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Gender inequality has always been an entrenched 
issue in the workplace. When the COVID-19 
pandemic affected the working lives of just about 
everyone, it also exacerbated those inequalities 
as the pandemic’s impact was not spread equally 
- economic and social fallout from the pandemic 
hit women the hardest. From bearing the burden 
of unpaid domestic work to losing their jobs, the 
pandemic has disproportionately affected women 
creating a long-term negative impact on their 
employment opportunities and economic security 
more than men. But we just can’t blame a pandemic 
for regression in workplace gender equality since 
when India’s quest for gender equality before the 
Covid crisis was already stalling. COVID-19 has 
simply heightened and highlighted pre-existing 
gender gaps in an unprecedented manner. This 
risks sending whatever little progress made towards 
gender equality over the past few years into reverse 
and prolonging recovery.

The collateral damage to women from COVID-19 
threatens gender equality and it is not just women 
who suffer when progress on gender equality is 
derailed - businesses that do not empower women 
will be highly likely to fail. Attaining gender 
equality for all women requires not only building 
back from the pandemic ‘she-cession’ but will 
require businesses to include women as leaders and 
participants in recovery planning. 

Getting more women into the paid workforce is 
crucial, but it is not enough. Diversity alone doesn’t 
create inclusive workplaces - women’s inclusion, 
representation, rights, social and economic 

CEO’S Desk

Follow

outcomes, equality, and protection needs to be at 
the heart of our economic recovery. To shed more 
light on how inclusion is an integral part of creating 
balanced workplaces, we interviewed Mr Priyank 
Parakh, Director HR - India Sub-continent at GSK 
Consumer Healthcare for our Spotlight feature. 
He talks to us about the need for robust ethical 
leadership in making the right decisions related 
to COVID-19 and the workplace, the importance of 
reinforcing commitment to workplace inclusion, 
hiring and diversity, and how design thinking can 
change the way HR teams deliver value. 

To share their viewpoints on the art of attaining 
gender balance in workplaces, we also have Mr 
Vinay Ravindaran, Mr Sarabjeet Singh Gill, Ms 
Mona Cheriyan, Ms Parul Bahl, Ms Tanya Singh, Mr 
Ankur Gautam and Mr Manmay Prasad. Also, do not 
miss out on our special feature with ‘Women in HR’ 
where we interview some influential women leaders 
in the space. 

The pandemic can be a watershed moment for a 
greater gender-equitable future, hence we can’t 
lose our grip on gender equality. Not now, not ever. 
Together, we can all choose to challenge and call 
out gender bias and inequality and build on the 
advances made over the past few years. The voices 
gathered for this edition offer a glimpse of that way 
forward.
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THE DIMENSIONS OF
GENDER EQUALITY 
The gender conversation isn’t complete unless it is inclusive.  It’s important to listen to 
and have a place for every idea on the table.  And the first step towards this inclusion is to 
understand the dimensions  of gender equality.  This infographic sums it up for you!

INDIVIDUAL BELIEFS  & 
UNCONCIOUS BEHAVIOUR
Implicit bias has an impact on our 

behaviour even when it doesn’t align with 
our belief system.

It’s what we know and how we interpret it 
and apply it to our daily lives.

ACCESS TO
RESOURCES

What do the budget and resource 
allocation for gender equality look like?

What is the gender representation at the 
leadership positions to bring the interest 

of different genders to the table?

How do you ensure a 
retaliation-free workplace?

POLICY AND
PROCEDURES

Does the company mission statement 
advocate gender equality?

Are the talent management 
procedures and programs checked 

regularly for fairness?

Are there mechanisms to hold 
organizations accountable for gender 

parity?

Are these mechanisms transparent 
and applied regularly?

INTERNAL
CULTURE

Exclusionary norms and unconscious bias 
runs deep in current organizational 

structures, which lead to inequality in 
everyday practices. 

Who we invite to meetings, whose ideas 
we listen to, who we engage in 

conversations.

INFORMAL FORMAL

INDIVIDUAL

SYSTEMIC

Data Source - ShowMe50
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NEW APPOINTMENTS

Delhivery Appoints Pooja Gupta as 
Chief People Officer
Delhivery, India’s leading supply 

chain services provider has recently 

announced the appointment of Pooja 

Gupta to its Executive team as its 

Chief People Officer. In her role at 

Delhivery, Gupta will work with the 

senior leadership on organization 

design and systems, developing 

strategic HR programs and policies, 

and strengthening employee 

experience. 

GSK appoints Harsh V. Trehan as 
People Services Lead at GSK
Harsh V. Trehan, former Chief 

People Officer of Compass Group 

Limited has joined GlaxoSmithKline 

as People Services Lead at 

GSK Global Capability Centre, 

Bengaluru. Trehan has nearly 22 

years of diverse experience across 

industry sectors such as Corporate 

Services, Aerospace & Defence, 

FMCG, and Oil & Gas.

Fincare Small Finance Bank Gets 
New CPO
Fincare Small Finance Bank has 

appointed Sai Suryanarayana M 

as chief people officer. With over 

two decades of work experience, 

Suryanarayana has rich multi-

industry experience spanning 

Banking, Financial Services, 

Pharmaceuticals, FMCG R&D and 

Manufacturing. Prior to this, he was 

Chief of HR at AU Small Finance 

Bank. 

Rajesh Balasubramanian is Accolite’s 
New Head-People & Culture
Accolite Digital has appointed 

Rajesh Balasubramanian as Head – 

People and Culture. With more than 

two decades of experience across 

manufacturing, IT, and services 

industries, in roles spanning sales, 

software delivery management and 

HR, Balasubramanian was earlier 

Global Head – Talent Acquisition 

Enablement Service, at Cognizant for 

16 years.

Cipla Onboards Ratna Joshi as Global 
Head – Talent Management
Pharmaceutical company Cipla has 

appointed Ratna Joshi as Global Head 

- Talent Management. Joshi comes 

with 16 years of diverse experience 

in HR. Before joining Cipla, she 

was associated with Mahindra & 

Mahindra (Automotive & Farm 

Equipment Sectors), where she 

headed learning and development for 

over a decade.

POSOCO Hires Anshul Bhargava as 
New Director-HR
Power System Operation Corporation 

(POSOCO), a PSU under the Ministry 

of Power has appointed Anshul 

Bhargava as its new Director - 

Human Resources for the next five 

years. He replaces Meenakshi Davar. 

Prior to this, Anshul was working 

with PNB Housing Finance Limited 

as Chief People Officer & Head HR, 

Administration. 

Compiled from Various Online Sources
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India Inc Likely to Offer 7.7% 
Average Salary Hike in 2021: Survey
According to global professional services firm Aon's 25th Annual Salary 
Increase Survey, India Inc is planning to give an average salary hike of 
7.9 percent to employees in 2021. This is up from the actual increase of 
6.1 percent in 2020. The survey analysed data across 1,200 companies 
from more than 22 industries. E-commerce, IT, ITeS, FMCG and Life 
Sciences are among the sectors that are likely to see the highest 
projected salary increase. 

IT Sector Records Strongest 
Comeback in Feb Post COVID-19 
with 33% Growth: Naukri
According to Naukri JobSpeak Index for Feb’21, hiring in the IT-
Software/Software services industry registered a record growth of 
+33% in February compared to a month ago due to increased adoption 
of digital technologies in India. The telecom sector has registered 
a sequential jump of 24% and other key sectors such as medical/
healthcare (28%), education/teaching (25%), FMCG (20%), and BFSI 
(17%) have shown growth in month-on-month (m-o-m) hiring in 
February while the insurance sector saw a flat (-1%) hiring trend.

COVID-19 Pandemic has Burdened 
Women More than Men: Survey
A recently conducted survey from SCIKEY Market Network shows that 
60 percent of women felt that achieving work-life balance during the 
pandemic was much more challenging for women than the men in 
their house. 85 percent of women felt that it was challenging for them 
to work from home while 81 percent believed that it was difficult to 
draw a boundary between personal and professional life. During this 
hustle, only 24% of women said that they were able to find time for 
themselves amidst this chaos.

INDUSTRY NEWS
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Deutsche Bank Plans to Hire 1,000 
Techies in India
The German banking giant, Deutsche Bank has announced plans to 
hire 1,000 tech professionals in India in 2021 at its technology centres, 
as it looks to double down on digitisation. The Bank has already visited 
nearly 40 campuses this year and hired 300 out of the 1,000 hires from 
top engineering institutes in the country including the IITs NITs and 
BITS Pilani, with an expected date of joining in July. The remaining 700 
new hires will be lateral hires.

India Ranks Ahead of Global 
Average in Women-Led Business: 
Grant Thornton
According to the Women in Business 2021 report by global accounting 
firm Grant Thornton, India ranks third in the world for women 
working in senior management positions. Notably, the percentage of 
women in senior management for India stood at 39 percent, as against 
the global average of 31 percent, which signals the changing outlook of 
Indian businesses towards working women. The percentage of women 
leaders across key positions in C-Suite in India is also higher than the 
global average, as per the report.

Flipkart Launches Third Edition of 
'Girls Wanna Code'
To encourage women engineers to have a successful career in the world 
of technology, Flipkart has launched the third edition of its successful 
campus initiative - 'Girls Wanna Code'. Launched in 2018, this 
mentorship and comprehensive up-skilling program aim to empower 
the next generation of women in technology by creating a strong 
community for aspiring coders from not only metro cities but tier 2+ 
regions too where there is tremendous untapped potential. This is a 
three-month program where 200 participants from across the country 
will be mentored by leaders from Flipkart.

INDUSTRY NEWS

Compiled from Various Online Sources
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It’s Women’s History Month. Like 
every year while we recognise 
the contribution of women to 

our social, political, and economic 
development, celebrate how far 
they have come, and how there is 
still much work to be done when it 
comes to gender parity and equity, 
this year somehow feels a little 
different. In a year marked by crisis 
and uncertainty, the pandemic has 
affected the working lives of just 
about everyone, but women, in 
particular, have been negatively 
impacted. The economic slowdown 
has not only disproportionately 
burdened women with unpaid 
care for children, the elderly and 
the sick, but also widened gender 
inequalities and triggered gender 
equality topics to slip down 
corporate agendas. 

According to McKinsey’s data 
and trends from unemployment 
surveys in the United States and 
India, “women job loss rates due 
to COVID-19 are about 1.8 times 
higher than male job loss rates 
globally, at 5.7 percent versus 
3.1 percent respectively. Also, 
women make up 39% of global 
employment but accounted for 
54% of overall job losses due 
to the pandemic.” It is clear that 
health emergencies and crises 
do not impact men and women 
in the same way. Furthermore, 
women constitute 70 percent 
of the workers in the health 
and social sector globally and 
are overrepresented in the 
accommodation and food services, 
real estate, administrative 
activities, manufacturing, which are 
most heavily hit by the pandemic, 
further exacerbating inequalities. 
Moreover, many women in high-
risk sectors own micro or small 
enterprises or are self-employed. 
They are now facing increased 
risks of bankruptcy due to gaps 
in financing, which translate to 
women having less access to 
capital and loans. If we look at 
India, far more men than women 
are in the paid workforce. In 
fact, women’s participation in 
the paid labour force has been 
declining steadily. Thus pandemic 
is worsening the precarious 
livelihoods of women around the 
world and intensifying challenges 
that women already faced. 

In developing countries in Asia, 
the labor force participation rate 
of women is 50% compared to 
82% for men. Despite the fact that 
women outnumber men in the paid 

workforce, they continue to do 
most of the domestic and unpaid 
care work— almost twice as much 
as their male partners, and they 
also have too few decision-making 
roles in government and business. 
As for India, the contribution of 
women to the country's GDP was 
only 18%, the second-lowest 
among developing countries, when 
compared to 41% in China. A 
McKinsey Global Institute report 
titled, The power of parity: How 
advancing women’s equality can 
add $12 trillion to global growth, 
published in the year 2015 for 
the first time established the link 
between how gender inequality 
affects GDP and gender equality 
in work with gender equality in 
society. The report revealed that 
India could achieve $770 billion 
of additional GDP in 2025 by 
raising women’s participation 
in India’s labour force by ten 
percentage points between now 
and 2025. However, this would 
require comprehensive change. 
Global Gender Gap Report 2020 
projects it will take another 100 
years to reach gender equality 
globally based on the current rate 
of progress. That means it will take 
five more generations for us to see 
gender equality. Most importantly, 
in the face of the Covid-19 
pandemic and economic crisis, 
efforts will have to be doubled, or 
else the progress we’ve seen over 
the past few decades could be 
erased. 

As workers return to offices, and 
other places of work, there is a 
growing concern that women are 
less likely to return. U.N. Women 
have warned that offices could turn 
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into male-only or male-dominated 
spaces and we can end up with far 
fewer women in leadership—and 
even far fewer women on a path 
to be future leaders. The biggest 
reason why women are more likely 
to continue working from home 
because they shoulder the bulk of 
domestic responsibilities more than 
men —so much so that women 
who are employed full-time are 
often said to be working a “double 
shift.” Now, due to the pandemic, 
women are taking on an even 
heavier load, it was already more 
challenging for women employees, 
even in normal times. Given the 
enormous challenges women are 
facing at work and home, it comes 
as no surprise that two million 
women could either downshift 
their careers or leave the workforce 
permanently. The situation is 
compounded by deeply entrenched 
gender inequalities, social norms, 
and unequal power relations. 

"There is a danger there that 
women are the ones who are 
likely to opt to work from home, 
and offices may just end up 
being the places where men 
go to," said Phumzile Mlambo-
Ngcuka, executive director of U.N. 
Women. "We worked so hard to 

• making work more sustainable 
and implementing policies 
that acknowledge a need 
for work-life balance to help 
working mothers, senior-level 
women, and all employees 
facing burnout get through 
this crisis; 

• making work more flexible so 
that women can draw clear 
lines between work and home, 
and doesn’t feel like they are 
“always on;”  

• having a gender-balanced 
workplace to mitigate the 
biases that the pandemic 
may be amplifying: higher 
performance standards, 
harsher judgment for 
mistakes, and penalties for 
being mothers and for taking 
advantage of flexible work 
options; 

• having zero tolerance for 
sexual harassment; 

• and giving women equal 
opportunities to have a seat at 
the leadership table, women 
need to be placed at the 
centre of all policies. 

say a woman's place is not in the 
kitchen. We don't want corona 
to say a woman's place is in the 
home, that she's sitting in the 
kitchen with her laptop, and the 
men's place is in the office,” she 
further added.  A sudden decline 
in the number of women in the 
workplace could roll back decades 
of progress made thus far.   

However, all is not dark and 
gloomy. Like many crises, this crisis 
has been a time of opportunity, an 
opportunity to build back better. 
An opportunity to realize that we 
are indeed at a crossroads and the 
paths we choose could shape the 
workplace for women for decades 
to come—for better or for worse. 

So far, the recovery has been 
unequal and the challenges facing 
companies right now are serious. 
The “broken rung” that prevented 
women from advancing in their 
careers has not been repaired. 
On top of that Covid-19 has 
underlined the systemic gender 
biases and inequities in workplaces 
that existed even pre-pandemic. A 
concerted effort is needed to make 
the workplace more inclusive for 
women by,

In a year marked by crisis and uncertainty, the pandemic 
has affected the working lives of just about everyone, 
but women, in particular, have been negatively 
impacted. The economic slowdown  has not only 
disproportionately burdened women with unpaid care 
for children, the elderly and the sick, but also widened 
gender inequalities and triggered gender equality topics 
to slip down corporate agendas.
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To support this notion, a book 
titled, Good Guys: How Men Can 
Be Better Allies for Women in the 
Workplace, writes how gender 
equality at work has to start with 
men becoming equal partners 
at home.  Men have a crucial 
role to play in promoting gender 
equality both at work and home. 
When men genuinely enact equal 
partnership at home, it accelerates 
gender equality at work in three 
ways.

First, women with equal partners 
at home are more successful at 
work. Second, fathers who are 
equal domestic partners role 
model equity for their children, 
shaping expectations of our future 
workforce. And finally, men who 
equally share unpaid work at home 
aren’t afraid to ask for and talk 
about why they need flexibility in 
their work schedule. 

The book further stated that 
when men are deliberately 
engaged in gender inclusion 
programs, 96 percent of women 
in those organizations perceive 
real progress in gender equality, 
compared with only 30 percent of 
women in organizations without 
strong male engagement. The 

findings are eye-opening and the 
pandemic has created a golden 
opportunity for men to lean 
into being a better ally to their 
partner at home. This newfound 
partnership at home can be 
the catalyst to finally create a 
workplace that is equal for women.
To conclude, the current crisis is 
a moment of truth. We need to 
fix the system that has generated 
a leaky pipeline and suppressed 
economic opportunity for women 
at all levels. We need to remember 
that what is good for greater 
gender equality is also good for the 
economy and society as a whole, 
therefore, deploying women’s full 
potential is critical to ensure a 
better world beyond COVID-19. A 
more diverse workplace for women 
in all sectors can help them juggle 
responsibilities at work and home 
better, change the narrative and 
focus away from fixing women to 
fixing the system, and stop them 
from slipping through the cracks.
In the words of  Dr. Phumzile 
Mlambo-Ngcuka, United Nations 
Under-Secretary-General and UN 
Women Executive Director: “We 
must not rebuild the old world, but 
make women and girls central to 
plans that bring a better future.” A 
simple yet powerful call to action!

Although organisations have 
been working towards achieving 
gender equality for decades, yet 
progress towards gender equality 
has been limited. But Why? Well, 
According to Elisabeth Kelan, 
Professor of Leadership and 
Organisation at Essex Business 
School UK, this is because people 
struggle to recognize gender 
inequalities in their daily workplace 
interactions. There is some sort of 
mismatch between their support 
for gender equality and the denial 
that it exists in their immediate 
work environment. For example, 
Sachin, a senior leader at his 
company, was asked to speak 
to the organization’s women’s 
network. The meeting included an 
open conversation where women 
shared some of the issues they 
faced because of their gender, 
including being cut out of deals, 
navigating a culture of long hours, 
which was incompatible with 
family life, and receiving sexist 
comments from colleagues. Sachin 
listened to all of this and then 
simply said that this wasn’t his 
experience of the organization. 
He essentially invalidated the 
women’s experiences, and not 
surprisingly, many women stopped 
sharing their concerns. This is one 
of the few of the many instances 
in the organization that creates 
and perpetuates inequalities. 
Gender inequality is the result of a 
multitude of small-scale incidents 
like these that add up over time. 

McKinsey Global Institute’s 
(MGI’s) has established a strong 
link between gender equality in 
society and gender equality in 
work—and shown that the latter is 
not achievable without the former. 
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PRIYANK PARAKH 
Priyank is the Director HR for India Sub-Continent 
at GSK Consumer Healthcare. A versatile HR 
Leader with demonstrated ability to deliver 
results/provide strategic partnerships to diverse 
businesses, he brings with him close to two 
decades of rich human resource management 
experience. At GSK CH, Priyank is responsible 
for leading the People and Culture Agenda for 
the India Subcontinent region. Prior to GSK 
Consumer Healthcare, Priyank worked at Takeda-
Shire where he was Head HR for the Indian 
subcontinent region. He brings with him the 
experience of working with Pharma and FMCG 
organizations like Baxter, Godrej, Mondelez 
(Kraft foods/ Cadbury) across a variety of roles 
in Commercial HR, Manufacturing, IT Shared 
Services, and Talent Management. Priyank holds 
a Post Graduate Diploma in Management from 
Symbiosis Centre for Management and HRD 
(SCMHRD), Pune.

In this candid conversation 
with All Things Talent, Priyank 
Parakh, Director HR at GSK CH, 
talks about his journey, the need 
for robust ethical leadership in 
making the right decisions related 
to COVID-19 and the workplace, 
the importance of reinforcing 
commitment to workplace 
inclusion, hiring and diversity, and 
how design thinking can change 
the way HR teams deliver value, 
organize work and find solutions. 

14
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• Diversifying into different 
industries, organizations in 
different phases and different 
roles; besides being mobile 
and taking chances. Do your 
best in the job at hand each 
day, keep an eye on your end 
goal but don’t let it control 
your mind which asks ‘what 
next, don’t chase it, it will 
chase you on an ongoing 
basis for your current work. If 
you are working in India, make 
sure that you work with both 
Indian business houses and 
MNCs – don’t miss either of 
the two.

LEADERSHIP
Q. When making COVID-19 
judgments about whether and 
when to bring workers back 
into the workplace, HR needs 
to think about what’s right 
and safe for workers. How can 

ethics help guide HR in making 
the right decisions related to 
COVID-19 and the workplace? 
Also, why do we need ethical 
leadership more than ever?

A. Today, HR teams face a 
catch-22 situation, where they 
are stuck between deciding 
whether employees should return 
to the workplace or continue 
working from home. The situation 
is slightly better now, especially 
with Covid-19 vaccines made 
accessible to Indians. Companies 
need robust ethical leadership to 
finalize these decisions quickly, 
decisively and transparently. At 
a time like this, profits should 
take a back seat to ethics without 
exception. 

An ethical company keeps its 
employees at the core of all its 
business decisions and processes. 
At GSK Consumer Healthcare 
as well, we choose the former 

when it comes to choosing 
between personal safety and 
fulfilling business obligations. 
To date, our employees have 
been working from home.
 
In the present scenario, no 
company is spared from 
the impact of this global 
pandemic. It becomes 
imperative to share best 
practices, learn from each 
other and be leaders in 
ploughing an ethical path 
forward. At this stage, one 
needs to take decisive action 
to protect their business and, 

more importantly, the employees. 
We can’t control what tomorrow 
or the next week or the next 

JOURNEY
Q. Having worked as an HR 
leader across diverse industries 
and functions for many years, 
how has this journey been so 
far? Please tell us about your 
career and how you got up to 
where you’re at now?

A. I am fortunate to be in HR 
in these times which have 
seen the practice take up a 
prominent seat at the strategy 
and business table. This too at a 
time, when the key differentiator 
for an organization's superior 
performance is people and when 
people are understood loud 
and clear,  is the time when the 
culture always delivers targets.

Talking about my journey, 3 key 
levers helped me in my career – 

• Sticking to a company/
management which can 
enhance your values, 
helping you challenge 
yourself - Don’t leave 
them easily! You should 
have the courage and 
patience to go through 
those slow/middle overs 
and build your credibility 
to influence larger 
change. 

• Working with integrity, 
genuine intent to drive 
growth and development, 
instil trust, liberate 
and empower people 
and bring a maximum 
possible impact in their 
life. It is important to build 
a work environment and a 
workplace where people love 
to come each day.

15
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families see value in these 
practices. Diversity hiring and 
competency building for our 
employees has picked up a great 
pace and these bear testimony 
to the importance of building an 
inclusive environment virtually.

We, as professionals, have 
become more tolerant of handling 
our work lives better despite the 
various distractions happening at 
our homes. Now, we are able to 
understand other people’s world 
as well and more acceptance has 
set in.

EMPLOYEE 
ENGAGEMENT
Q. While remote work offers 
employees freedom and 
flexibility, it is also making 
remote workers feel more 
isolated and thus it becomes 
more important to ensure that 
human connectivity doesn’t get 
lost. How does GSK Consumer 
Healthcare make sure that its 
employees are motivated and 
what’s the most effective way 
to drive increased engagement 
while still achieving business 
results amidst this crisis? 

A. Recent surveys have revealed 
the same - how employees have 
been missing their office and 

struggling to stay connected 
to their office colleagues. Thus, 
arises the complexity to keep 
them motivated and engaged, 
besides having to opt to do that 
virtually.

Right from Day 1 of the 
lockdown, we introduced a slew 
of initiatives that allowed our 
employees to stay connected 
and engaged. We continued the 
momentum with various re-
engagement activities for our 
employees like ‘Functional Cafes’ 
where we were able to enhance 
our employee experience through 
meaningful conversations about 
their career and development 
with global leaders. 

We always give importance 
to continuous feedback and 
this pandemic has been a 
true blessing in disguise in 
strengthening the intensity and 
quality of such calendarized 
conversations. 

While there was entertainment 
indeed with sessions hosted 
by in-house entertainment 
experts, we dialled up our fun 
with learning concepts by using 
technical quizzes and have 
been conducting business and 
technical quizzes ever since.  
 

month will bring, but we can 
control how we react to these 
turbulent times.

DIVERSITY AND 
INCLUSION
Q. With companies shifting 
to remote work following 
the COVID-19 pandemic, 
management and leaders may 
have to work harder to ensure 
that all employees are included 
and have equal opportunity. In 
your opinion, how can employers 
make virtual workplaces and 
meetings more inclusive, more 
equitable, and address the 
diversity challenges while 
working remotely during a 
crisis?

A. Now more than ever, 
it's critical to reinforce our 
commitment to workplace 
inclusion, hiring and diversity. 
When employees work remotely, 
we must enhance inclusion and 
psychological safety and we at 
GSK Consumer Healthcare do this 
by more frequent face-to-face 
meetings with individuals and 
teams.

We have seen increased 
participation in virtual wellness 
programs that we have been 
running as our employees and 

In the present scenario, no company is spared from the 
impact of this global pandemic. It becomes imperative 
to share best practices, learn from each other and be 
leaders in ploughing an ethical path forward. At this 
stage, one needs to take decisive action to protect their 
business and, more importantly, the employees.
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This form of thinking brings a 
“Human-Centric Approach” that 
is present in every single step of 
the design process. Teams are 
authorized and accountable to 
gather user insights that help in 
the amalgamation of optimism 
and collaboration in all people-
oriented processes. In times such 
as these, HR needs to embed the 
“user or employee” at the centre 
of the experience in its delivery 
model, thereby encouraging 
teams to inspire new thinking 
and unique work processes by 
discovering what people need.

SKILLING
Q. Obviously re-skilling has 
become a big topic. How do you 
see skills needs changing in this 
changing world? What advice do 
you have for HR professionals 
looking to help people find new 
pathways forward right now?

A. The current scenario demands 
leaders to possess the power to 
galvanize individuals and build 
belief in the system. They should 
be able to create an environment 
that nurtures growth through 
empowerment and emerge as 
the stewards of organizational 
growth. This allows employees 
to take responsibility and unleash 
innovative ways to get their work 
done. 

Talent teams need to adopt 
newer approaches to digitize the 
on-boarding process thus making 
remote on-boarding seamless and 
creating better touchpoints. This 

indeed will help organizations 
respond to changes at the speed 
of information. Besides skills & 
proficiencies, companies are also 
looking at increasing diversity 
within their workforce. All these 
factors are stirring the hiring 
space with new ideation and 
excitement.

“In times such as these, 
HR needs to embed the 
“user or employee” at the 
centre of the experience in 
its delivery model, thereby 
encouraging teams to 
inspire new thinking and 
unique work processes by 
discovering what people 
need.”

Special sessions with Indian 
and global leaders to encourage 
and guide employees towards a 
growth mindset were conducted. 
All these activities were 
calendarized and hosted in a 
sustained manner.  

“Right from Day 1 of the 
lockdown, we introduced 
a slew of initiatives that 
allowed our employees 
to stay connected and 
engaged. We continued the 
momentum with various 
re-engagement activities 
for our employees like 
‘Functional Cafes’ where 
we were able to enhance 
our employee experience 
through meaningful 
conversations about their 
career and development 
with global leaders.”

DESIGN THINKING
Q. Furthermore, how can HR 
use design thinking to solve 
innovatively in this COVID-19 
pandemic and re-imagine 
employee experience?

A. As HR practitioners, we 
usually think we ‘just know’ 
what’s needed. Our experience 
and knowledge of best practices 
guide us in what we should 
do. Design thinking brings an 
innovative approach that will 
change the way HR teams deliver 
value, organize work and find 
solutions.

17
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The current scenario demands leaders to possess the 
power to galvanize individuals and build belief in the 
system. They should be able to create an environment 
that nurtures growth through empowerment and emerge 
as the stewards of organizational growth. This allows 
employees to take responsibility and unleash innovative 
ways to get their work done.

that requires to be availed the 
same year, thus encouraging our 
employees to take good breaks 
throughout the year to ensure 
work-life balance. We also have 
a provision to borrow a certain 
percentage of the following year’s 
leaves for any exigency which has 
always been built in our policy.

We have virtual wellness 
programs, fitness classes, 
quarterly team activities ongoing 
since last year and we are taking 
these ahead this year as well. 
Employee Assistance programs 
are being utilized on a good 
scale by our employees and their 
families. 

All these initiatives and well-
being programs have received 
great responses and feedback.

FUTURE OF WORK
Q. Lastly, how do you think the 
remote work movement will 
evolve in the future?

A. The work from home concept, 
which initially had certain 
shortcomings is now the 
current way of life for the 
majority of organizations 
across the globe. It is now a 
success story and is certainly 
going to shape up the way 
employees are going to work 
in the coming few years. 

Organizations are creating 
hybrid work-from-home 
(WFH) models. Despite the 
flexibility benefit offered by 
the remote working concept, 
there are certainly more 

factors that HR leaders need to 
take into consideration while 
guessing the future of this trend. 
While no one knows exactly what 
the future has in store, remote 
working will play a major role in 
how the workplace will evolve 
and continue changing the way 
we work in the coming years.

EMPLOYEE 
WELLBEING
Q. Pandemic fatigue in the form 
of burnout, depression and 
other mental health conditions 
is plaguing organizations and 
employees right now. How can 
organizations re-energize and 
inspire employees exhausted 
from relentless turmoil and 
change, and equip them for 
the further changes coming 
their way this year?

A. In the current work-from-
home scenario, employees 
have not been able to 
differentiate work time and 
the family time leading to 
long working hours from one 
place. As a protocol, we have 
encouraged all our employees 
to take leaves during this 
phase. Almost all of our 
employees have availed their 
casual leaves during the 
lockdown. 
           
We at GSK Consumer Healthcare 
have taken work-life-balance 
extremely seriously. Balancing 
personal and professional life is 
of prime importance and we have 
consciously discussed this during 
our leadership meetings. We have 
an exhaustive paid leaves policy 

18



19iimjobs.com | hirist.com

S P O T L I G H TS P O T L I G H T



20

WHAT DO WOMEN 
REALLY WANT?
Celebrating Women on the 8th of March every year is great, 
but how about starting a dialogue around what women actually 
want, and need, in the workplace. From a judgement-free 
environment to an unbiased interview process, Parul Bahl tells 
us a few things women indeed want and that could make the 
workplaces better for them.

Parul Bahl

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

Senior Manager HR,  
DLF Limited
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International Women’s day – 8th 
March, a day which is celebrated 
with so much enthusiasm and 
gusto around the world. From 
women-centric webinars to office 
parties to gifts and dedications on 
LinkedIn and Facebook, no stone 
is left unturned in making women 
feel special, but is this enough in 
making women feel included and 
equal? 

Has anyone ever thought about 
or asked women what they 
really want? As food for thought, 
I present a few simple things 
that we as women want at the 
workplace -

Non-Biased Interviews- The 
change begins at the first step of 
the process. Women want to be 
hired basis their capability and 
experience and not just because 
organizations want to meet their 
diversity target. On the flip side, 
most interviewers look at a woman 
candidate’s application and more 
often than not the first thought 
that crosses their mind is, what 
about when she gets married, late 
nights and weekends are out of the 
question for a woman with small 
children. Thus, they end up hiring 
a male candidate for demanding 
positions thus bringing bias in the 
very start.

Stop Judging Women- A woman 
with children or an ailing family 
member may come in late or 
leave early. However, as long as 

it does not impact the effort that 
she is putting in or the output 
being produced, are unsolicited 
comments on how early she is 
leaving really required? I feel not. 
With the world moving to a hybrid 
model, flexi-hours have become 
a norm. It’s time we measure 
performance on efficiency and 
quality of output rather than the 
number of hours spent in the 
office.

A Seat at the Table- By seat 
at table I in no way mean, that 
women should be promoted 
to senior leadership positions 
basis gender. However, if treated 
with trust to handle challenging 
assignments and given a fair 
chance to compete, more and 
more women will be able to 
make it to the top. The number 
of women who have decision 
making authority at the top level in 
organizations has gone up in the 
last few years, but we still have a 
long way to go in terms of having 
an equal number of seats at the 
table.

Normalize Working After Breaks- 
A gap in the resume is the first 
anomaly to get noticed that can 
automatically send the resume to 
the shredder. There are various 
reasons why a woman may choose 
to take a break in her career- 
spouse moving to another location, 
the birth of a child or ailing family 
members to say the least. Taking 
a break might slow their careers 

down but it should not mean that 
their careers have to come to a 
complete standstill. It is imperative 
that organizations accept them 
back with an open mind and 
provide whatever help possible in 
re-skilling them to get them back 
in the race.

“Taking a break might 
slow their careers down 
but it should not mean 
that their careers have 
to come to a complete 
standstill. It is imperative 
that organizations accept 
them back with an open 
mind and provide whatever 
help possible in re-skilling 
them to get them back in 
the race.”

Closing Words 

While Facebook, WhatsApp and 
LinkedIn posts are without a 
doubt inspiring and a great way 
to pay a tribute to the amazing 
women around us. However, it is 
time that we as the HR Fraternity, 
as managers as leaders, start 
a conversation around what is 
actually required to provide that 
level playing field to all. Small acts 
of empathizing with women go 
a long way in making them feel 
empowered and engaged in the 
workplace.

With the world moving to a hybrid model, flexi-
hours have become a norm. It’s time we measure 
performance on efficiency and quality of output 
rather than the number of hours spent in the office.
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WOMEN IN INDIA  
INC’S BOARDROOM
Representation of women in corporate boardrooms of India has 
been abysmally low, however, with the government's mandate, it is 
slowly evolving. Although a large number of organisations today are 
gradually getting more inclusive, the rate of its adoption is still snail-
paced. With fewer women represented at all levels, hired at all levels, 
and promoted at all levels in India Inc., it is crucial than ever to make 
targeted efforts to attract, develop, and retain talented women.

Mona Cheriyan

Mona Cheriyan is currently the President & Group Head 
Human Resources of Thomas Cook India Ltd. She is 
responsible for the Strategy, Leadership Development, 
Employee Engagement and other HR functions at the Group 
level. Prior to Thomas Cook, Mona was the HR Director 
and member of the Advisory Board of ASK Investment 
Managers Pvt Ltd. Before her stint in ASK, she was with 
Oracle Financial Services Software Ltd as General Manager 
– Employee Engagement & Europe Liaison. With over 30 
years of rich and varied experience, she has worked with 
NIIT and the ESSAR group and provided consulting services 
in the area of HR Strategy and Systems. She has also been 
associated with campuses viz. TISS, Symbiosis, SP Jain, IIFT, 
Welingkar etc., as a guest lecturer. 
She is also a regular key speaker at 
various NHRD, NASSCOM, BMA & 
other related forums in the area of 
Diversity and Inclusion. Mona has 
been the recipient of the “Super 
Achievers Award” by the Indira 
Group of Institutes for outstanding 
achievement in the field of Human 
Resources in 2007, the “HR 
Leadership Award” awarded by the 
Employer Branding Awards in 2008 
and the “Women Super Achiever 
Award” awarded by the World HRD 
Congress for 2009 and 2016 and the 
“Most Influential HR Leader” award 
in 2017.

President & Group Head  
Human Resources, 

Thomas Cook India Ltd.
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The world over, there has been 
a demand for diversity in the 
workplace. In India, a lot of 
organisations have raised red 
flags over the poor representation 
of women in the boardroom. 
A large majority of the women 
appointed in leadership roles 
have professional experience 
and expertise. They now have 
more say on board composition 
and executive remuneration, 
with the highest proportion of 
women in the Nomination and 
Remuneration Committees at 18%. 
This improvement was driven by 
regulatory efforts. 

The Companies Act, 2013, made 
it mandatory for boards to have 
at least one woman director 
from April 1, 2014. SEBI then 
embedded this requirement in its 
Listing Obligations and Disclosure 
Requirements regulations. On 
May 9, 2018, following the 
recommendations by the Kotak 
Committee, the Securities and 
Exchange Board of India mandated 
that top 500 companies by 
market value were required to 
appoint at least one woman as 
an independent director by April 
1, 2019. The deadline for the 
next 500 was April 1, 2020. India 
Inc.’s boardrooms are evolving, 
slowly but surely, to accommodate 

women, largely because of the 
regulation. 

A large number of organisations 
today, realise the need for having 
more women in the boardroom in 
order to improve diversity. They 
understand that they need more 
women in the corner offices as 
role models, which will go on 
to encourage more to join the 
workforce. From ensuring women 
are treated as equals to women-
specific policies, there are various 
points of view. So, what can bring 
about diversity? Progress for 
women is progress for everyone. 
I would divide the efforts that 
organisations need to take into 
four key areas:

• Advancing Women: Increasing 
the representation of women 
in corporate leadership and 
promoting equal access to 
career opportunities. 

• Women and the Organisation 
Culture: Developing solutions 
for women to have full 
participation and equal 
opportunity in the 21st-century 
workplace.  

• Lead for Equity and Inclusion: 
Deepening understanding 
of workplace inclusion and 

equipping all employees with 
knowledge and tools to remedy 
inequities across intersections 
of identity (such as gender, 
race, caste, culture or sexual 
orientation). Build leadership 
who can exemplify what it 
takes to create and sustain 
inclusive workplaces. 

• MARC (Men Advocating Real 
Change): Engaging men to 
leverage their influence to 
advocate for gender equity in 
the workplace.

In order to address gaps and 
identify opportunities for impact 
and strategies for making real 
change, organisations need to 
develop a focus on attracting 
women and other diverse 
talent. Organisations in India 
are increasingly focused on the 
foundational details necessary 
for gender diversity, such as 
providing a safe, welcoming 
work environment for women, 
ensuring anti-sexual harassment 
training, and developing innovative 
recruiting strategies designed to 
attract women. However, most 
organisations do not hold senior 
leaders accountable for D&I 
results and therefore often these 
strategies do not have much 
success.

Deepening understanding of workplace inclusion and 
equipping all employees with knowledge and tools to 
remedy inequities across intersections of identity (such 
as gender, race, caste, culture or sexual orientation). 
Build leadership who can exemplify what it takes to 
create and sustain inclusive workplaces.
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Flexible work arrangements are 
increasingly becoming the norm, 
and are an important instrument 
to retain top talent, especially 
for women and those who battle 
dual pressures from home and 
work. Most Indian organisations 
have flexible work policies on 
paper, but the true measure is the 
utilisation of these policies, which 
might indicate that employees 
hesitate to use these flexible work 
arrangements in the absence of a 
truly inclusive culture.

Generous employee leave options, 
especially for maternity leave, 
and a high return rate paints a 
promising picture on the surface. 
Yet, digging deeper, sometimes 
these are not supplemented by 
post-leave reintegration efforts. 
Several organisations do not 
have a fair means of evaluating 
employee performance after a 
return from a long break. For 
women seeking to reconcile their 
role as a mother with their desire 
to grow in their career, these 
hurdles sometimes prove too 
difficult to overcome. Organisations 
need to meet women halfway by 
offering reintegration programs 
for returning parents and a fair 
method of assessing performance 

after a significant time away from 
the office.

While many organisations offer 
leadership-development programs, 
few of them offer programs geared 
specifically toward women. Even 
general programs target high 
potentials and senior leaders, 
which means that men are likelier 
than women to have access. 
Focussed development of women 
will help gear them for leadership 
roles and add to potential entrants 
to boardrooms.

Every organisation needs to 
develop holistic end-to-end 
solutions and equip women with 
the strategy and tools they need 
to make a change to the way they 
work and measure impact at their 
organizations. Employee networks 
or employee resource groups, 
especially women’s networks, 
seem to be increasing in India. But 
often they appear to be largely 
unrelated to sustainable business 
impact. 

With fewer women represented 
at all levels, hired at all levels, 
and promoted at all levels in India 
Inc., it is crucial to make targeted 
efforts to attract, develop, and 

retain talented women. The good 
news is that this is a focus area in 
some organisations and therefore 
this will help in women succeeding 
in more areas of life than ever 
before! Hopefully, this will directly 
impact the number of Women in 
India Inc’s boardrooms. 

“While many organisations 
offer leadership-
development programs, 
few of them offer programs 
geared specifically toward 
women. Even general 
programs target high 
potentials and senior 
leaders, which means that 
men are likelier than women 
to have access.”

Organisations in India are increasingly focused on the 
foundational details necessary for gender diversity, such 
as providing a safe, welcoming work environment for 
women, ensuring anti-sexual harassment training, and 
developing innovative recruiting strategies designed to 
attract women. However, most organisations do not hold 
senior leaders accountable for D&I results and therefore 
often these strategies do not have much success.
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GENDER BALANCE  
@ WORKPLACE
Gender balance is important because inequality in the 
workplace is still a big problem. More importantly, it isn’t 
a women’s issue, it’s a business issue. Ensuring equal 
representation and equal treatment of women in the workplace 
is imperative which will help achieve a proper gender balance 
among the employees and can have positive effects across the 
entire organization.

Vinay Ravindran

Vinay Ravindran is an SPHRi certified Human Resources 
Professional with rich and varied experience in various 
industries and HR functions like Talent Acquisition 
(Engineering, Software/Non-Technical), Performance 
Management, Talent Management, Employee Engagement, 
Organisation Development, HR Policies and System 
Implementation, etc. Currently, he is spearheading the 
Human Resources function of the Hyderabad delivery 
Centre of SG Analytics. An alumnus of IIM-Kozhikode, 
Vinay comes with over 15 years of 
experience in managing knowledge 
workforce, engineering/IT workforce 
and sales HR with PAN India 
exposure. He is a passionate and 
transformational leader with an 
ability to manage HR projects from 
conceptualization to completion and 
building relationships with clients 
and across organisations and teams. 

 Senior Manager - HR,  
SG Analytics



27iimjobs.com | hirist.com

Gender balance is a term used 
to describe the equality between 
men and women in the workplace. 
Gender balance in the organization 
helps to keep equality among 
the male and female employees 
by providing equal opportunities 
to them despite discrimination 
against them based on their 
gender. Addressing gender 
disparity will pave the way for 
economic parity and help close the 
gap between the rich and the poor. 
Paying heed to gender balance 
will technically work at all levels, 
ranging from the grass-root level 
to the corporate level. 

Gender balance in an organization 
impacts the daily operations of any 
business unit in several ways. A 
well gender-balanced organization 
is more productive than an 
organization where discrimination 
happens based on the gender of 
the employees. Gender balance in 
the organization could create more 
stability among the employees that 
can give a quality lifestyle to the 
employees. Gender equality also 
helps to increase the reputation of 
the company among its customers.

COVID-19 brought 
about a change in the 
ways that we perceive 
gender balance

COVID-19 is a pandemic that has 
taken the world by storm. While 
the intensity of the pandemic has 
reduced in most cases, it stays a 
part of our lives. 

While the pandemic was at its 
peak, several corporate employees 
were required to work from home. 
The children too stayed at home 
during the time of lockdown 
because the schools were closed.

During this phase, women 
shouldered most of the household 
responsibilities and were required 
to look after the children and in 
some cases old-aged parents. 
COVID-19 impacted their lives in 
its entirety and induced them to 
take important decisions regarding 
their employment. 

Nowadays, fewer women are 
considering returning to work 
as compared to men. Due to this 
pandemic, the service sector where 
women are employed in a large 
extension has been shut down, 
leading to a wider gender gap in 
the organization.

Methods of achieving 
gender balance in the 
organization

Organizations can create equality 
in gender among their employees 
by altering some of their business 
practices. The organization 
can create a gender-balanced 
workforce by giving equal 
designation and jobs to their male 
and female employees. To create 
equality among the workforce, 
the organization should avoid 
discrimination regarding male and 
female employees' compensations. 
An organization should give their 
employees leadership roles as per 
their performance, not based on 
their gender. 

An organization should encourage 
their female employee by giving 
them extended relaxation at the 
time of pregnancy and should 
provide them with proper 
maternity leave. The organization 
should ensure the safety of women 
in the organization. In the Indian 
context, female employee safety 
is very much crucial as the crime 
rate in some Indian cities became 
higher in the recent past.

Nowadays, fewer women are considering returning 
to work as compared to men. Due to this pandemic, 
the service sector where women are employed in a 
large extension has been shut down, leading to a 
wider gender gap in the organization.
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To create equality among the workforce, the 
organization should avoid discrimination regarding male 
and female employees' compensations. An organization 
should give its employees leadership roles as per their 
performance, not based on their gender.

Experts believe that one of the 
reasons why the issue of pay 
inequality stems is that women 
are often believed to be unwilling 
to make negotiations for their pay. 
One of the underlying reasons 
for the same is a shortage of 
confidence. In some cases, women 
are concerned about matters 
pertaining to job security and are 
hence willing to work on their 
salaries, instead of negotiating the 
salaries.

Why are the equations 
different for men and 
women?

Women are traditionally believed 
to be homemakers. To date, 
marriage and motherhood are 
believed to negatively impact a 
women’s career and employability. 
Is this perception changing over 
time?

Yes, a change has appeared in 
more ways than one. Several 
employers are willing to offer 
maternity leaves for women 
and absorb them into their 
organizations after they are fit to 
join. Similarly, many organizations 
are willing to allow women to work 
during pregnancy in flexible hours, 
making a feasible arrangement 
for employees. Even more, 
organizations should attempt to 
incorporate these strategies into 

their work culture. This will be 
an important boost for gender 
balance-related issues.

Studies have further shown 
that even an organization that 
claims to be gender-neutral 
may have certain biases when 
it comes to appraisals. This is a 
matter that should be looked into 
and should change over time. 
Appraisals should be defined by an 
employee’s merit and not gender.

Gender parity should be 
addressed across various 
industries in India

Corporates are making a proactive 
attempt to ensure that even more 
women take up leadership roles in 
their organization. This is one of 
the finest ways to ensure gender 
balance at micro-levels. But there 
is a requirement for the trend 
to become more widespread to 
ensure that it leaves a measurable 
impact.

The technology sector also needs 
to take further feasible steps for 
ensuring gender balance. The 
technology sector is the second-
largest sector in India, after the 
agriculture sector, and currently 
employs around 4 million people, 
as per the ‘Women and IT 
Scorecard – India 2018’ report.

The changes in perceptions should 
be adopted by startups as well. 
The trend, as of now is that the 
number of women entrepreneurs is 
far lesser than entrepreneurs who 
are men. The fact is so prominent 
that it does not call for a survey to 
reveal the findings. When gender 
balance becomes a part of our life, 
not just the workforce, this trend 
also stands to change.

“Corporates are making a 
proactive attempt to ensure 
that even more women 
take up leadership roles in 
their organization. This is 
one of the finest ways to 
ensure gender balance at 
micro-levels. But there is a 
requirement for the trend to 
become more widespread 
to ensure that it leaves a 
measurable impact.”

Role of Leaders 

The role of leaders is crucial to 
minimize gender inequality in the 
organization. The leading and 
traditional organizations in India 
are male-dominated. Leaders can 
create a welcoming environment 
for the female employee of the 
organization. They should nurture 
the belief in the equality of men 
and women in the workplace 
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so that the organization's 
male employees also reduce 
stereotypical thinking towards 
their female colleagues. Leaders 
in an organization must work 
efficiently to minimize the barrier 
between males and females in the 
workplace. If some are showing 
discrimination towards the female 
employee, the team leader should 
take proper actions to ensure 
equality among all the employees.

Role of Human 
Resources

HR Managers exercise a crucial 
role to maintain a gender-equal 
work environment. They can 
exercise their power to support 
equality among the organization's 
diverse male and female 
employees. HR managers should 
ensure a zero-tolerance policy 
regarding sexual harassment 
of female employees of the 
organization. HR managers must 
evaluate their role to check if there 
is any barrier to prevent any female 
employees from reaching the 
position they actually should get. 
HR managers must work keeping 
an unbiased mind and actions to 
ensure equality in gender in the 
workplace.

“HR managers should 
ensure a zero-tolerance 
policy regarding sexual 
harassment of female 
employees of the 
organization. HR managers 
must evaluate their role to 
check if there is any barrier 
to prevent any female 
employees from reaching 
the position they actually 
should get. HR managers 
must work keeping an 
unbiased mind and actions 
to ensure equality in gender 
in the workplace.”

Role of Men Employees 
at the Workplace 

Men can take some crucial 
steps into gender equality in the 
organization by changing their 
mindset towards women. They 
must reduce their privileges 
that they are getting from their 
childhood. In an organization, 
female employees are facing 
different issues that demotivate 
them day by day. A man should 
stay behind their female colleagues 
at the time of their bad days. 

In an organization, every man 
should be trained properly to take 
the necessary steps when there 
arise negative masculinities in the 
organization. As per the Indian 
context, Indian men are feared 
about the fact that empowering 
women in the workplace can 
snatch their position and this 
mindset must be changed.

Conclusion 

Gender balance in a workplace is a 
crucial element for the success of 
any organization. Equal distribution 
of work and compensation will 
help achieve a proper gender 
balance among the employees 
of the organization. Women are 
the backbone of any society, 
so if they are treated equally in 
the workplace it will increase 
the organization's productivity. 
Gender balance in the workplace 
is a matter that calls for regulated 
steps by the government and 
corporates for the achievement of 
the same. India fares well behind 
other nations in this respect, and 
efforts need to be made at macro 
and micro levels to achieve gender 
balance at the workplace. A 
broader awareness is one of the 
ways that will work in this regard. 
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GENDER EQUALITY IN 
THE WORKPLACE
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GENDER EQUALITY IN 
CONDUCT A PAY AUDIT
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DO TO PROMOTE 
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BALANCE IS BEAUTIFUL
Looking for some ‘me’ time or trying to get the balance back into 
your life? Well, taking note of Lagom, the Swedish philosophy for 
living with less and being happy could be the key. Read on to find 
out all that Lagom has to offer.

Sarabjeet Singh Gill 

Sarabjeet is a leading HR professional with more than 
a decade of experience. He has worked as an architect 
(for people, processes, systems, and culture) on 
complex business initiatives and achieved exceptional 
results. A seasoned HR leader with proven experience 
in collaborating with senior leadership to lead Human 
Resources strategy, Sarabjeet is extremely passionate 
about solving problems and building organizations for 
scale. He has been a part of companies like Infosys, Cross 
Country Infotech, Calsoft, Great 
Software Lab and currently working 
as Associate Director HR and Talent 
Acquisition in CloudMoyo. His 
areas of expertise include Business 
Partnering, HR Transformation, 
Talent Management, Performance 
Management, People Analytics, 
Employee Engagement, and HR 
Systems. He has been awarded as 
100 Top Tech HR Minds in India by 
World HRD Congress and “Visionary 
Leader of the Year" at the 2nd 
Edition of Future Leaders Summit 
and Awards 2019 organized by UBS 
Forum.

Associate Director HR 
and Talent Acquisition, 

CloudMoyo
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Technology today has enabled the 
growth of a new era. Because of 
the pandemic, the world which 
was at a stand-still is now growing 
at an incredible speed and we’re 
making strides towards a growth 
that was predicted to occur 10 
years from now. In this fast-
paced modern life, it has become 
extremely easy to lose yourself. 

Our lives can get incredibly busy, 
but that doesn’t mean we shouldn’t 
take some time to focus on 
ourselves. There are many cultures 
and values systems in this world 
and out of all those, according to 
me, Lagom seems to be right on 
track when it comes to balancing 
our lives. 

Lagom in the Swedish language 
literally means not too much, not 
too little, the right amount, and is 
a philosophy that aims to balance, 
in every area and juncture of 
everyday life.

In short, Lagom is the secret 
that explains a lifestyle based on 
social awareness, moderation, and 
sustainability. We can apply Lagom 
in our daily lives to ensure we 
enjoy the life for which we work so 
hard.

First and foremost, it’s very 
important to Be Positive. The 
concept of Lagom is based on a 

proud opposition to excess and on 
a rejection of originality at all costs, 
hence, the first fundamental advice 
that the Swedish lifestyle provides 
us with: balance as a true goal, the 
"enough" as the ultimate goal, to 
dispel the myth of being satisfied 
as a negative trend. Knowing how 
to grasp something positive in 
every situation, being able to learn 
from every experience, aspiring to 
live fairly and in harmony with the 
world.

The Importance of Exercise and 
Sleep - Although it is an inner 
state, the Lagom philosophy 
is composed of many concrete 
applications. The second piece of 
advice it gives us is to find time 
for both exercise and rest, both 
activities that purify the mind and 
help to deal with everyday life in 
a positive spirit. Finding time to 
relax, indulge in little joys or carve 

out a corner of peace to recharge, 
are all different solutions to get 
away from the anxieties or worries 
of work or family. The Lagom 
lifestyle focuses heavily on the 
concept of "ritual", a simple activity 
that we dedicate to ourselves to 
try to intercept our deepest needs 
and live more consciously.

Sustainability and Environment - 
The third advice, and one of the 
pillars of the lagom philosophy, 
is to recognize the importance of 
recycling: to know how to reuse 
and give new life to used objects 
but also to relocate furniture or old 
things with creativity, imagination, 
and taste. Everything in the lagom 
lifestyle is based on sustainability, 
energy-saving and the use 
of materials that respect the 
environment, and this also applies 
to fashion: how to proceed with a 
purchase?

The concept of Lagom is based on a proud 
opposition to excess and on a rejection of originality 
at all costs, hence, the first fundamental advice that 
the Swedish lifestyle provides us with: balance as a 
true goal, the "enough" as the ultimate goal, to dispel 
the myth of being satisfied as a negative trend.
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The last piece of advice that 
Swedish philosophy gives us is to 
Abandon the (Unattainable) Goal 
of Perfection: there is nothing 
more frustrating than aspiring 
to something unattainable. The 
wonder lies in the middle ground, 
in the moments of imprecision 
and imperfection that characterize 
our lives, in moments of 
forgetfulness and freedom. Once 
we have recognized the subjective 
proportions that allow us to reach 
a balance, it is only up to us to 
defend that space by focusing 
on small steps. True happiness is 
knowing how to immerse oneself 
in one's life with joy and preserve 
the strength to face every day 
with serenity, living and working 
with harmony, simplicity, and 
awareness.

Do you spend your free time 
on things you want to do, or do 
you find yourself always doing 
the same thing out of habit or 
boredom? Are you listening to your 
voice when it tells you to spend 
time with friends, read a helpful 
book, relax and just watch TV, or 
work on a new hobby? Your body 
uses these activities to get energy 
and it’s important not to overlook 
this area of your life.

Your free time is where you have 
a chance to discover who you 
are and what truly inspires you. 
Maybe you have a bucket list 
you never get to because you’re 
binge-watching the latest TV 
craze, or you find yourself out 
with friends every night, so you 
never get to discover who you are 
without them. By letting the voice 
guide you in your free time, you 
can discover your passions while 
balancing the energy your body 
needs. You may be amazed by who 
you really are and what you want 
to do!

As you look at each of these areas 
of your life, take a moment before 
making decisions to listen for the 
voice. It will tell you what it needs 
in the form of a thought, impulse, 
intuition, or as a nudge from your 
physical body through tiredness or 
restlessness. Try to listen to where 

your body needs energy from and 
use one of these four areas as your 
stepping stone. Every time you 
listen to the voice it grows stronger 
and you grow stronger since you’re 
giving your body exactly what 
it needs. Each time you listen, it 
will get easier to hear and your 
intuition will grow.

Balance is healthy, and your body 
knows the balance you need each 
day. This balance looks different 
for everyone, so stop comparing, 
and always listen to yourself!

Remember, the voice inside is 
you, telling you what you need to 
succeed each day. It is the truth, 
and its goal is to make you into 
that incredible, powerful, talented 
individual it knows you can be. Be 
vulnerable, open, and courageous 
enough to listen to yourself. 
Always trust your gut!

There is nothing more frustrating than aspiring to 
something unattainable. The wonder lies in the middle 
ground, in the moments of imprecision and imperfection 
that characterize our lives, in moments of forgetfulness 
and freedom. Once we have recognized the subjective 
proportions that allow us to reach a balance, it is only 
up to us to defend that space by focusing on small steps.
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ADVANCING 
GENDER BALANCE 
IN THE WORKPLACE
While gender equality benefits everyone, inequality negatively 
affects everyone too. Organizations striving for gender balance 
in the workplace need to rethink systems and put in extra efforts 
to cultivate an organizational culture capable of harnessing the 
power of all genders for achieving business goals.  

Manmay Prasad 

Manmay Prasad is the Human Resources Business Partner 
at Birlasoft. He is an emerging HR leader 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 Employee Engagement, Performance Management, 
Employee Relations, Compensation & Benefits, HR 
Analytics, and Learning & Development. He holds an MBA 
in Human Resources and Industry 
Relations from Xavier Institute of 
Social Service.

Human Resources 
Business Partner, Birlasoft
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The events of 2020 have turned 
workplaces into a huge box of 
dilemmas. The sore subject has 
been met with strong feelings 
since due to the work from home 
scenarios, stress is all-time high 
and is very much negatively 
impacting the employees. This has 
immensely impacted the gender 
balance; especially employees 
who have downsized their careers 
to take care of the family needs. 
However, organizations can retain 
the employees by creating equal 
opportunities to achieve the full 
potential at work. The Global 
Gender Gap Report 2020 has 
predicted that gender equality 
has been tremendously impacted 
due to the current COVID-19 
scenario and the progress on 
gender equality has slowed down 
drastically. Organizations need to 
put in extra efforts to ensure that 
gender equality is practiced for 
achieving business goals.  

There is a stark gender gap 
globally as various research, 
surveys and data clearly point out. 
However, companies that practice 
greater gender diversity have 
reported inherent benefits as they 
fully leverage and utilize the talent 
available. These organizations are 
leveraged with improved business 
financials and profit margins: 

This is more of a dependent 
factor, which culminates due to 
organizations having better gender 
diversity at the workplace. Diverse 
leadership positions, gender 
boards, and ubiquitous presence 
across the roles and designations 
have yielded better financial results 
and creates factors that become 
directly proportional to the gender 
diverse workforce and brand value 
of the company. Organizations 
must follow the below factors 
for ensuring the gender gap is 
reduced and employee experience 
is improved across levels:

Employee Retention: Building a 
comprehensive culture to boost 
the motivation and morale of 
the diverse workforce. A work 
environment where all employees 
feel respected and valued provides 
an enhanced culture of a positive 

workplace for all your employees. 
Recognizing the strengths of 
co-workers creates a much 
conducive environment especially 
when the environment is gender 
diverse. The employees in such an 
environment tend to notice that 
their co-workers have competency 
and strengths they do not retain. 
The mutual appreciation for these 
strengths will help the company 
develop and promote a true 
environment of “Recognition” and 
a conducive environment for the 
employees to deliver at best.  

Quality Control through Gender 
Mix Workplace: Diversified teams 
are more imaginative and better 
at problem-solving where they 
can give a better gender-mix, 
indicating the shift from quantity to 
quality of the workforce employed 
to execute the work. 

Diverse leadership positions, gender boards and 
ubiquitous presence across the roles and designations 
have yielded better financial results and creates 
factors which become directly proportional to the 
gender diverse workforce and brand value of the 
company.
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Flexible norms are required to be in place for the 
employees to be motivated at work. Many employees 
feel like they have continuously logged in at work, 
which makes it much harder for employees to draw 
clear lines between work and home. Companies should 
look for ways to structure new work-life boundaries. For 
many organizations, this may need injecting new work 
practices, like establishing defined hours for discussions, 
putting a policy in place for responding to emails 
outside work hours, and improving team communications

Reducing Burnout of the Diverse 
Workforce: A balanced work 
regime is essential in helping all 
employees facing burnout to get 
through this crisis. To reduce the 
stress levels at the workplace, 
employees are making this happen 
by looking into the productivity 
expectations set during the 
week and work on the areas 
if this is realistic to achieve. 
Continuous performance checks 
should be included to ensure 
that the goals are reviewed, 
and the output requires to be 
extended due to unavoidable 
circumstances. Additionally, 
companies have found creative 
ways to give employees 
extra holidays to rejuvenate 
themselves due to the COVID 
stress. Flexible norms are 
required to be in place for the 
employees to be motivated at 
work. Many employees feel 
like they have continuously 
logged in at work, which makes 
it much harder for employees to 
draw clear lines between work 
and home. Companies should 
look for ways to structure new 

work-life boundaries. For many 
organizations, this may need 
injecting new work practices, 
like establishing defined hours 
for discussions, putting a policy 
in place for responding to emails 
outside work hours, and improving 
team communications.

Understand and Manage 
the Performance Drivers 
of the Diverse Workforce 
through Artificial Intelligence: 
Machine learning and Artificial 

Intelligence are disrupting the 
way performance management 
was earlier getting managed. 
Automation & ML is becoming 
an important engine for human 
resources to personalize the way 
each employee is thinking, and 
organizations are finding methods 
to run an effective organization 

and rewarding employees for 
their contributions. But given 
the shift to remote work and 
the heightened challenges 
employees are coping with 
their personal lives, therefore, 
performance criteria set before 
the pandemic may no longer 
be appropriate. By using ML 
& AI, managers will be able to 
relieve employees’ stress—and 
refocus on key priorities—by 
re-evaluating performance 
criteria set before the pandemic 
to make sure those criteria are 
still attainable. Bringing ML & AI 
into line with what employees 

can reasonably achieve may help 
to prevent burnout and anxiety—
and this may ultimately lead to 
better performance and higher 
productivity.
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“By using ML & AI, 
managers will be able 
to relieve employees’ 
stress—and refocus on key 
priorities—by re-evaluating 
performance criteria set 
before the pandemic to 
make sure those criteria 
are still attainable. Bringing 
ML & AI into line with what 
employees can reasonably 
achieve may help to prevent 
burnout and anxiety—and 
this may ultimately lead 
to better performance and 
higher productivity.”

Use Automation to Personalize 
Policies and Programs to Better 
Support Diverse Employees
Many companies have changed 
their policies and programs 
to support employees during 
the pandemic, from offering 
more paid leaves to providing 
resources for work from home 
support. Companies should 
make sure employees are aware 
of the full range of programs 
and policies available to them. 
Right now, there is a significant 
gap in communication between 
what companies offer and what 
employees are communicated. 
Right from offering personalized 
mental wellness counselling to 
medical support, companies should 
automate the policies and benefits 
offered and employees should be 
aware of using such features for 
the improvement of the wellness & 
engagement parameters. 

As organizations settle into the 
next normal, they should determine 
how effectively they are addressing 

employees’ biggest challenges and 
reallocate resources to the most 
valuable programs. Given how 
unprecedented this crisis is, they 
should also consider whether their 
benefits go far enough to support 
employees.

The Path Forward

Open and frequent communication 
with employees is critical, 
especially in a pandemic stage; 
when employees are surprised 
by the decisions that will impact 
their work and disengage the 
workforce. Organizations should 

share more regular updates about 
the business and key decisions 
that affect employees’ work and 
lives. It is also critical that leaders 
and HR teams communicate with 
responsiveness so that employees 
feel appreciated and understood. 
Using technology for effective 
communication brings value to 
organizations to settle into the next 
normal. Technology will immensely 
support in solving the issue of 
gender balance in the workplace 
and support in solving employees’ 
biggest challenges and reallocate 
resources to the programs that are 
most valuable. 
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THE GENDER GAP IN HIRING:  
WHAT'S HOLDING  
WOMEN BACK?
Diversity at the workplace is a big challenge but finding a job 
is a much bigger challenge for women than it is for men. Study 
after study shows that over the decades there is a downfall in 
female labour force participation and women continue to face 
more bias and are discriminated against in manifold ways.

Ankur Gautam

Ankur Gautam is a Strategic Human Resource 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.

Strategic Human 
Resources Specialist
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Recently we celebrated 
International Women’s Day 
and social sites were full of 
messages, greetings, wishes, 
videos, vlogs, and banners, etc. 
I read inspirational, motivational 
quotes and watched videos 
over social sites about women’s 
empowerment, how women 
contributed in cultural, social, 
political, personal and professional 
fields, their success stories, etc. 
It was good to see that we all are 
acknowledging their contribution 
to our society. In fact, women’s 
power has no match. Today, 
women are leading from the front 
be it Government sector or private 
organization, still, as per one 
recent study titled: Women in the 
Workforce – India by Catalyst says 
India's economy is growing with an 
increasing GDP and a working-age 
population is expected to climb 
over 800 million people by 2050. 
Despite this growth, less than one-
quarter (20.3%) of women aged 
15 and older participate in the 
labour force as of 2020 (compared 
to 76.0% of men). 

There is another study published 
by Statista Research Department 

which clearly shows a downfall 
from 1990 to 2019 in female 
labour force participation. This is a 
worrying trend for India.

Diversity at the workplace is yet 
a big challenge and it becomes 
more challenging when it comes 
to employment opportunities for 
women. Let’s talk about some 
ground realities in India;  few 
organizations still give
less preference to hire female 
employees for multiple reasons 
like hiring female employees will 
attract more compliances

to entertain, for example, the 
arrangement of pick and drop 
facilities for female employees 
if they work in late hours or 
they have night shift to work. 
Compliance like maternity act, 
separate washrooms, creche 
facility, managing POSH 
committee and leave due to the 
menstrual cycle are prominent 
reasons which are seen as an 
additional cost to the company 
to manage and organized. Apart 
from that, organizations do not 
wish to entertain any POSH cases 
to protect their organization's 

Other compliances attached to female employment 
like maternity benefits, separate washrooms, creche 
facility arrangement, etc, are also seen as increased 
expenses for the organization. Apart from that, 
organizations do not want to face any misconduct 
and POSH cases on their floor, so they steer clear of 
hiring women employees to avoid such complications 
instead of fostering a zero-tolerance policy to avoid 
such instances.

C
O

VER
 STO

RY

3/17/2021 • India - female labor force participation rate 2019 | Statista

https://www.statista.com/statistics/983020/female-labor-force-participation-rate-india/ 1/2

TRY OUR CORPORATE SOLUTION FOR FREE!  (212) 419-8286  hadley.ward@statista.com

Source: https://www.statista.com/statistics/983020/female-labor-force-participation-rate-india/

Rate of female labor force participation India 1990-2019
Published by Statista Research Department, Oct 16, 2020

In 2019, about 20.7 percent of women were in the labor force across India, down from
approximately 30 percent in 1990. The labor force participation rate is an important indicator
that reects the economy’s active workforce.

Female labor force participation rate across India from 1990 to 2019
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Organizations must practice a zero-tolerance policy 
against harassment and should have a proper 
mechanism to respond and resolve the grievance on 
priority. If an organization does not handle cases of 
sexual harassment properly, then it is a clear indication 
that the organization is practising systemic gender 
inequality and encouraging such instances.

reputation, so they steer clear of 
hiring women employees to avoid 
such complications instead of 
fostering a zero-tolerance policy to 
avoid such instances.

Women face more bias, explicit 
and implicit bias from both men 
and women. It has also been 
seen that women face workplace 
bullying mostly everywhere 
which creates more anxiety and 
mental stress for them. There 
is a perception that women are 
not serious about their job and 
their priorities are different from 
men. Women do not take their 
job responsibilities seriously, they 
never punch on time and give 
personal excuses, but they leave 
the office on time. We generally 
relate the productivity and 
dedication of an individual towards 
an organization by the time he/
she puts into the job especially, 
post-working hours or working 
on week-offs/holidays. But this 
practice cannot be possible for 
everyone to follow. Women have 
the competency to adapt and face 
challenges as they can manage 
home and office with the same 
perfection and quality of output, 
but this general perception has 
brought discrimination in the hiring 

of female employees. If I quote an 
example of vehicle driving, in our 
society we still have a gender-
biased opinion that women cannot 
drive proficiently like men. If she is 
driving a car, please leave the lane 
completely, or else she can hit you. 
This kind of gender-biased mindset 
and ideology which exists in our 
society is somewhere responsible 
to brought women’s labour force 
participation index from 30.28% 
to 20.52% in India from 1990 to 
2019.

It is high time now we must 
change our mindset to enhance 
more participation of women in 
the workplace by providing equal 
employment opportunities and
equal remuneration. Organizations 
should offer flexible working so 
that women in the workplace 
can manage personal household 
activities by setting their own
goals and schedules. This act will 
instil in them a sense of value and 
content.

Organizations can encourage 
women to lead from the front. It is 
noted that the total workforce at 
the junior or middle level is always 
higher than the top levels. When it 
comes to women's representation 

in top management and senior 
roles, figures do not produce 
good stats. As per the Women in 
the Workforce – India report by 
Catalyst, in 2019 women held only 
8% of management roles, 9% of 
business management roles, and 
were only 2% of CEOs in India. 
                                                           
To improve this figure, 
organizations can diversify their 
hiring strategies. Having skilled 
women leaders in the organization 
will boost the confidence and 
aspiration of other female 
employees to pursue opportunities 
at every level. Promoting women 
in leadership roles will encourage 
them, knowing their skills, domain 
knowledge, and experience is 
being valued or recognized by 
the organization. Organizations 
should educate their employees to 
embrace each other's differences 
and must ensure to make gender 
diversity as the number one 
priority.

Organizations must practice a 
zero-tolerance policy against 
harassment and should have a 
proper mechanism to respond and
resolve the grievance on priority. 
If an organization does not handle 
cases registered under the POSH 

C
O

VE
R

 S
TO

RY



43iimjobs.com | hirist.com

act properly, then it is a clear 
indication that the organization 
is exercising systemic gender 
inequality and encouraging such 
instances which is not an ideal 
situation for working women.

I would like to summarize the
whole discussion by saying that
we have enough to do to make
our workplaces safe for women
where she could feel safe and
valued, be it private or professional
organization. Women face a lot on
the personal and professional front
due to existing gender barriers and
inequalities, hence we need not to 
treat them with any special 
treatment but they should be 
treated and valued equally in the 
organization as they carry the 
same skills and education, all they 
just need is an opportunity to grow 
without gender biases. 

Our manpower staffing strategies
must practice equal employment 
opportunities without a gender 
pay gap. Prioritize employee’s 
work-life balance by providing 
fixed working hours, maternity 
benefits, Statutory leaves, parent 
care leaves, and proper medical 
leaves so that they could perform 
better at the workplace without 
stress. Explicitly or implicitly these 
benefits make a great employee
culture. 

It is seen that women are avoiding/
delaying pregnancies for the sake 
of their career progression and 
also to save their position in the 
organization. Maternity act is 
something which is protecting their 
rights at the workplace but post-
joining they are treated as less 
productive resource considering 
they have new engagement in their 

life to focus without analyzing their 
performance. Their names are not 
usually listed in the succession 
planning list of the organization or 
they face gender pay gap issues. 
This is mental harassment which 
seizes the right of an individual to 
live the life of their choice.

Wishing women's day or 
celebrating the event on a 
particular day by giving gifts or 
posting quotes on the company's 
social network portal will not 
attract significant difference, 
difference will surely come if we 
foster those policies that open 
the door of equal opportunity to 
women at the workplace. These 
policies should not be taken as 
just compliance to follow, but 

the organization should have 
a platform to spread clarity to 
everyone who has a question in 
their mind about the requirement 
of these policies. These policies 
like maternity benefits, parents 
care leave, and equal remuneration 
etc. are more than compliances 
and it should be seen as social 
responsibility and need of all of us 
because it is part and parcel of our 
society and nature; this message 
should be loud and clear.

In closing, Happy Women’s Day 
to all women, either salaried or 
non-salaried, for doing their jobs 
efficiently on the personal and 
professional front and making our 
social eco-system balanced with 
your grit and grace.
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CELEBRATING  
THE ENTREPRENEURIAL  
SPIRIT OF WOMEN
Women entrepreneurship can lead to tremendous social change, 
create new jobs and contribute to the social and economic growth of 
societies. Yet, women entrepreneurship remains a large and untapped 
economic resource. The realities surrounding women entrepreneurship 
must change if we want to benefit from a vast majority of our female 
population and promote an environment that is gender inclusive.

Tanya Singh
Director, IPE Global

Head of Department – 
Corporate Communications 

& Quality Assurance

Tanya Singh is the Director at IPE Global and Head 
of Department – Corporate Communication & Quality 
Assurance. Her role is instrumental in planning and 
coordinating the effective delivery of internal and 
external communications which positively promotes 
the group’s vision, strategy and client engagement. 
A seasoned professional, she is passionate about 
Corporate Social Responsibility (CSR). She has 
been associated with several leading organisations 
which include PricewaterhouseCoopers (PwC), 
Oberoi Hotels, Bank of America, 
Bharti Airtel, and ABN AMRO. An 
alumna of Shri Ram College of 
Commerce (SRCC), Tanya is also 
a Chartered Accountant and a 
fellow member of the Institute of 
Chartered Accountants of India. Her 
specialisation include – Corporate 
Communications, Marketing Strategy, 
Corporate Social Responsibility, 
Public Relations, Strategic Alliances, 
Branding, and Quality Assurance.
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Women entrepreneurship is 
increasingly important for creating 
new jobs and contributing 
to the social and economic 
growth of their societies, yet the 
interplay and shades of women’s 
entrepreneurship and culture are 
currently understudied. From the 
first and second waves of feminism 
in the 1900s to the contemporary 
movement for women 
empowerment, women have 
constantly strived to find a footing 
and place for themselves in society. 
Through progressive evolutions in 
societal outlook, women today at 
large are not only educating and 
employing themselves but also 
finding themselves in positions 
where they can employ others 
as well. Entrepreneurship among 
women not only bolsters the 
economy through increased job 
creation but also paves the way 
for a paradigm shift in social and 
personal outcomes for women. 
However, women own only a little 
over 20% of all micro and small 
businesses, as compared to men 
owning about 80% of businesses.

According to the Global 
Entrepreneurship Monitor 
(GEM), 231 million women 
launched or operated businesses 
in the 59 economies around 
the world that were studied 

in the latest 2019 report on 
women’s entrepreneurship. Many 
organizations and governmental 
institutions (ILO 2020; UN 
Women 2020) have recognised 
the importance of women in the 
process of economic development, 
individual health, and societal 
advancement. Several studies not 
only point out that women are 
better leaders than men but also 
prove that the organisations led 
by women record more profitable 
results than the ones headed by 
their male counterparts.
 
Yet, there exists a bias in the 
overall underrepresentation of 
women in the corporate world. 
In fact, only 29% of senior 
management roles are held by 
women.

 
Why Think Women?

Women’s social and economic 
empowerment is critical for 
gender equality and achieving 
the 2030 Agenda for Sustainable 
Development. Women makeup 
one-half of the world’s human 
capital and yet continue to be 
denied control and access to 
resources and decision-making. 
Factors like gender inequality, 
unequal distribution of assets 

and power within the family, 
existing stereotypes, etc. tend 
to contribute to the cause and 
consequence of multiple forms of 
discrimination thus leading to a 
negative impact on development 
outcomes. Empowering women 
and leveraging their talent and 
leadership fully in the global 
economy, politics and society, 
therefore, emerges as the 
fundamental element of prospering 
in an ever more competitive world. 

“Women’s social and 
economic empowerment is 
critical for gender equality 
and achieving the 2030 
Agenda for Sustainable 
Development. Women 
makeup one half of the 
world’s human capital 
and yet continue to be 
denied control and access 
to resources and decision 
making.”

 
The #MeToo movement, gender 
pay gap and growing pressure 
from society have driven gender 
equality up the business agenda. 
In boardrooms around the world, 
business leaders are tweaking 
into the reality of the business 

Entrepreneurship among women not only bolsters the 
economy through increased job creation but also paves 
the way for a paradigm shift in social and personal 
outcomes for women. However, women own only a 
little over 20% of all micro and small businesses, as 
compared to men owning about 80% of businesses.
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case around inclusive practices 
making not only business sense 
but also being the right thing to 
do. Everyone benefits from a more 
gender-equal world. Women lead 
to better diversity and inclusion of 
thought and the gains - economic 
and social both are distributed 
evenly.

According to the McKinsey Global 
Institute (MGI) report, COVID-19 
and Gender Equality: Countering 
the Regressive Effects, published 
in July 2020, urges everyone to 
accelerate the push for better 
gender equality and economic 
growth which could add nearly 
$13 trillion to global GDP by 2030.
 
 
Pandemic Impact on 
Women
 
OECD Study, 2020 highlights how 
existing gender inequality and 
the challenges of the pandemic 
are affecting men and women 
differently.

• With schools and nurseries 
partially open, it is women 
who are taking on most of the 
unpaid care work, reducing 
their work hours or giving up 
paid work entirely, thus turning 
the clock back on gender 
equality.

• Many women are on the 
frontline, delivering essential 
services, usually the lowest 
paid or insecure work. 

• It's women who are also 
more likely to care for older 
or disabled relatives and 
neighbours. 

• A ‘double-double shift’ of at 
least 20 hours per week of 
additional work for women 
at home is potentially 
exacerbating existing gender 
gaps.

                                                          
Way Forward – Will you 
Choose to Challenge?

This year’s International Women's 
Day campaign theme is ”Choose 
to Challenge”. A word Challenge is 

itself an alert word. Independently 
we're all accountable for our own 
ideas and measures. We can 
choose to challenge and call out 
gender bias or inequality, gender 
pay gap, less education to girls, 
etc. and collectively we can choose 
to pursue and celebrate women’s 
achievements and help to create 
an inclusive world.  
 
With so much untapped potential 
yet to be explored, we believe 
that the remarkable achievements 
of female entrepreneurs in the 
country would inspire many more 
to embark on their own journey to 
success! From Challenge comes 
Change, so let’s all choose to 
challenge.
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Women’s social and economic empowerment is critical 
for gender equality and achieving the 2030 Agenda 
for Sustainable Development. Women makeup one half 
of the world’s human capital and yet continue to be 
denied control and access to resources and decision 
making.
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SPECIAL
INTERVIEW

WOMEN
IN HR

This special interview series follows 
the life  and careers of some 
influential female leaders in the 

HR space. We talk to them about their 
experiences, their mentors, the advice 
they'd give to the future generation of 
leaders, and a lot more.
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As part of our ‘Women in HR’ special 
interview series, we want to highlight 
the personal stories, professional 

challenges, and career aspirations of women 
leaders in Corporate India. In this story, All 
Things Talent speaks to Madhavi Lall, Head 
HR at Deutsche Bank, as she shares how her 
female perspective helped her in becoming 
an empathetic and successful leader, why we 
need to create a culture where people from all 
backgrounds feel included, overcoming gender 
barriers, and her advice to women on balancing 
both work and family.

DISMANTLING
THE MYTH OF 

WHY WOMEN CAN’T

HAVE IT ALL
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MS MADHAVI LALL

Madhavi Lall has been the Head HR at Deutsche Bank India since 
May 2015 and has more than 30 years of work experience primarily 
in Human Resources. She has also worked with companies like 
Accenture, Standard Chartered Bank, ABN Amro Bank, Colgate 
Palmolive and HCL Hewlett- Packard & GlaxoSmithKline. She 
graduated in Mathematics from St. Stephen’s college and MBA in 
HR and systems from XLRI Jamshedpur. She has also completed a 
Leadership management course from the University of Oxford. Madhavi 
was conferred the “Women Leadership Award” by the jury and Council 
of Board Members of the Institute of Public Enterprises-BFSI in 2010. 
She has been conferred the Distinguished Alumnus Award by XLRI 
in 2016. She is Chairperson - CII Indian Women Network (IWN) – 
Western Region and Member- CII National Committee on Leadership 
and HR. She is also a founding member of the HR Committee for FICCI.

Head - HR, Deutsche Bank India

THE MYTH OF 
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Q. Madhavi, how has your rich 
experience of 30 years across 
different industries and in 
diversified functions helped you 
define your leadership path? 
How do you think your female 
perspective contributes to you 
being a successful leader?

A. As a woman, I am able to 
effectively put forward the female 
point of view which has helped in 
gender inclusion becoming a part 
of the overall agenda and ensuring 
policies are aligned to attract and 
retain women in the workforce. For 

Q. As a leader who has been 
empowering and transforming 
individuals for decades, how do 
you ensure that your workplace 
provides equal opportunity in the 
true sense?
A. While women constitute more 
than 50 percent of the workforce 
at the entry-level, their numbers 
and their progress dwindle 
drastically as they move up the 
organisation. Women tend to 
take a break or opt-out of work 
altogether after a few years of 
working, so we have to fix that. 
We need to create a culture where 
people from all backgrounds 
feel included.  At Deutsche 
Bank, we have built awareness 
around unconscious biases and 
how to manage them, reviewed 
our internal policies to offer fair 
treatment and equal access to 
opportunities for all, integrate 
diversity and inclusion strategies in 
recruitment, training, performance 
management, and leadership 
assessment and last but not the 
least, ensured we keep measuring 
outcomes.

example, many years back, when 
we were discussing the extension 
of maternity leave to six months, 
most of the men on the team 
were unable to appreciate just 
how much of a difference it would 
make to female colleagues.  
I was able to help them 
understand how difficult it is for a 
mother to leave her three-month-
old infant at home and come to 
work. We ended up rolling out a 
six-month maternity leave policy 
for our female employees back 
then.

Many years back, when we were discussing the 
extension of maternity leave to six months, most of the 
men on the team were unable to appreciate just how 
much of a difference it would make to female colleagues. 
I was able to help them understand how difficult it is for 
a mother to leave her three-month-old infant at home and 
come to work.
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A. I would say - Stay the course, 
don’t give up! Be vocal, talk about 
the help you need – do not expect 
or assume that people will know. 
Talk to senior women leaders, your 
spouse, your parents, your siblings, 
your friends. Take in all the advice, 
but make your own decisions. 
What works for one person may or 
may not work for you.

“I would say - Stay the 
course, don’t give up! Be 
vocal, talk about the help 
you need – do not expect 
or assume that people will 
know. Talk to senior women 
leaders, your spouse, your 
parents, your siblings, 
your friends. Take in all the 
advice, but make your own 
decisions. What works for 
one person may or may not 
work for you.”

Q. Is it (still) necessary as a 
woman nowadays to decide 
between career and children, and 
what advice would you give to 
young women in this regard?

A. In my opinion, it need not be 
an either/or. Today, there are 
progressive companies that help 
women balance both. What one 
needs to do is decide what one 
really wants. If you choose to be 
a career woman, you may not 
always get to be that mother who 
knows things like what chapter 
is currently being taught in your 
child’s class. And that should be 
okay if you have made that choice. 
Once you have decided that you 
want a career, find people who can 
help you with support at home. 
I am not saying it is easy but it 
is doable. I went through many 
moments of guilt (I still do at times 
;)) when my son was growing up 
but it all worked out. I am glad I 
stayed on! 

Q. What barriers have you 
faced, as a woman, in becoming 
successful in your field? How did 
you overcome them?

A. Coming from a family where 
both genders were always treated 
equally, it took me some time 
to realise that I was probably 
losing out on some opportunities 
at the workplace owing to my 
gender. This happened early on 
in my career and I worked very 
hard to overcome some of these 
obstacles. The most critical barrier 
I faced was that of not being 
able to network over informal 
get-togethers, as I prioritised 
my family. Fortunately, I got the 
opportunity to work with some 
of the best inclusive leaders who 
helped me along my journey. 

Q. Any advice on how women can 
develop a long-term career plan? 
Whom do they talk to? Get advice 
from?
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As part of our ‘Women in HR’ special 
interview series, All Things Talent 
speaks to Nikita Zutshi, Vice President 

- Human Resources at MakeMyTrip as she 
shares how she has carved out a space of 
her own in the HR industry, as well as how 
her value system and people around her have 
shaped her attitude towards leadership.

A TRUE LEADER

WALKS THE TALK

WHILE TAKING
EVERYONE ALONG
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MS NIKITA ZUTSHI

Nikita is the Vice President - Human Resources at MakeMyTrip. She 
has over 16 years of experience in managing end-to-end employee 
cycles including Talent Management, Talent Acquisition, Leadership 
Development, Business Partnering, Change Management, Employer 
Branding and HR Automation in Product Development, Startups 
and large scale organizations. Prior to joining MakeMyTrip, she has 
helped brands like Dell, Accenture, and Bank of America shape up 
their HR operations. Nikita holds a degree in International Masters in 
HR from the University of Bologna. She has received many accolades 
for her work: TA Pai & Economic Time Young HR Leader 2020, 
Business World 40 under 40 Club of Achievers 2020, and Jombay 
100 under 40, 2019.

WALKS THE TALK

EVERYONE ALONG

Vice President - Human Resources, MakeMyTrip
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Q. The traditional view is that 
your career should follow just 
one path, however, you started 
your career as a Client Relations 
Associate and then transitioned 
into the HR domain. 

A. I was right out of college 
when I joined Accenture in the 
client relations role. However, 
the account I was supporting 
needed a focus on employee 
resourcing, and before I knew it I 
had transitioned into the employee 
resourcing role and from there 
to everything resourcing. This 
included managing resources on 
the bench to finding the right roles 
for them and hiring the right talent. 
It wasn’t a conscious decision but 
something that I grew into. I am 
not sure I knew what I wanted to 
do professionally when I started 
this journey, but I started loving 
what I was doing and it grew from 
there. 

Q. At the peak of your career, 
you also took a sabbatical for 1 
year to go abroad and pursue a 
postgraduate degree in HR. What 
made you take that decision and 
how has a variety of experiences 
helped you in your professional 
journey?

A. I decided to do my master’s 
after 12 years of working. I was 
honouring a promise I made to 
myself and my father. A discussion 

has also helped me develop 
personally. Through course 
mates and professors I learned 
different perspectives, the varied 
approaches to a problem, and 
building a solution. I suppose this 
experience has influenced my own 
values, approach to HR and views 
towards leadership qualities based 
on professionalism, compassion, 
trust, respect, inclusion and an 
element of fun when it comes 
to employee engagement. Since 
completing the course, I have 
built on this experience both 
professionally and personally in a 
more holistic manner. 

Q. In just a span of 16 years, 
you’ve made a mark as an 
influential leader in the HR 
community (Business World 40 
under 40, Economic Time Young 
HR Leader 2020). What do you 
think helped you get so far in your 
career? Any specific person or a 
female figure that has inspired 
you the most?

A. I chose to not let anyone 
define me or my abilities. I have 
always been open to taking new 
assignments irrespective of how 
small or big they are. I didn't let 
not knowing be a deterrent but 
leveraged colleagues, peers, and 
other means to learn and grow. 

with the family followed and 
everyone supported the decision. 
I managed to secure a place to 
study in Bologna Business School, 
Italy. The decision to do my 
Masters late was to allow me time 
to decide the field I want to work 
in. At 22, I was too young to know 
what I wanted from life. Instead 
of just drifting into a postgraduate 
degree, I wanted to work and 
understand the career I wanted 
to pursue. Of course, the couple 
of years became 12 but who's 
counting?  

“The decision to do my 
Masters late was to allow 
me time to decide the field 
I want to work in. At 22, 
I was too young to know 
what I wanted from life. 
Instead of just drifting into 
a postgraduate degree, 
I wanted to work and 
understand the career I 
wanted to pursue.”

I am a firm believer in the value of 
Education.  I had a strong desire 
to develop my career further and 
discover new passions. And I did 
it through this course to a large 
extent. The course helped me 
expand my horizons, discover new 
cultures and countries, understand 
and appreciate diversity, and 

We all have our own strengths and I played to my 
strengths by focusing on honing my abilities. I have had 
a lot of people help me along the way - a great set of 
managers & peers, support of my family, and my team.
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Q. How important is it for women 
to lift each other up and what 
does that mean to you?

A. Women struggle with a variety 
of issues especially when others 
fail to offer encouragement. These 
issues can range from not feeling 
self-confident in the way we look 
to feeling guilty about the time we 
spend at work away from home to 
doubting our choice of career. 

It’s very important that we do 
everything and more to empower 
the women around us to succeed 
and excel in every aspect of their 
lives. We should challenge women 
to grow and be innovative in their 
chosen field.
 
Personally, my journey has been 
what it is through the support and 
inspiration of other women, those 
I’ve known personally, to those 
who’ve simply inspired me to be 
the best version of myself. 

Q. What would be your advice 
to young women entering the 
corporate world?

A. You can have it all as long as 
you remember that there is no 
shortcut to success, you just have 
to take the stairs.

Q. Have you ever experienced any 
discrimination or any barriers to 
your growth as a female leader in 
the sector and if so, how did you 
address it?
 
A. As a woman, I have faced 
psychological barriers and bias. 
Like many other women, I too have 
been judged on the idea that I am 
emotional or will get in the family 
way and move on soon enough, 
questioning my dedication and 
motivation towards my work. 
What really helps is standing up 
and speaking for yourself, building 
networks within and outside your 
organization of people who will 
vouch for you, creating value for 
your stakeholders both internal 
and external and being on top of 
your subject including numbers to 
ensure that people know you mean 
business. When you do this, rarely 
you will get underestimated. 

“What really helps is 
standing up and speaking 
for yourself, building 
networks within and outside 
your organization of people 
who will vouch for you, 
creating value for your 
stakeholders both internal 
and external and being on 
top of your subject including 
numbers to ensure that 
people know you mean 
business. When you do 
this, rarely you will get 
underestimated.”
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“Women struggle with a 
variety of issues especially 
when others fail to offer 
encouragement. These 
issues can range from not 
feeling self-confident in 
the way we look to feeling 
guilty about the time we 
spend at work away from 
home to doubting our choice 
of career.” 

We all have our own strengths 
and I played to my strengths by 
focusing on honing my abilities. 
I have had a lot of people help 
me along the way - a great set 
of managers & peers, support 
of my family, and my team. 
We celebrated each other’s 
achievements and also worked 
on helping others realize their 
potential. 

My value system helped too - of 
never giving up without trying, of 
persistence and grit, and always 
trying to walk the talk while taking 
everyone along. A lot of people 
inspire you and it is defined by the 
life phase you are in. Starting from 
my father who never forced his 
expectations on us and taught us 
to be self-reliant, to my mother and 
siblings who taught me that it’s 
never too late to start something 
new (after all my mother started 
working at the young age of 
45), my managers who have 
helped me every step of the day, 
my professors, classmates, my 
husband and my son who have 
always asked me to do more and 
be more. 
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As part of our ‘Women in HR’ special 
interview series, we want to highlight 
the personal stories, professional 

challenges, and career aspirations of women 
leaders in Corporate India. In this story, All 
Things Talent speaks to Poonam Choudhury, 
Talent Acquisition Leader at GE Power, Asia 
Pacific, as she talks about her biggest career 
learnings, why one has to constantly upscale 
to stay competitive and relevant, why the 
representation of women at the leadership level 
is dismal, and importance of celebrating diverse 
mindsets.

GREAT
LEADERSHIP IS

GENDER
NEUTRAL



59iimjobs.com | hirist.com

SPEC
IA

L IN
TER

VIEW

MS POONAM CHOUDHURY

Poonam is the Talent Acquisition Leader at GE Power, 
Aisa Pacific. She is a versatile leader who has extensive 
experience in both client and CXO search environments and 
in varied verticals across industries - Power, Chemicals, 
Food & Agri, IT in diversified functions - Sales & Marketing, 
Projects, Plant Operations, Service Center, R&D and 
Consulting Services. She comes with over 15 years of 
professional experience and has worked with heavy-
weights like Dupont and Microsoft.

Talent Acquisition Leader - GE Power, Asia Pacific

GENDER
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Q. How has your extensive hiring 
experience across different 
industries and in diversified 
functions helped you define your 
leadership path? What has been 
the most career-defining moment 
that you are proud of?

A. My experience so far has given 
me a chance to collaborate and 
partner with many exceptional 
people, candidates as well as 
People Leaders. Leadership 
traits are agnostic of the industry 
or function. It has helped 
me to develop empathy and 
inclusiveness, be a better listener, 
appreciate differences and reward 
the deserving. 

In my early career when I was 
a recruitment coordinator, my 
manager took a long haul and 

comprises. One has to constantly 
upscale to stay competitive and 
relevant. It doesn't come for free.  
My experience so far has been 
a true reflection of the values 
that each organization stood 
for - no discrimination with job 
scope/responsibilities, talent 
promotions/pay packages - as a 
gender-neutral, empathetic, and 
meritocratic workplace.

Q. Since you are responsible for 
C-Suite hiring for India, can you 
cite reasons for a skewed gender 
representation at the leadership 
level even when the workforce is 
evenly split at the entry-level?

A. There’s enough empirical 
evidence that the representation 
of women at the leadership level 
is dismal. Reports say that this 
diverse workforce oscillates from 
30-35% in mid-level to 15-18% 
in senior level to 8% at CXO 
level and finally 1% at board 
level. There could be multiple 
reasons leading to this staggering 
outcome particularly in industries 
like Heavy Engineering, Power 
and Energy, Infrastructure, and 
EPC. Women are dramatically 
underrepresented in the technical 
field and have a small ratio of 
28-30%, of which many drop 
out in the career journey due 

encouraged me to manage one 
account of the critical businesses. 
The initial nervousness slowly 
made way for learning the ropes 
of the game and striving higher 
and better. It made me believe 
that I can do it. Investment in your 
people and taking calculated risks 
are my biggest learnings. 

Q. Do you think there are equal 
opportunities for women in your 
field or is there still a gap that we 
need to bridge? What has your 
experience been like?

A. Over the years, I have observed 
that it’s been a leveller in my field, 
there are numerous examples to 
look up for women leading from 
the front. What matters is the 
grit and skill that each woman 

There’s enough empirical evidence that the 
representation of women at the leadership level is 
dismal. Reports say that this diverse workforce oscillates 
from 30-35% in mid-level to 15-18% in senior level to 
8% at CXO level and finally 1% at board level.
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skills or vice versa. We need to 
look at the complementary and 
supplementary skills that each 
brings in inherently. It is about 
celebrating diverse mindsets which 
fosters agility and the ability to 
view things through an unbiased 
lens.

“Leadership is contextual. 
It’s wrong to say that men’s 
leadership skills are more 
powerful or impactful 
than women’s skills or vice 
versa. We need to look at 
the complementary and 
supplementary skills that 
each brings in inherently. It 
is about celebrating diverse 
mindsets which fosters 
agility and the ability to 
view things through an 
unbiased lens.” 

Q. Is there one piece of advice you 
wish somebody gave you at the 
beginning of your career?

A. I wish someone advised me on 
taking up a hobby since it is as 
essential as any other professional 
skill or certification. We need 
to destress and the best way to 
unwind amidst incessant hours/
days of work is to pursue a 
passionate pastime. A game of 
tennis or playing with colours on 
the canvas or doing salsa - just 
pick any, let the mind relax and be 
at ease.

to family-related obligations, 
marriage or motherhood, mobility 
constraints, undervaluation of 
women’s effectiveness as leaders, 
microaggression, etc.
To balance this incongruence at 
the top level, it has to be a bottom-
up approach of starting with the 
enrolment at schools/colleges 
leading up to a continuation of jobs 
with family and children.

Q. In your experience, do women 
lead fundamentally different from 
men and where are the most 
significant differences? 

A. Men are from Mars and women 
are from Venus -they both 
bring in their diverse beliefs and 
perspectives and this makes them 
unique. Leadership is contextual. 
It’s wrong to say that men’s 
leadership skills are more powerful 
or impactful than women’s 
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In this special interview for our Women’s day 
feature, Ms Geetanjali Wheeler talks about 
why diversity is more than just hiring women 

candidates. She also talks about how leadership 
is gender-neutral and the importance of 
investing in women leadership development 
programs that empower, and we need strong 
sponsors promoting the way! 

D&I IS
MORE THAN
JUST HIRING

WOMEN
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MS GEETANJALI WHEELER

Geetanjali Wheeler is a seasoned L&D professional passionate 
about building a culture that promotes learning agility at all 
levels in the organization. With an experience of about 16 years, 
Geetanjali has spearheaded both global and national roles. Before 
moving on to her current role of leading L&D for a global financial 
services group in India, she worked for a large Telecom company. 
As the Enterprise L&D lead, Geetanjali was instrumental in 
winning a prestigious award from the Indian Society for Training 
& Development for innovative training practices. In the same 
year, Dun & Bradstreet also published a case study in its yearly 
compilation of HR best practices about an L&D intervention 
designed and led by her.

L&D Specialist
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Q. You’re a very vibrant and 
dynamic leader who has 
been training, mentoring and 
developing people for close to 17 
years now. As a female leader, 
what were some of the biggest 
challenges and lessons learnt 
thus far?

A. As a woman, my experiences 
are no different from the others! 
So, when I often hear or read 
about them, I think “hey I know 
what that’s like!” I know what it’s 
like to be the only woman in a 
meeting room feeling completely 
non-existent or when someone 
conveniently assumes that I 
could not take up a new role or a 
responsibility because it required 

that both men and woman face 
challenges in life. The nature 
of these challenges could be 
different… but the truth is how we 
rise to those challenges shapes 
who we become. There is no 
gender discrimination in that!

I would love to share some of the 
learning that has built its roots in 
me and has helped me navigate 
some of the challenges:
• Focus on what you can bring 

to the table… continually invest 
in honing your competencies. 
When you are passionate 
about making a difference, 
what lies in the periphery will 
not make a difference.

• Being comfortable with the 

managing tougher stakeholders or 
putting in more hours or travelling 
for work or feel that I was not 
networking enough because I 
could not do smoke breaks or 
after-work catch-ups every time! 
I remember the first time I read 
Sheryl Sandberg’s Lean In, I had 
a smile throughout… it was the 
first book I read that captured 
well everything I felt. I think the 
smile in my head was more about 
me thinking “So, this is really 
everywhere!” That changes how 
we define challenges – it’s not 
something that just I’m facing!

I’m personally convinced that 
failures and trials help us grow 
in our life. I think it’s fair to say 

I think it’s fair to say that both men and woman face 
challenges in life. The nature of these challenges could 
be different… but the truth is how we rise to those 
challenges shapes who we become. There is no gender 
discrimination in that!
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with the employee lifecycle – 
how we attract, develop and 
retain diverse talent. If we just 
understand this, then it becomes 
easier to understand the role of 
L&D in supporting D&I initiatives. 
So, I think the two should be 
brought together to complement 
efforts leading to better impact. 
For e.g.:
• Orientation for new managers 

or employees about the 
organization’s D&I agenda

• Equipping managers to 
become conscious of their 
biases when they hire or 
manage teams

• Position and use talent or 
leadership development 
programs to promote diverse 
talent

• Creation skill development 
centres for roles or teams 
where we do not have decent 
diversity representation

These are some of the big ones 
that stand out and then there are 
the finer aspects that also matter… 
just give it some thought e.g. How 
do we write our content – does it 
have an inclusive language? What 
about the case studies and role-
plays – their characters, settings 
and actions? Do our pictures 
or slides represent men in the 
position of leaders or managers?

“The core objective of D&I 
cannot be achieved only 
by hiring more women. 
The D&I strategy can be 
successful when it’s aligned 
with the employee lifecycle 
– how we attract, develop 
and retain diverse talent. 
If we just understand this, 
then it becomes easier 
to understand the role of 
L&D in supporting D&I 
initiatives.”

uncomfortable…the best of my 
transitions and learning have 
come from operating out of my 
comfort zone

• Networking for me is building 
meaningful relationships and 
investing in them – long term 
and so it’s about making many 
deposits before the withdrawal

From 2 women leaders I admire 
the most:
• Oprah Winfrey said, “You can 

have it all… Just not at once”. 
This is for me about faith, 
balance and being in peace 
about your own journey.

• Indra Nooyi said “Please help 
others rise. Greatness comes 
not from a position, but from 
helping build the future. We 
have an obligation to pull 
others up.” I think no matter 
who you are, we all can do 
this and it’s one of the most 
satisfying feelings in the world! 

The learnings from my experiences 
have made me more passionate 
about how I want to contribute 
to making my workplace a more 
inclusive place to work. I think each 
one of us irrespective of our roles, 
designation, authority can play a 
vital role in building an inclusive 
culture.

Q. What has your rich experience 
of working in L&D across varied 
verticals - Telecom, Airline and 
E-commerce taught you about 
developing more women into 
leaders? In your opinion, to what 
extent are women leaders in L&D 
responsible for building a gender-
balanced culture? 

A.  The core objective of D&I 
cannot be achieved only by hiring 
more women. The D&I strategy 
can be successful when it’s aligned 

SPEC
IA

L IN
TER

VIEW



66

SP
EC

IA
L 

IN
TE

R
VI

EW

Q. Many people struggle to find 
a mentor to help them in their 
career journey. Did you ever 
receive any form of mentoring as 
you moved along? Why is being a 
mentor such an important part of 
your career?

A.  My encounter with mentoring 
has been an informal one and 
that’s why the biggest element 
in that relationship for me has 
been trust. I also realized that 
mentoring works when there is 
the right match of what you need 
versus what your mentor can 
actually give. While one may think 
that in a mentoring relationship 
it’s the mentee that receives, the 
truth is that the mentor has to 
gain as well e.g., further skills and 

personal level who have played 
the role of being a mentor for me. 
I reach out to them based on their 
experience for guidance, to talk 
about my inhibitions and thoughts. 
The advice I get from them, the 
tips and learnings they share 
from their own experience helps 
me a lot to navigate through my 
challenges. They have helped me 
clear my head and to be able to 
look forward… to that, I’m ever so 
grateful!

So, when you take from the 
community, you also have to 
give back. My love for what I do 
professionally can be summarized 
by Harvey Firestone’s quote “The 
growth and development of people 
is the highest calling of leadership.” 

experience in being able to mentor. 
It’s only then that this relationship 
becomes satisfying and long term. 
So, getting a mentor is not as 
simple as asking someone “Will 
you be my mentor?” - a mistake 
that I have made and learnt in 
the process. While looking for 
a mentor one should also be 
mindful of the difference between 
coaching and mentoring because 
an expectation mismatch may 
cause disappointment. Finally, in 
a mentoring relationship, just like 
“life”, the onus lies with us as the 
mentee. 

I did not have one person as a 
mentor – what I have is like a 
network of people I have met 
in my life professionally or at a 

As a woman, I don’t want to earn a position as a 
“diversity” role candidate. I want to earn it based on my 
merit and competence.
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confidence is impacted, it impacts 
her competence and it’s a vicious 
circle.

As a woman, I don’t want to earn 
a position as a “diversity” role 
candidate. I want to earn it based 
on my merit and competence. 

It is not uncommon to expect a 
difference in leadership styles 
between men and women and it 
simply is based on the fact that 
we are wired differently. Women 
leaders are also often more 
scrutinized and judged differently 
for their actions and failures.

There is a business case to have 
women in leadership and decision-
making positions. Much research 
talks about how women approach 
problem-solving, collaboration 
and teamwork differently. This 
is not to say that women are 
better than men but to highlight 
the importance of diversity in 
the workplace. There is other 
research that has shown that 
organizations perform better with 
balanced leadership teams. This 
performance is not just some 
“feel-good” statements but actual 

business metrics (quantitative 
and qualitative) – it impacts the 
bottom line, period! It’s therefore 
important to invest in women 
leadership development programs 
that empower, and we need strong 
sponsors promoting the way!

 
“Much research talks 
about how women 
approach problem-solving, 
collaboration and teamwork 
differently. This is not to 
say that women are better 
than men but to highlight 
the importance of diversity 
in the workplace. There 
is other research that has 
shown that organizations 
perform better with 
balanced leadership 
teams. This performance 
is not just some “feel-
good” statements but 
actual business metrics 
(quantitative and qualitative) 
– it impacts the bottom line, 
period”

What I do at a personal level 
is also driven by this calling – I 
especially feel extremely obliged to 
mentor those in their early career!

Q. Do you think Leadership 
Training is critical to helping 
women achieve their potential 
and learning how to lead?

A.  Leadership is gender-neutral 
and I don’t think leaders are 
born – I think they are made! So, 
leadership training is critical for 
leaders in making – whether men 
or women! I think the real question 
when it comes to leadership 
development is not the “Who?” but 
the “How?” The unconscious bias 
prevailing at the workplace has 
not just seeped in from nowhere… 
it comes as the fabric of the very 
society we are a part of. The kind 
of challenges that a woman faces 
at work and home is different 
from what men face. If we put all 
of this together, we don’t have to 
wonder why there are just so few 
women at the top or why we have 
a huge leak in the pipeline at or 
after a certain career stage? I love 
the way how Indra Nooyi puts this 
in perspective – when a woman’s 
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As part of our ‘Women in HR’ special 
interview series, we want to highlight the 
personal stories, professional challenges, 

and career aspirations of women leaders in 
Corporate India. In this story, All Things Talent 
speaks to Harini Sreenivasan, Partner at 
Semcostyle Institute India, as she talks about the 
role of Purpose in her career journey, her passion 
for creating happy teams and bringing out the best 
from every individual, why mentorship is a two-
way street,  and why it is important to look beyond 
gender equality to gender neutrality.

BEYOND
GENDER EQUALITY

TO GENDER
NEUTRALITY
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MS HARINI SREENIVASAN

A dynamic HR leader who has a strong purpose of making a 
positive impact on people and the quality of their lives, Harini is 
adept at leveraging people's potential for business excellence. A 
design thinking practitioner, behavioural analyst, transactional 
analyst, and innovator, she comes with over 25 years of rich 
experience and is a strong advocate of the concept of Happy 
Workplaces. Harini has been leading the HR function in MNCs 
and is a guest faculty at prominent B schools and universities. 
She is currently a Partner at SSI India and Advisor to the Board at 
Caere Pvt. Ltd. Harini has a Master’s in Business Administration 
(Human Resources) from ICFAI.

GENDER EQUALITY

Partner, Semcostyle Institute India
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Q. Harini, you are a versatile 
leader and a well-known name in 
the corporate world with almost 
25 years of experience. Can you 
tell us how you got to where 
you are today in your leadership 
position? Did you always know 
where you wanted to be?

A. At the outset, I am proud to 
acknowledge that whatever I am 
today is what people have made 
me. Very early in my childhood, 
I was exposed to visualizing 
long-term goals and was always 
encouraged to work towards them. 
Purpose was the only thing that I 
could see in front of me. I probably 
did everything that came my way 
without boxing myself into Job 
Descriptions and Designations. 
My careerscape has been like 
those gaming apps where you 
choose your goal, keep running 
and collect points along the way. 
I knew my purpose and kept 
running towards it. I am collecting 
my points by meeting people who 
give me strength. I think that my 
journey will go on and on as I keep 
redefining my purpose. 

Mentorship is like a relationship. 
It is a two-way street and has to 
evolve naturally.

“It is important to 
understand that a mentor 
need not be someone older 
than you or someone to 
whom you report to at 
work. At any point in time, 
one might be influenced by 
many and anyone whom 
you are strongly influenced 
and is able to leverage their 
life learnings to your own is 
a mentor.”

Q. As someone who is a 
Behavioural Science and 
Neuroscience enthusiast, 
loves experimenting and is 
passionate about People, how 
has continuous learning played an 
important role in your career and 
helped you move from leader to 
thought leader?

A. I did not make any conscious 
plan to move ahead in my career. 
I am passionate about creating 
happy teams and all my social 
experiments have been towards 
bringing out the best from every 

Q. You have been training and 
mentoring young minds to help 
them make a successful transition 
into the corporate world. Did 
you ever receive any form of 
mentoring as you moved along? 
Why is being a mentor such an 
important part of your career?

A. Of course, yes! Everyone needs 
a mentor. But it is important to 
understand that a mentor need 
not be someone older than you or 
someone to whom you report to 
at work. At any point in time, one 
might be influenced by many and 
anyone whom you are strongly 
influenced and is able to leverage 
their life learnings to your own is a 
mentor. I have had mentors along 
the way and they have helped me 
decide what step to take next. 
But yes, none of them gave me 
solutions to my problems. Instead, 
they influenced me by living their 
lives. I would observe and learn 
how they reacted to situations 
and responded to challenges. All 
these observations were like an 
atlas as I navigated around my 
world of work. I was able to relate 
the insights gained from them 
to situations that came my way. 
You might be surprised to note 
that some of my best mentors are 
a generation younger than me. 

My careerscape has been like those gaming apps 
where you choose your goal, keep running and collect 
points along the way. I knew my purpose and kept 
running towards it. I am collecting my points by meeting 
people who give me strength. I think that my journey will 
go on and on as I keep redefining my purpose.
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evidence to take charge and follow 
our dreams. Instead of celebrating 
them, let’s do what they did. Shed 
self-limiting beliefs and move on! 
Food for thought, ladies?

“What I am very convinced 
about is that organizations 
do not create gender gaps 
by design. We tend to look 
at roles, responsibilities, 
salaries, etc. through gender 
perceptions. Over a period 
of time, these perceptions 
have clouded our rational 
thinking.”

Q. What are some patterns you’ve 
noticed over the years about 
women at work, and things they 
could be doing better to advance 
their careers?

A. Once again I can’t help quoting 
Mahakavi here. He said, “World 
will prosper in knowledge and 
intellect if both men and women 
are deemed equal”. Drawing 
inspiration from this I would 
look beyond gender equality to 
gender neutrality. What I am 
very convinced about is that 
organizations do not create gender 
gaps by design. We tend to look at 
roles, responsibilities, salaries, etc. 
through gender perceptions. Over 
a period of time, these perceptions 
have clouded our rational thinking. 
If women and men were to 
approach responsibilities at work 
and home in exactly the same way, 
we may probably not be required 
to celebrate IWD and take the 
annual oath of gender equality. I 
would want to leave our readers 
with a thought if some women 
have made it big, isn’t that enough 

individual. I believe that inherently 
everyone is trustworthy and has 
good intentions. It is all about 
whether we choose to construct 
walls or build bridges. I have been 
learning formally and informally, by 
experience and by observation, by 
theory and by practice. More than 
just learning continuously, I think 
putting the concepts to context 
each time, has helped me the most. 
Instead of eliminating any idea by 
saying, “It won’t work here”, my 
approach would be to see how it 
can be customized to my context. 
Learning without application is like 
cooking for someone else to eat! 

Q. Can you please give us your 
favourite “Life Lesson Quote”? 
Can you share how that was 
relevant to you in your life?

A. “Live in the present and shape 
the future, do not cast lingering 
looks to the distant past for the 
past has passed away, never to 
return”, said Mahakavi Subramanya 
Bharathi, Tamizh poet, philosopher, 
social reformer and freedom 
activist. He was so ahead of 
his time that his works are still 
relevant. This quote is such a 
testimony to this in current times. 
In my life too, many a downturn 
came but these words shone like a 
torch for me to move on and deal 
with challenges. 
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In this special feature on International Women’s 
Day 2021, we connected with Ms Anupama 
Pillai, Director - HR at Diebold Nixdorf and 

talked about the opportunities/challenges in 
her career journey that helped her become the 
successful leader she is today. We also asked her 
about the key leadership lessons she has learned 
and the advice she would give to the women 
leaders of the future. 

DREAM
DON'T SETTLE

BIG
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MS ANUPAMA PILLAI

Anupama’s professional achievement is a reflection of her being 
a thought leader in HR & a contributor of value. She is a strong 
and enterprising Human Resources leader with extensive HR 
experience of more than 20 years working with organisations 
like Tata Communications, L&T Infotech, and NSEiT. Anupama’s 
inputs on different trending topics of HR are a reflection of her 
dedication, passion and tenacity to make a difference in the HR 
fraternity.

Director - HR, Diebold Nixdorf
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Q. Anupama, tell us about 
your career journey, what 
opportunities/challenges has it 
presented you with and helped 
you become a successful leader. 
One advice that greatly impacted 
you and your career trajectory?

A. Challenges are sure to arise in 
every walk of life. How you convert 
the challenges into opportunities 
gives you the motivation to learn 
more and hone your abilities.

Unlike any other fresh MBA 
graduate who lands up managerial 
positions directly, I had a very 
modest start to my HR career in a 
startup IT organization as an HR 
executive. Fortunately for me, since 
I was the first hire in HR, I was 
entrusted with the responsibility 
of building up the HR department 
in that organization and had the 
privilege of hiring the HR head 
who eventually happened to be 
my boss. And then together with 
my HR head, we ramped up not 
only the entire HR team but the 
organization as a whole. Along 
this journey is where I learnt the 
so-called ‘skills of the trade’ in 
terms of finding and recruiting 
the right talent, training and 
developing employees, resolving 
conflicts, engaging employees, 

apologetic for our desires, hopes 
and dreams and instead should 
go after them with passion and 
confidence. I am sure that the 
highest of accomplishments and 
achievements are possible without 
sacrificing who and what you are. 
But obviously, it is not possible 
without a strong support system 
of your family and friends. So one 
also should take out time and 
invest in our relationships and 
strike the right balance in terms of 
our social, home and work life.

Q. You have been credited with 
excellent multi-tasking skills. Can 
you tell us how you find ways to 
multitask well but also to do that 
in a smart, collaborative way?

A. I think multi-tasking skills is an 
inherent quality and something 
all women are blessed with. But 
making priorities is important. If 
you have to cover multiple tasks 
within a limited timeline, then 
decide what’s the priority and need 
of the hour. If you notice that you 
cannot possibly complete all tasks 
on your schedule, it is important to 
focus on the most important one.

Daily To-do lists are something 
I swear by. When you shift your 

statutory compliances and with 
all these, also keeping an eye on 
productivity.

With the era of dot coms and the 
IT industry booming in the year 
2Ks, I knew there was no looking 
back and I switched jobs for more 
challenging roles. My hands-on 
approach and my ability to always 
take on more responsibilities 
outside my purview, helped me 
move up to the subsequent levels 
soon enough. In the 7th year of 
my career, I was already heading 
an HR department of a firm and 
leading a significant size of HR 
teams. It wasn’t as easy a journey 
as it sounds, as I also did struggle 
and had to go through a lot of 
challenges to manage and sustain 
home and work when I got married 
and had a kid. Life was really tough 
when my baby was a toddler and I 
had to travel for recruitment drives 
to different cities. But my husband 
and my family were the rock-solid 
support system who stood by 
me through the thick and thins 
of my personal and professional 
juggles and helped me sail through 
smoothly. 

And the one advice that I kept 
close to my heart is that being 
a woman we should stop being 

And the one advice that I kept close to my heart is that 
being a woman we should stop being apologetic for 
our desires, hopes and dreams and instead should go 
after them with passion and confidence. I am sure that 
the highest of accomplishments and achievements are 
possible without sacrificing who and what you are.
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Q. What are your “3 Leadership 
Lessons I Learned From My 
Experience” and why?

A. Some of the Leadership lessons 
I learned from my experiences are:
1)  Know yourself and especially 

what you are good at and 
what you are not. Leverage 
people in the team with 
passion and skills in those 
areas to compliment you. You 
don’t need to know everything 
and be good at everything 
to lead effectively. Make it 
easy for your team to give 
you honest feedback which 
you can keep working on, to 
improve.

2)  Effective Communication is 
another important aspect. You 
need to speak clearly enough 
to get your point across. 
Strong and clear messaging 
help in getting the desired 
results.

3)  Have a vision (bigger picture) 
and strategy in what you do. 
It’s important to engage with 
all levels because there will 
be a different perspective 
from each operational group 

and level. It is challenging 
to execute long-term goals 
because we need constant 
evaluation to be relevant with 
the times. Leaders need to be 
present, listening and open to 
learning from everyone around 
them.

“It is challenging to execute 
long-term goals because we 
need constant evaluation 
to be relevant with the 
times. Leaders need to be 
present, listening and open 
to learning from everyone 
around them.”

Q. What advice would you give 
to the next generation of female 
leaders? 

A. My advice for emerging female 
leaders is to find your passion and 
never give up on your dreams. 
Always push yourself to learn as 
much as you possibly can and 
never settle for the status quo. The 
only way you can move ahead is by 
challenging your limits and not by 
limiting your challenges.

attention from one task to another, 
it’s easy to lose track and end up 
completely confused. A simple 
to-do list will prevent that from 
happening. Plan what tasks you’re 
going to cover during the day 
and put them in a timeframe. It’s 
important to keep on practising 
and it gets better with practice. 
Multitasking may be overwhelming 
at first, but you will be gaining 
momentum if you stay persistent.

Q. Who has been the biggest 
advocate/mentor in your career 
and why?

A. My husband has been always 
my biggest advocate and mentor 
in my career and has always 
supported me to chase my dreams 
and pursue what interests me. He 
strongly believes that everyone 
must make mistakes to learn from 
them.

Since time immemorial, there has 
been this set expectation that 
husbands are the breadwinners, 
and wives must take care of the 
house and are the caregivers. 
In this evolving age, we do see 
a paradigm shift in the thought 
process. My husband has always 
supported my career and has 
always appreciated the balance 
that I have between work and 
home. He has constantly helped 
me cope with my work pressures, 
and assured me no matter what, 
my family will always be there for 
me.
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As part of our ‘Women in HR’ special 
interview series, All Things Talent 
speaks to Savita Hortikar, Head of Talent 

Acquisition at ThoughtWorks India, who shares 
her thoughts on being a female leader in a 
male-dominated industry, addressing gender 
stereotyping and bias, and how to bring down 
existing barriers that inhibit progress for women 
in tech.

WOMEN
‘IN’ LEADERSHIP:

THE ART OF DOING
POWER DIFFERENTLY
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‘IN’ LEADERSHIP:

POWER DIFFERENTLY

MS SAVITA HORTIKAR
Head of Talent Acquisition, 
ThoughtWorks India
Savita heads the recruitment function for Thoughtworks in India. 
Savita has in-depth experience in building and managing the talent 
acquisition teams in large multinational IT majors like Oracle, Yahoo, 
IBM labs. With over 20 years of experience in talent acquisition, Savita 
specializes in recruiting for engineering teams in product development 
companies and in IT consulting. Her experience pans across hiring for 
senior leadership, senior tech, driving university hiring, driving diversity 
and inclusivity hiring, managing recruitment programs, operations and 
systems. She enjoys building winning teams, running change 
initiatives, employer branding, social media recruiting, conceptualizing 
and evangelizing the use of tech in recruitment, championing diversity 
and inclusivity at the workplace, building tech products for enabling 
recruitment are other areas of interest and focus.
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Q. You are a veteran in the HR 
industry managing and building 
winning teams for 21 years. What 
has been your most important 
leadership lesson? How do you 
think that helped you get so far in 
your career?

A. After having worked in a 
largely male-dominated industry 
and function for more than 20 
years, my biggest lesson learnt is 
to embrace being different! I’ve 
realized this ‘difference’ is my 
strength. And, I gradually learnt 
how to leverage it at meetings, in 
strategy-related conversations and 
more.

I also actively networked (and 
still do) with many other women 
leaders. I learned from their 
experiences, mistakes and 
experiments as well. However, 
what played a huge role in 
my success is being a part of 
companies that understood 
how business-relevant being 
diverse is. They were able to 
meet my ambitious career goals 
with the flexibility, support and 
opportunities I needed.

Q. Have you ever experienced any 
discrimination throughout your 
career in the sector and if so, how 
did you address it?

A. Discrimination due to gender 
stereotyping is something that 
I have experienced early in my 
career. In those days, a woman 
who was hardworking, ambitious, 
and goal-oriented was often 
considered a career focussed and 
aggressive woman. Also, common 
were assumptions being made on 
a woman’s availability to travel or 
work late hours if required. 

The best way to address these 
instances and the systemic bias 
that breeds them is to speak up for 
yourself, talk about your goals, and 
be unapologetic about them. 

Over my years as a professional, 
I have actively leveraged 
opportunities to correct such 
regressive thinking by addressing 
biased recruitment and hiring 
practices and sensitizing my team 
and colleagues against making 
assumptions about women 
professionals.

Q. As someone with years of 
experience in leadership, what 
have you learned that you wish 
you knew 10 years ago?

A. Here are a few of the things I 
have learned that I wish I knew 
years ago - 

• You are in a meeting because 
you have something credible to 
offer. Voice your opinion.  

• Network a lot. Seek role 
models with more experience 
and learn from their journeys 
and choices. 

• Don’t hesitate when asking for 
help. 

• Don’t fear leadership 
roles and roles with huge 
responsibilities. 

“Over my years as a 
professional, I have actively 
leveraged opportunities 
to correct such regressive 
thinking by addressing 
biased recruitment and 
hiring practices and 
sensitizing my team and 
colleagues against making 
assumptions about women 
professionals.”

After having worked in a largely male-dominated 
industry and function for more than 20 years, my biggest 
lesson learnt is to embrace being different! I’ve realized 
this ‘difference’ is my strength.
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• With respect to growth and 
promotions, according to 
McKinsey, men are traditionally 
evaluated on potential while 
women, on performance. This 
will not do. 

• Also, progressive organizations 
and leaders have to keep 
challenging themselves and 
working on regular feedback 
to build and nurture a safe and 
open work environment.

“Every woman does not 
have the same experience 
at work. They could 
be juggling multiple 
responsibilities and 
roles on the professional 
and personal front. 
Organizations have to 
consistently be flexible and 
empathetic to ensure their 
women workforce is able to 
bring their best and most 
authentic selves to work.”

Q. What advice do you have for 
companies that want women 
leaders to be successful?

A. Rather than advice, I would 
call these reminders because we 
are all aware of these facts and 
have to choose to change the 
systems, policies, and practices 
that discourage women at work or 
in leadership positions. 

• Every woman does not have 
the same experience at work. 
They could be juggling multiple 
responsibilities and roles on 
the professional and personal 
front. Organizations have to 
consistently be flexible and 
empathetic to ensure their 
women workforce is able to 
bring their best and most 
authentic selves to work.  

• Organizations should design 
and implement policies and 
initiatives that directly address 
the biases at the workplace.  
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Q. Do you think the tech industry 
has some catching up to do 
where women in leadership roles 
are concerned? How to overcome 
this gap?

A. Yes. As an industry, we 
definitely have work to do to bring 
down existing barriers that inhibit 
progress for women in tech -

• Educate recruitment and hiring 
teams, and leadership to 
empathize with varied (career 
and life) experiences. For 
instance, a break of months 
or years on a resume is just 
that, and not a reflection of 
one’s passion for technology 
or their technical ability or 
employability.  

• Break down deep-seated 
biases at work - conscious 
and unconscious. This will 
need consistent and proactive 
sensitization across teams and 
levels of the organization. 

• Encourage more women 
to take on leadership roles 
- by giving them timely 
opportunities and ensuring 
leadership training for the next 
rung of women leaders.  

• Decisively shut down sexual 
harassment at the workplace. 

• Ensure pay parity for all 
employees. 

• Create a supportive work 
environment that is safe for 
all its employees and is open 
to feedback, furthering an 
inclusive culture.
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As part of our ‘Women in HR’ 
special interview series, All Things 
Talent speaks to Meenakshree 

Nanda Panda, General Manager – 
Capability & Talent at Vodafone Idea 
Limited. From handling an entire gamut 
of L&D initiatives to mentoring others 
in work and life, this is Meenakshree’s 
journey as a leading woman.

LEADER: 
THE FACILITATOR 

OF WORKPLACE

LEARNING
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MS MEENAKSHREE NANDA PANDA

Meenakshree is a diversified HR professional with 11+ years 
of rich experience in various verticals of HR. Currently, she 
is the General Manager – Capability & Talent at Vodafone 
Idea Limited. She has a double Masters in Human Resources 
& Labour Law. She is a Certified Facilitator, Instructional 
Designer, Emotional Intelligence Practitioner, and an HR 
Analytics Professional. She prides on her agility, people first 
and digital-savvy approach which has helped her deliver 
successful people interventions throughout her career with a 
lasting impact.
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General Manager – Capability & Talent, 
Vodafone Idea Limited
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Q. You have been handling an 
entire gamut of Learning and 
Development initiatives and 
developing young leaders. What 
personal qualities have influenced 
your career path?

A. Thinking on my feet, being 
meticulous, being passionate about 
making a lasting impact, investing 
in self-development, and being 
authentic has helped me transform 
initiatives into successful best 
practices throughout my career.

Q. You’re training women leaders 
as well. In your opinion, how 
can women in L&D help aspiring 
women leaders break down the 
leadership barriers?

A. Finding what their inherent 
strength is and how they can 
sharpen, leverage it in the best 
possible ways.  

It is imperative to strive for high 
performance at every life stage 
and invest in self-development.

One should be passionate about 
making things happen, being 
assertive, building relationships, 
learning from each other through 
core groups, and ensuring 
seamless work-life integration.

Q. Looking back, what advice do 
you have for your younger self to 
ensure she is best equipped to 
succeed as a leader?

A. Never let failure dishearten you 
as this is also a stepping stone 
to success. You cannot expect to 
always win and feel dejected if it 
doesn't result in that way. Failures 
and setbacks make us stronger and 
help us sharpen ourselves. 

“Never let failure dishearten 
you as this is also a stepping 
stone to success. You 
cannot expect to always 
win and feel dejected if it 
doesn't result in that way. 
Failures and setbacks make 
us stronger and help us 
sharpen ourselves.”

Q. As someone who is passionate 
about engaging people and 
enabling learning, how are you 
encouraged to both be a leader 
and help others grow as leaders?

A.  I firmly believe that learning 
doubles up when shared with 
others. Our personal stories/
relevant business examples 
help develop that seamless 
connection where people look up 
to us as their facilitator, thereby 
sharing that genuine common 
interest to develop as successful 
professionals. In the end, genuine 
intent should reflect with every 
word we speak and every action 
we take.

Q. What do you think we, as 
leaders, should be doing to 
encourage more girls to consider 
a career in tech?

A. Share more success stories, 
help them find mentors to harness 
their potential with relevant 
opportunities, encourage them 
to be a part of other women 
professionals’ networks so that 
they are updated with what’s 
happening in the tech space. Most 
importantly, encourage them to 
be bold to make unconventional 
choices.

 I firmly believe that learning doubles up when shared 
with others. Our personal stories/relevant business 
examples help develop that seamless connection where 
people look up to us as their facilitator, thereby sharing 
that genuine common interest to develop as successful 
professionals.
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As part of our ‘Women in HR’ special 
interview series, we want to highlight the 
personal stories, professional challenges, 

and career aspirations of women leaders in 
Corporate India. In this story, All Things Talent 
speaks to Sonam Lama, People and Culture Head, 
CARS24, as she talks about her professional 
journey, her tryst with unconscious bias and how 
she overcame it, how being a better version of 
herself pushes her to become a better leader, 
and the importance of knowing your worth as a 
woman.

KNOW
YOUR WORTH AND

MAKE EVERYONE
RECOGNIZE IT
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MS SONAM LAMA

Sonam is an experienced Human Resources professional who 
is adept at improving and scaling recruitment practices. She 
is heading the Human Resource Business Partnering function 
at CARS24 for India which covers more than 150+ Branches 
across 50+ cities. Before joining CARS24, she worked with 
Zomato, where she was responsible to develop and execute 
hiring plans in tandem with business requirements. An Alumna 
of Symbiosis Institute of Business Management, Bengaluru 
(SIBM Bengaluru). Sonam is passionate about engaging 
people and enabling learning.

YOUR WORTH AND

RECOGNIZE IT

People and Culture Head, CARS24
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Q. Sonam what is your personal 
story? What made you want to 
be a part of the HR industry and 
what opportunities/challenges 
have it presented you with?

A. When I first started my career in 
ad sales, like every other individual, 
I was trying to break the glass 
ceiling of the corporate world 
while simultaneously figuring out 
what interested me. This particular 
role helped me understand how 
business was executed on the 
ground.

Soon, I learnt how recruitment, 
while very important, was just a 
peek into the HR function. One 
of the best things about being in 
HR is the opportunity to build a 
network and meet people from 
different walks of life - not only 
was I supposed to meet new 
people but the key to a successful 
and professional relationship is to 
engage with everyone at work.

Another opportunity to grow 
came along when I had to shift 
gears from recruitment to other 
functions and simultaneously fight 
the demons of perception about 
the field of HR - it is an easy life. I 
am sure the situation remains the 
same in our fraternity.

Q. What is one lesson learnt 
that’s unique to being a woman? 
Is there one piece of advice you 
wish somebody gave you at the 
beginning of your career?

A. One thing I have learned 
over the years is that I had an 
unconscious bias, where I felt 
women would be never treated 
as equal so just go head-on 
aggressive. However, with time, 
and the great fortune of having 
excellent people around me, I 
learned that it’s not always the 
case. With logic and a calm mind, I 
could convince most of the people, 

But what really intrigued me 
was the opportunity to interact 
with a variety of people through 
interviews to build my team by 
hiring sales managers. Instantly, 
I realized that more than the 
full-time job at hand; I enjoyed 
this particular part of my job 
profile. With luck on my side, I 
immediately grabbed on to the 
opportunity that came my way - 
the position of a recruiter under the 
IJP program in Gurgaon.

One of the best things about being in HR is the 
opportunity to build a network and meet people from 
different walks of life - not only was I supposed to meet 
new people but the key to a successful and professional 
relationship is to engage with everyone at work.
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“It's only when you help 
others grow and are 
not afraid of them as a 
competition, you are a true 
leader. That's when you 
also challenge yourself to 
become a better version 
of yourself. I identify this 
to be a scalable model, 
otherwise one ends up 
being a bottleneck not 
only for others but also for 
themselves.”

Q. Any advice on how women can 
ask for a raise? How can we show 
our worth?

A. Ask, don’t wait! This was the 
advice my product head gave me 
and it is just so simple. Earlier 
I used to wait, contemplate, or 
keep replaying the conversation 
in my head, now I just ask. I show 
my worth by the problem I solve 
for the company. Knowing your 
worth and making everyone else 

recognize it simultaneously is the 
most important thing in any job.

Q. What do you see as the 
biggest challenge for young 
women on a leadership path?

A. Finding Balance. I think 
maintaining balance is a big part 
of growing up in this world, with 
so many people gunning for the 
same goal. The biggest challenge 
one faces is to maintain balance 
without the fear of losing out. 

and mostly that's what people care 
about too. 

One piece of advice I wish 
someone gave me - Nurture the 
network of your people, it's the 
key. 

Q. As someone passionate about 
engaging people and enabling 
learning, how are you encouraged 
to both be a leader and help 
others grow as leaders?

A. For me, these are intertwined 
and correlated - it's only when you 
help others grow and are not afraid 
of them as a competition, you are 
a true leader. That's when you 
also challenge yourself to become 
a better version of yourself. I 
identify this to be a scalable model, 
otherwise one ends up being a 
bottleneck not only for others but 
also for themselves.

So being a better version of myself 
truly pushes me to be a leader 
(doesn’t necessarily mean I have to 
manage a team).
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As part of our ‘Women in HR’ special 
interview series, we want to highlight the 
personal stories, professional challenges, 

and career aspirations of women leaders in 
Corporate India. In this story, All Things Talent 
speaks to Gauri Das, Head of Human Resources 
at India Factoring and Finance Solutions Private 
Limited, as she shares her inspiring journey 
from a small village to the boardroom, her views 
on mentoring and nurturing other women and 
advancing their learning and career goals, and how 
a right mentoring relationship can be a powerful 
tool for professional growth.

WHEN
BEING STRONG

IS YOUR ONLY
CHOICE
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MS GAURI DAS

Gauri is a strategic HR leader with over 14 years of experience in 
crafting and aligning HR strategy with business goals. She carries 
a wealth of experience with both start-ups and well-established 
organizations. Currently, she is the Head of Human Resources 
at India Factoring and Finance Solutions Private Limited. She is 
passionate about women empowerment and is leading a Leaning 
Circle called Leaders Lifting Leaders. She is a prolific public 
speaker and has spoken in multiple national and international 
forums. Some of her achievements are – HR 100 under 40, Top 
HR Mind (India), TAPAI and Economic Times Young HR Leader – 
top 70, WICA Luminary – Growth, the LinkedIn person the year 
2020, and CEO recognition – EOQ.

BEING STRONG

Head of Human Resources , India Factoring and 
Finance Solutions Private Limited
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Q. You have been empowering 
and transforming individuals, 
helping them become better 
versions of themselves for 15 
years now. Tell us about your 
journey, and how it helped you 
become the better version of 
yourself. What have you had to 
sacrifice in the course of your 
career?

A. I was born in UP and have lived 
across seven different Indian states 
already. I spent a lot of my early 
years in a small village in Madhya 
Pradesh surrounded by trees and 
mountains. My happy childhood 
came at a small cost of no good 
schools. I remember studying in a 
Hindi medium school where I sat 
on the floor to read. I had a taste of 
life in large cities when I  moved to 
Indore to pursue my engineering. 
The two learnings here were:

• Academics wasn’t the 
challenge for me, but 
communication was. I had to 
work hard to make up for my 
early years of schooling. 

• I came to the realisation that 
I wasn’t meant to work with 
machines, I was indeed a 
people person.

One of my professors pushed me 
in the direction of a career in HR  
but life had some other plans and 
I moved to  Assam immediately 

• Changing the mindset of 
women. Many times women 
lack self-belief. They consider 
seeking help as a weakness. 
That should change. Women 
of all backgrounds and 
professions can sometimes find 
themselves being perceived as 
weak, no matter how hard they 
fight against the stereotype. 
“You never know how strong 
you are until being strong is the 
only choice you have,” goes a 
famous saying.

“Many times women lack 
self-belief. They consider 
seeking help as a weakness. 
That should change. Women 
of all backgrounds and 
professions can sometimes 
find themselves being 
perceived as weak, no 
matter how hard they fight 
against the stereotype. “You 
never know how strong you 
are until being strong is the 
only choice you have,” goes 
a famous saying.”

• Making women financially 
independent. Financial 
freedom is a great strength 
and gives them courage. When 
women have the financial 
resources, the next step is 
to actually make financial 

after my engineering. However, my 
soul still craved the fast pace of big 
city life that could support my big 
dreams. I did find work in Assam 
in the interim and was given the 
opportunity to support the HR 
function. The next move was 
shifting to Gujarat where I joined 
an institute and was then blessed 
with a baby in 2009 which called 
for a career break.

My husband found a job in Mumbai 
and that began a new chapter in 
my life. My job hunt was tedious at 
first since I lived in a nuclear family 
and there was no one to support 
me with childcare. However, my 
determination did not waver, and 
I  finally found solace with a family 
daycare. 

My first opportunity in the big 
city was with an FMCG company 
where I  set up an HR function, but 
it, unfortunately, got shut down 
soon. I continued to persevere to 
find the next right thing and then, 
BFSI worked out in my favour. 
There are three P’s that helped 
me define my career – Passion, 
Perseverance, and Patience.

Q. As someone passionate about 
women empowerment, how have 
you found it best to promote and 
nurture women’s careers?

A. I would like to support this 
cause by:

My job hunt was tedious at first since I lived in a 
nuclear family and there was no one to support me with 
childcare. However, my determination did not waver, 
and I  finally found solace with a family daycare.
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a. Know your goals (both short
and long-term).  One strategy
to create effective, easily
achievable goals is to work
SMART: specific, measurable,
achievable, relevant, and
timebound.

b. Who do you look up to?
Whose job would you like to
have in the next 5, 10, or 15
years? Is this person inside
or outside your workplace?
Who is your immediate role
model where you work? Keep
a running list of the jobs and
people you are visualizing.

c. Have an elevator pitch ready.
Be clear of your goals and
why you think this person
is the right mentor for you.
Evaluate thoroughly before
asking. Be upfront about
your time-commitment, what
you're willing to put into the
relationship and what you
expect from them.

Drive the relationship and be a 
good mentee: Mentees should set 
goals to review with their mentors, 
agree on the amount of time they 
can invest, and suggest how they 
would like to work with their 
mentors. Driving the relationship 
may be uncomfortable at first but 
doing so will keep the focus on the 
mentee's needs.

Q. You are also leading a Leaning
Circle called Leaders Lifting
Leaders. Through initiatives like
these, how do you ensure that
women enable each other instead
of competing? What needs to
change in your opinion?

A. We envision a world where
people of every gender can
pursue their dreams without bias
or other barriers holding them
back. We believe that our society
and economy would be better if
women and girls were valued as
equal to men and boys.

We work to create a safe and 
inclusive space for women 
professionals to come together 
regularly to support each other, 
share their challenges and advance 
their learning and career goals. We 
do this by creating advancement 
opportunities for each member in 
areas of:

• Personal Branding
• Networking & Community

Building
• Learning & Skill Development
• Mentoring

By coming together through this 
community, we are uplifting each 
other and not competing. 

Q. What is one piece of advice
to all women who are juggling
between home and work?

A. Women should get rid of guilt
and superwoman syndrome.

Q. How can young women find
mentors? How do we ask for
mentoring?

A. The right mentoring relationship
can be a powerful tool for
professional growth.

freedom happen. Financial 
freedom for women is about 
asserting their rights, their 
wishes and working towards it. 
Get comfortable with financial 
decision making and the rest 
will follow. 

• Bringing in financial, social
and political equity so that
we are not only diverse but
inclusive as well. Women
empowerment is all about
empowering women to lead
a life without discrimination
and with all the entitlements
to live to their fullest potential.
However, this right to equality
is a theoretical concept until
and unless it is coupled with an
opportunity to exercise these
rights in all spheres of their
life. This requires changing
mindsets, the beliefs that
women are inferior sex, that
they need to be protected
and sheltered, that they are
incapable of decision-making
in any sphere of their life be it
education, career, or family and
resources.

“Women empowerment 
is all about empowering 
women to lead a life without 
discrimination and with 
all the entitlements to live 
to their fullest potential. 
However, this right to 
equality is a theoretical 
concept until and unless it is 
coupled with an opportunity 
to exercise these rights in all 
spheres of their life.”
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Manavi Pathak
Head of Talent and Leadership 
Development, Trent Limited

Manavi Pathak is the head of Talent and 
Leadership Development at Trent Limited. She is 
a seasoned HR professional with over 18 years 
of experience in HR Consulting and Academics. 
Prior to this, she has worked with some big 
names in the industry namely, TATA Motors, 
Cipla, KPMG to name a few. Complementing 
her rich consulting experience in the field of 
Talent Management, she maintains a strong 
academic interest in this area. An alumna of 
XLRI Jamshedpur, she has done her Ph.D. in 
Organisational Behaviour. Her specialities include 
- Talent Management, Psychometrics, Assessment, 
Leadership Development, Competency Mapping, 
Organisational Change, and Executive Coaching.

A MANDATE FOR LEARNING 
AND DEVELOPMENT FOR  
A HYBRID WORKPLACE
As hybrid work takes off in 2021, there will be a renewed 
focus on employee engagement and wellbeing. Learning 
and Development professionals will need to take a more 
strategic and proactive role to help employees develop 
the skills and ensure the holistic development 
they need in order to navigate a new workplace 
environment. The idea is not just to up-skill an 
individual, but also to ensure that the learning 
strategies are well aligned with the organization’s 
key business priorities and performance. 
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“If you want something 
New, you have to stop doing 
something Old”  
– Peter F Drucker

The nature of ‘work’ and 
‘workplaces’ was already changing, 
but the pandemic has fast-
forwarded many aspects of the 
‘future of work’. We are entering 
a new era of work. The recent 
shift to remote working has driven 
humanity to re-imagine how 
businesses and teams operate 
when in-person meetings are not 
possible. Organizations are now 
examining how to move forward 
– from establishing flexible work 
arrangements to ensuring a safe 
return to the office. Despite the 
challenges, we now have a unique 
opportunity to fundamentally 
improve how people work – 
wherever they are. The path 
forward is the ‘Hybrid Workplace’. 

As companies open up to remote 
workers, on-site employees and 
gig workers, there is a need to 
rethink what the learning mandate 
is going to look like. The forced 
transition to remote work has 
put a strain on employee learning 
and development. A number of 
organizations are already charting 

the path towards the future by 
focusing heavily on reorganizing 
organizational priorities, workforce 
strategies & mapping the skill 
requirements required for the 
new normal and hybrid future. 
Business relevance and scenario 
planning are becoming increasingly 
important as learning priorities. 

2021 offers a great promise 
for getting the pandemic under 
control, but no one is expecting 
we will just flip the switch and go 
back to pre-covid levels. The work-
force has become more diverse, 
especially with a mix of digital 
immigrants and digital natives 
and it's challenging to strike a 
balance to keep the employees 
engaged both at the office and in 
their homes. Given the tectonic 
shift the pandemic has created, 
Talent Management is now among 
the top five priorities for most 
organizations, irrespective of their 
industry or market position. Hence, 
in such a scenario, Learning and 
Development needs to take a 
more strategic and proactive role 
to ensure holistic development of 
people resources. The idea is not 
just to up-skill an individual, but 
also to ensure that the learning 
strategies are well aligned with 

the organization’s key business 
priorities and performance. 
This article is meant to help us 
reflect on what all this change 
means for the Learning and 
Development function. It focuses 
on the following aspects: Learning 
for the hybrid workplace and the 
skills or competencies needed to 
thrive and succeed in the new 
normal. How can Learning and 
Development craft an overarching 
training agenda for a hybrid 
workplace? 

These are challenging times and 
organizations are expected to 
grow and develop in critical areas. 
As Learning and HR Professionals, 
it is our job to help employees 
develop and master skills that 
make growth possible. To handle 
the challenges effectively, we 
cannot use the old ways of 
thinking or old tools. We have to 
offer creative and forward-looking 
solutions. There is a need to re-
imagine and power and purpose 
of learning more broadly. More 
importantly, beyond multiple 
technologies and domains, the 
ability to see the interconnected 
big picture is becoming the key. 

Given the tectonic shift the pandemic has created, 
Talent Management is now among the top five 
priorities for most organizations, irrespective of 
their industry or market position. Hence, in such a 
scenario, Learning and Development needs to take 
a more strategic and proactive role to ensure holistic 
development of people resources.



94

Metamorphosis of L&D 

Learning has always played a 
critical role in the rapidly changing 
environment.  It must enable 
employees to  engage with and 
own strategic changes happening 
within the organization. Not only 
has learning taken on a preeminent 
role in the hybrid workplace, but 
it has also forced new learning 
paradigms quickly. PwC US  
Work Surveys  (2021) reported 
that there is likely to be a rise in 
spending on virtual collaboration 
tools and manager skilling and 
re-skilling  by 50 to 60 % in the 
12-18 months. In another study 
by People Matters and Skillsoft, 
8 out of 10 leaders, say that their 
main priority in the next one year is 
to build capabilities for the future. 
In order to help businesses 
navigate through the 
challenges, L&D leaders and 
practitioners need to look at 
who their learners are, what 
their preferences or learning 
styles are. Like hybrid 
species in nature, we are 
witnessing a workforce shift 
where companies evolve 
to a mix of permanent 
staff and freelance talent. 
Optimizing the hybrid 
workplace requires 
accelerating investments to 
support virtual collaboration 
and creativity, as well as 
identifying critical areas of 
capability development. 

As employees transition to a 
hybrid workplace, they may 
face unfamiliar work situations 
when it comes to brainstorming, 
collaborating and problem-
solving. To meet these challenges, 
organizations can leverage training 
and continuous learning. Today’s 
virtual collaboration and learning 

environments offer significantly 
more options than their traditional-
in person counterparts, allowing 
organizations to deploy programs 
that meet individual training 
preferences while addressing 
technical and business priorities. 
As the avenues for traditional 
learning have been ruptured, a lot 
of employees have expressed their 
interest in on-the-job learning, 
coaching, mentoring and cross-
functional live projects. Informal 
learning or non-structured 
learning is not mandated by the 
organization, however, it forms 
a critical part of learning, and 
especially in a hybrid workplace, 
it can play a significant role. It can 
give insights into interest areas, 
study patterns and engaging 
formats. 

Corporate L&D professionals 
are grappling with the constant 
change. With the prospect of 
a return to office looming, L&D 
leaders will need to develop hybrid 
learning plans with the expectation 
that the employees will be split 
between in-office and remote 
locations. Experts believe that the 
challenge for L&D is to develop 

their own skills. In addition to what 
L&D Professionals were before, 
they now need to wear several 
hats – part futurist, part CIO and 
part design thinker, in order to 
build the skills their employees 
need for the future.

Learning Design for a Hybrid 
workforce is a challenge that 
needs to be well thought out. 
Whether it's experimenting with 
new methodologies, personalizing 
learning journeys or measuring 
learning effectiveness, the 
innovative digital tools are going to 
play a significant role in boosting 
business. L&D Professionals 
must combine the flexibility of 
self-paced online training and 
resources with highly engaging 
live experiences. This model has 
the potential of achieving a high 

level of efficiency and 
effectiveness in training 
programs if executed well. 

“Experts believe that 
the challenge for 
L&D is to develop 
their own skills. In 
addition to what L&D 
Professionals were 
before, they now need 
to wear several hats 
– part futurist, part 
CIO and part design 
thinker, in order to 
build the skills their 

employees need for the 
future.”

There are several challenges 
in utilizing this modality – for 
instance, determining how much 
of the learning experience requires 
live interactions. With the rise of 
social and collaborative learning 
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technologies, there is a possibility 
of greater online interaction. It is 
easy to err on the side of too many 
live interactions & this needs to 
be watched out for. Maintaining 
engagement and persistence is 
a real challenge that can lead 
to dropouts and difficulty in 
making learning stick. This is a 
challenge that can be handled 
in various ways like reinforcing 
the importance of the program, a 
badge or certification, gamification, 
and behavioural triggers. 

“With the rise of social and 
collaborative learning 
technologies, there is 
a possibility of greater 
online interaction. It 
is easy to err on the 
side of too many live 
interactions & this needs 
to be a watch-out. 
Maintaining engagement 
and persistence is a real 
challenge that can lead to 
dropouts and difficulty in 
making learning stick.”

Even after the pandemic fades, 
there is going to be a durable shift 
in the number of people working 
remotely. Organizations need to be 
thinking about delivering learning 
experiences through technology for 
the long haul. When transitioning 
to technology-enabled learning, 
L&D needs to focus on the science 
of how we learn differently in that 
modality vs classroom. Attention 
spans are different, content 
needs to be chunked and more 
interactivity is required. There 
are plenty of content players 
like Skillsoft, LinkedIn Learning, 
Harvard Business Publishing 
available, however, significant 

effort is required to create learning 
paths and curate content so that 
learners do not get overwhelmed 
with options. 

There has to be a stronger 
linkage between Learning and 
Engagement. Building a strong 
connection between engagement 
and learning partly depends on 
the relationship between the 
manager and the team members. 
In organizations, where learning 
infrastructure is not in places or 
where managers are not well 
supported, engagement scores 
may be low for indicators such 

as career growth opportunities, 
which can ultimately result in a 
lack of retention. Human Capital 
Management ( HCM) solutions 
are evolving to better integrate 
all these elements for a more 
seamless view of data throughout 
the talent lifecycle. 

Learning and Development need 
to evolve from the role of a content 
provider to the role of a facilitator. 
They have to take up the role of 
someone  who creates superior 
engagement and accountability 
of learning. It's time for L&D to 
embrace the change and lead the 

way while making learning truly 
inclusive, democratic, business 
relevant and aspirational.

Summary

For Learning Professionals, the 
canvas has grown larger and 
there is a need to take a bigger 
mandate.  It must help business 
leaders, employees across the 
organization grow and adapt. 
Learning and Development 
Professionals have become some 
of the busiest people out there 
these days. They have become 
Pulse Survey Experts, Virtual 

learning Specialists, Experience 
providers. The positive outlook 
of these unprecedented times is 
that all of us have our creative 
heads on at all times. There is 
an opportunity to speak to as 
many people as possible. What 
would lure them back? What 
tools were they missing? How 
best could they access help 
and share learning in a virtual 
platform? It is important to 
focus on how you can help your 
people learn effectively and 
share effectively. It's critical to 
ensure that learning emerges 
from the workflow and returns 

to improve the workflow. It is 
critical to be explicit about this.  

The good news for L&D 
leaders who were ahead of 
the curve maturity-wise in 
their program before Covid, 
these sudden massive shifts 
shouldn’t be overwhelming. 
Those who had underinvested 
or had not effectively rolled out 
comprehensive digital learning 
strategy will have to play catch-
up both in terms of spending on 
technology or conversion of the 
content so that it can be effectively 
delivered in that modality. 
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