. Perhaps it is not
for certain sections who have to
deal with unconscious bias every
moment of their lives.

Second, if it must be done, do a
proper risk assessment. Mankind
invented societies to guard
against predators and in the
process started sharing stories
around a fire. When we do away
with societies, we must still enable
the stories.
Third, think from the perspective
of diversity. Will it enable the
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Sahil Nayar

LIFE LESSONS

is a Senior Associate Director at
KPMG in India. A Certified MBTI
and NLP Practitioner, a regular
columnist and visiting faculty at
leading business schools across
the country. Being a design thinker
he loves flirting with ideas as he
designs prototypes to re-define
human experiences. Off late,
he has been learning the art of
influencing through conversations
with women of substance on his
talk show #JustLikeThat which
features on his YouTube channel.

Paradoxically
Millennial
What is it like to be a millennial in the workforce?
How do you mingle with the other generations at the
workplace? In this interesting article, Sahil Nayar takes
us through his quirky journey of curating and developing
a new course – managing millennial and multigenerational workforce – and teaching it on college
campuses, and how in the process of teaching, he ends
up learning new things himself.
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M

umbai – Sometime in
December 2018, on a
cold Sunday evening,
as I snuggled into my
Jaipuria quilt enjoying the nip in
the air, I decided to binge-watch a
series. I had just got started and a
professor friend of mine from IIM
Indore called up. Lazy that I felt to
get up from the bed to get across
to my desk where the phone was
kept on charging, I was in two
minds as to whether I should let
the phone ring or pick it up. After
about five to six rings when it
continued to ring, I jumped out of
bed as if I didn’t want to miss the
call and ensure that I pick it up
before the phone gets cut.

Over the last few weeks, I was
reading a lot of white papers and
research work around millennials
and had moderated a multigenerational industry panel on
managing millennials at the
workplace. I promptly offered,
“Why don’t I teach your students
something new – something
that hasn’t been part of their

curriculum ever – managing
millennials and multi-generational
workforce”– Guess what! He
jumped at the idea.
The next few hours, as the Jaipuria
quilt felt lonely, I sat at my study,
curating the course description,
objectives and pedagogy. I had no
previous course outline to refer
to as a benchmark – the thrill of
going back to my own experiences
and those in my ecosystem
made me think. It was a magical
experience, not just curating the
content but delivering the same on
campus as well.
As this course became popular
among the student fraternity,
I started teaching the same at
other leading business schools
across the country as well.
Interactions with the students,
all being millennials, helped me
refine the modules further. A
classical situation, the professor, a
millennial, the students’ millennials

3 years and 9 batches
down, every class has
offered a different
perspective. From
challenging the basic
stereotypes, like ‘why
purpose is so important’
which many didn’t even
comprehend to many
being cynical optimists.
From exploring why
filters are so important on
Instagram to what makes
millennials cry – not only
did we validate research
that existed but also over
the years, identified trends
that showed up in realitybased simulations in the
classroom.
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After exchanging pleasantries,
the conversation moved to the
weather and I shared with him
how cold I was feeling when the
temperature was 19 degrees. He
laughed and retorted, “Come over
to Indore buddy! It’s 9 degrees
and you will surely freeze in
here”. We moved ahead into the
conversation, he invited me to
teach his students a 2-credit
course on Organizational
Behavior. Having taught the
subject for over a decade, deep
within I was feeling just too bored
to commit my time to this course.
Not sure if it was the weather, my
mood at that point in time, or the
subject.
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and the frameworks within which
the course needed to be delivered
and administered wasn’t governed
by millennials!
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Every course with every batch
brought me closer to a bunch
of students born a year later. It
kept getting better. 3 years and
9 batches down, every class has
offered a different perspective.
From challenging the basic
stereotypes, like ‘why purpose is
so important’ which many didn’t
even comprehend to many being
cynical optimists. From exploring
why filters are so important
on Instagram to what makes
millennials cry – not only did we
validate research that existed but
also over the years, identified trends
that showed up in reality-based
simulations in the classroom.
While commitment didn’t exist in
relationships, surprisingly even if
we slept at 5 am the previous night
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experimenting with lab rats in the
hostels, the majority of us showed
up for the 8 am class which we all
detested. Our contradictions and
complications didn’t freak us out
but instead left us in appreciation
of the fact – that coexistence is the
name of the game.
Some in the class were tough nuts
to crack and like how! But I didn’t
take it upon myself to fix them
or should I say manage them?
I simply let them be and in the
process of being so, the class took
over and they fell in line. Some
were impenetrable and some
intriguing – those were the ones
who had special classes with me,
almost like private tuitions into
twilight.
All of us, without exception,
including me, got distracted, and
how! It felt so relatable and real.
No monologues, no ‘gyan’, no one
could speak beyond three minutes

at a stretch. That really helped
break the monotony.

In the process of teaching,
I must admit, I learned too.
The course pedagogy postCovid has undergone a
significant change – from
managing we have moved
to empower millennials.
They love the spotlight on
themselves, don’t they?
Trust them and let them
deliver.
Many in the classes over the years,
knew exactly what they wanted.
Even what they wanted to discuss
in detail and what they wanted to
fast forward because they could
get it. At times, I thought it was
boredom but when tested on
quizzes and midterm tests, they

would complete the sentences we
left incomplete in the class. It was
just so magical.
While the timing of the class had a
huge role to play in retention – we
also explored the direct correlation
between absorption of knowledge
and the body clock movements.
The first benchers in the first class
of the morning were very different
from the first benchers when the
sun went down, and the stars
came out. Some behaviours had
rationales and some behaviours
defied logic but none of us
questioned one another. We simply
observed without judging.

In a very humble tone, I asked,
“Please, may you elaborate?”
He laughs, the rest join in, and a
video comes with each of their
virtual backgrounds reflecting my
photograph and in a chorus, they
say, “Which millennial celebrates
10 years in one organization?”
You surely aren’t a millennial!!!
As things are starting to get back
to normal, I’m waiting to jump
onto the next flight, go on campus
only to do all that those millennials
do. Oh boy! I bet you, kids out
there, for some of the things that
you still do on campus I will surely
give you a run for your money,
even if it means proving what a
narcissistic millennial I am.

Transparency touched new
highs, they set their own
question papers and peers
evaluated them too. Biases
took centre stage and
favourites were clearly
visible. Initially one would
think that as a clan they
would be loyal to one
another with me as the
professor being an outsider,
but with time, one realized
that they were loyal to no
one, but themselves.
Interesting revelations,
I must say!
LIFE LESSONS

Transparency touched new highs,
they set their own question papers
and peers evaluated them too.
Biases took centre stage and
favourites were clearly visible.
Initially one would think that as
a clan they would be loyal to one
another with me as the professor
being an outsider, but with time,
one realized that they were loyal to
no one, but themselves. Interesting
revelations, I must say!

a student supposedly speaking
to his professor (that’s me) in the
same tonality because I have given
them this liberty from the first
class.

In the process of teaching, I
must admit, I learned too. The
course pedagogy post-Covid has
undergone a significant change –
from managing we have moved
to empower millennials. They love
the spotlight on themselves, don’t
they? Trust them and let them
deliver. Of course, they have a
width of exposure on their side,
offering them depth.
Did I just contradict myself? As
I concluded my class with the
batch of 2019-2021 one of them
remarked, “Sahil, just because you
are born in the time frame that
demarcates you as a millennial, it
doesn’t mean you are one” This is
FEBRUARY 2021
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is a Brand Storyteller, Marketing
Strategist, and Co-founder
of Kahani Happens. He has
been helping clients set-up
branding, communication and
content strategies for products,
companies, market-entry, etc at
Kahani Happens. He has 10+
years of creating, building, and
telling brand stories. He is an
expert at creating core branding
and content strategy for fastgrowing companies. Faiz is also a
published author and has penned
a book titled ‘Kahani Happens’.

Employee Perspective
on Mental Well-Being
and Work-Life Balance
in the Current Work
Environment
The initial panic surrounding the Covid-19
pandemic may have passed, but the evolution
of the work environment and the new-found
work-life balance has affected the mental wellbeing of employees. So, what can organisations
do to support employee wellbeing, and make it
easier for the employee? Let’s find out.
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live in Mumbai. It’s a fast life but
one gets used to it. In the city,
someone or the other would be
working at any moment in the
day or night. Mumbai trains, for
that matter, are legendary. They
are rightly called the lifeline of the
city. It was hard to imagine that
the city would ever slow down,
let alone grind to a halt. Local
trains were suspended in the city
on 23rd March 2020. The country
saw an unprecedented lockdown.
Everything and everyone did go on
‘pause’.

Well, we are past that. We adapted,
we overcame and we evolved.
But still, we must look at the
process of evolution. It shouldn’t
come at the cost of the mental
well-being of employees. Even
before the pandemic, psychiatric
issues like depression and anxiety
gripped many people at the
workplace. The annual global
impact on the economy, due to the
loss of productivity emanating from
depression and anxiety, is around
$1 trillion.

How did the evolution of
the work environment and
the new-found work-life
balance affect the mental
well-being of employees?
It’s hard to put a number on the
increased stress on an employee’s

setting up this corner. This didn’t
just improve the work, but also
simplified the struggle of working
within a distracting and dynamic
house.
What is the learning from this?
•

Well, there’s always a way. A
corner isn’t hard to find, but
once you do, the benefits are
enormous. Even when it seems
impossible to get a move on
and get some work, some
ingenuity and perspective can
shape the new world around
you.

•

For the companies, it was
a novel way to showcase
empathy and proactive
solutioning. Pandemic-induced
lockdowns and work-fromhome isn’t an every-year affair
(hopefully), and by showing
intent and execution to help an
employee, the company sets a
life-long positive memory for
the person.

•

Now, every time this employee
talks about work during
Covid-19, they would fondly
mention the company. This,
in turn, would grow the
company’s goodwill and
employability-factor (what
employees look for in a
prospective workplace).

So, what were these adjustments
and how could a company make it
easier for the employee?

The Office-Corner: Haven
for Uninterrupted Work

People, like myself, wanted to
ensure that the work doesn’t stop.
Meetings, articles, campaigns,
pitches, workshops, etc. should
keep ongoing. Everyone jumped
on to Zoom, Teams, Meet, etc.
to connect to their colleagues
and their clients. What were the
challenges here?
Working in an office, you have a
dedicated space where you can
think and perform. Now, this
is sacred as it’s away from the
distractions of daily life. But, you
couldn’t do that when you are
working from home. So, the next
best thing was to define an ‘Office
Corner’.
This corner doesn’t have to be big,
it could be as small as a table and
a chair. What this ‘corner’ means
is that there is a space where
you can put your focus ‘gear’ on
and really get some work done.
There have been some hilarious
moments when children randomly
popped up on screens, but that’s
OK. It’s the pleasurable quirks of
the new-work etiquette.
Quite a few companies recognized
this trend early. They encouraged
their employees to set their own
office corner. Some companies
even reimbursed the expenses of

EMPLOYEE SPEAK

It’ll soon be a year since we went
into the shock of inactivity and
lockdown. Like this evergreen
city, businesses that were always
running began to question their
continuity protocols and their
working capital. The ‘trickle-down’
stress came pouring in on the
normal employed-individuals who,
quite frankly, didn’t know what to
do.

mental health. It’s not normal to
balance an existential crisis along
with an economic crisis. Yes, it had
an impact. But since everyone,
from the CEO to the accountant
were largely going through the
same, it made the adjustments
easier to bear.

Goodies – Because
Deliveries can Be
Leveraged

One thing missing from working
from home was the snack breaks.
Oh, the camaraderie near the
coffee machine! Friendships
and chatter is a good buffer for
the stressed mind. I remember
heading straight to the pantry
whenever the work was too
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overwhelming. A smile from a
buddy, a 2-min random chat over
a cup of coffee, took the edge
right off.
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That’s why I was surprised to find
a goodies basket at my doorstep
one morning. My colleagues, along
with the human resources and
admin, had sent everyone these
baskets filled with instant coffee
sachets, cookies, chips, tea bags,
etc. It was a very sweet gesture
and it turned not just my day, but
my week, very bright.
Such things give you the extra
motivation to push that bit harder.
It made the ‘adjustment’ of being
away from friends a bit easier.
Mental well-being is closely
associated with socialising. Some
people might want to stay away
and others might revel in physical
contact. But everyone wants the
comfort of shared experiences in
the workplace. Just because we
weren’t in office, that didn’t stop
the human resources team from
creating a nice shared experience
for everyone.
What’s the benefit of ‘goodies’
or interaction through home
deliveries?
•

•
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It gives you a sense of
companionship and belonging.
In times when you couldn’t
even interact easily with your
neighbours (especially in the
early days of the lockdown),
such initiatives help fill the void
of loneliness. You never know
which one of the employees
‘really’ needed that pick-me-up
of the ‘goodie’ basket.
It’s a talking point. My
colleagues and friends talked
a lot about how we used-up
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the items from the package
within 2-3 days. It was a good
bonding session where none of
us even mentioned the raging
pandemic outside.
•

It’s also a subtle message
of ‘hang-in-there’. Do you
remember those motivational
posters in the office? The ones
that said you should ‘shoot
for the stars’. They all seemed
corny then, somewhat clichéd.
But, the lockdown showed
that simple motivational
messages, even subtle, can fill
you with energy. The goodiebasket indirectly said that the
pantry and the office would be
waiting for you when this is
over. It was a good assurance
of continuity and sustainability
from the company.

Cross-Skill training Online Courses or PeerMentorship

The pandemic left a lot of us with
doubts. Would our skills become
outdated in the new world order?
It’s a genuine feeling as many
industries like hospitality, food

and beverage, etc. faced deeper
hardships than others. Through
this uncertainty, the employees
need some help or a leg-up.
Companies can initiate cross-skill
training workshops, which would
be, of course, online. I took on
some of these cross-skill training
courses. On the side, I also
brushed up on cooking and baking
skills but that’s another story.
Cross-skill training kept my mind
active and fueled. It helped me
to not get stuck in the monotony
of lockdown life. And at the end
of the day, I expanded my profile
quite a bit.
This is an investment for the
employee and the company.
The employee can improve on
their abilities, and the company
can leverage some new-found
potential within their workforce.
I also indulged in peer-mentorship.
This is a neat thing. Even though
I chose to mentor my colleagues
(training them in a skill I am good
with) on my own, a company
could go on to set-up a peer-

mentorship program. Here, the
mentee picks up a new skillset and the mentor can feel
empowered as they helped their
fellow-colleague. Come to think of
it, I should push my company to
start this as a regular thing
.

•

Moreover, the teams were
working remotely. Hence,
their internal communication
had to be in total sync. It was
a pleasure to see that the
company adopted key software
quickly. We had well-planned
sessions so that the learning
curve is minimized. Our
deliverables were reworked
with clear 2-way interactions.

•

Essentially, multiple business
processes now stood altered
and without a well-directed
information flow (info
download, feedback and
spread) this wouldn’t have
been possible.

Communication is More
Important Now Than Ever
Before
We always had long sessions
about how communication in
the workplace is of paramount
importance. Lack of which led to
bottlenecks, delays, duplication of
work, and even missed deadlines.
In serious cases, it resulted in a
loss of business due to improper
client/customer satisfaction
responses.

•

Employees and Mental
Health – Communication
should Always Be Open

There’s another aspect to this
communication. We talk about
an employee’s mental health a
lot. This article is about the same
topic. However, its execution,
from the employee’s perspective,
is of utmost importance. It’s not
just a corporate exercise, it’s also
therapy for some people.
•

What can companies do to
improve communication?
•

This is where the human
resources and leadership
teams within companies
stepped up. They filled the
information gap with regular
feedback and knowledgeexchange. There weren’t any
hap-hazard meeting schedules.
All of our time was respected
with clearly arranged meetings
that had a succinct agenda.

•

About 10 years ago, the
World Health Organization
(WHO) claimed that the
leading cause of disability was
mental disorders. As per their
report from Europe, 13.7% of
disabilities were attributed to
depression. 40% of the total
disabilities in high-income
countries, were due to mental
disorders.
As per a more recent report,
these numbers have increased
a lot. In India, there are around
56 million people suffering
from depression and around

Just putting an economic angle
here. WHO, in a recent report,
also states that if even $1 is
put into scaling up mental
disorder treatments, the
resultant impact on health and
productivity would be 400%.

This is not to show that an
employee’s depression or mental
health should be measured in
ROI, it’s just a point that proper
communication and empathy
(along with well-timed treatment)
can truly solve these issues and
benefit everyone. Companies can
engage with the employees that
they feel are more troubled than
the rest. As an employee, such
attention and care can go a long
way. It can induce us with the
courage needed to finally seek
help.
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Still, communication during the
pandemic was far more important
than it was before. The direct
medium of face-to-face talks was
taken away. Some employees
were left in a work-stasis where
their projects seemed to be
stuck in limbo. So, before when
communication errors cost a
company just time and money,
now lack of communication could
result in escalating anxiety, stress,
and loss of ‘significant’ business.

38 million suffering from
anxiety disorders. By the end
of the year (2020), the report
suggests that around 20%
of Indians would suffer from
some form of mental disorder.
I don’t know if this has already
happened or not. But it should
be enough reason for everyone
to take this seriously.

The pandemic put us all in the
same boat. We share this problem
around the world. I showed
empathy and understanding
towards my company as it faced
challenges during the lockdown.
The company in turn showed
compassion and care for all of its
employees. It’s a give and take and
it’s good. That’s how it should be.
This is what open communication
delivers. And it did for us. Did it
deliver it for you?
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