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From the 

Pawan Goyal
Chief Business Officer - Naukri.com

`Covid-19 upended the workplace and transformed 
the world of work’, is an old proverb now. Today, 
we have entered a stage where work from home has 
been normalised and flexible working is a reality. 
Employees have enjoyed working remotely and 
proved remote work is both possible and productive. 
Now it’s time to go back to the office, albeit 
cautiously.  

A complete return to the office is however unlikely, 
as only a handful of companies are expected to 
resume full office-based operations after the 
pandemic is over. It also depends on the nature 
of the industry and businesses. But it can be said 
without an iota of doubt that remote work is here to 
stay. At the same time, companies still need offices 
that employees can drop into for introducing people, 
cementing relationships, meetings, and business 
reviews. This is why the debate should shift from 
working from home to how to move back to office. 

As vaccination rates grow and our knowledge for 
creating a safe working environment improves, 
companies are increasingly choosing hybrid work 
models that involve both remote working and 
working out of office. Interestingly, the hybrid 
model is finding greater acceptance among 
employees, as more employees are looking for jobs 
that offer greater work flexibility to work at a time 
and place of their choice. However, to reap the 
benefits of the hybrid workplace, businesses need 
a long-term strategy that identifies and recognises 
employee preferences, delivers intelligent workplace 
experiences, and capitalises on the evolving nature 
of the office by striking a balance between blended 

CBO’S Desk

in-person and remote collaboration. The hybrid 
future is all about flexibility and helping employees  
to structure work around their lives. 

SV Nathan, Partner & Chief Talent Officer of 
Deloitte India, our Leader in Spotlight for this 
edition, shares how the increasing need for 
flexibility, and culture-building at the workplaces 
will play a crucial role in the hybrid future of 
employee experience. As a part of this edition, we 
also have Rajeev Singh, CHRO of Solara Active 
Pharma Sciences explaining how the industry is 
going to see a major churn now, both in terms of 
talent and business. Yashwant Chauhan, Senior 
Manager, Group HR: Policy and Employee Relations 
of Gail India also spoke to us about the PSU's 
initiatives for the welfare of its people in these 
changed times. 

Sharing with us some wisdom nuggets from 
their experience, we also have Pratik Agarwal, 
CBO of Smartworks, Ameya Sane, HR Director of 
Cimpress India, Apu Pavithran, Founder and CEO of 
Hexnode (Mitsogo Inc), Nishigandha Shendge, HR 
Manager of Fynd, Vishal Gondal, Founder & CEO 
of GOQii, Dr. Ankita Singh, Senior Vice President & 
Global Head of HR, IT, Travel & Admin of CIGNEX 
Datamatics, many more. 

It would be interesting to watch the evolution of 
workplace models and how companies are going to 
lure employees back to the office, which once was a 
daily default and now feels like a distant memory. 

Are we ready to meet in the office?
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HIGHLIGHT

Working from her home base in the small town of Cheog, Neha Bisht, a software 
developer, doesn't miss Gurugram's long commute and traffic. A year ago, she traded 
her office in the company’s Gurugram’s headquarters for this Himalayan home office 
400 km away, surrounded by lush green mountains and a monitor large enough to see 
her coworkers and the entire team all at once. She has no plans of returning to 
Gurugram. 
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A year and a half ago, most 
organisations would 
have considered offices 

as essential to their business 
expecting all their employees to 
be at their desks each day. But 
as the pandemic dragged on, 
companies were forced to allow 
their employees to work from 
home, a largely frowned upon 
the concept that existed only 
sporadically before the Covid-19 
struck. However, business leaders 
have been surprised to learn that 
working from home has been 
positive for employee productivity. 
As opposed to the initial concerns 
that remote work erodes work 
productivity, the Mercer study 
shows that productivity has 
gone up after the pandemic with 
employees working remotely. 

Twitter was the first major global 
company to announce in May 
2020 about its permanent work-
from-home plans—employees 
could continue working remotely/
working from home/possibly 
anywhere else that made them 
happy and productive, forever. 
“Opening offices will be our 
decision, when and if our 
employees come back, will be 
theirs,” Jennifer Christie, Twitter’s 
head of HR said in a blog post. 
Ever since, Twitter has been 
quietly demolishing its office 

culture, preparing for a future 
where most of its employees will 
permanently work from home, and 
experimenting with building ways 
to better support its employees in 
the face of uncertainty. 

Another study from Microsoft 
points out that most workers have 
adapted remarkably well to work 
from home/anywhere – 74 percent 
of Indian employees expressed 
a desire for more flexible remote 
work options, while at the same 
time, 73 percent of them also 
crave more in-person time with 
their teams. 

Working from her home base in 
the small town of Cheog, Neha 
Bisht, a software developer, 
doesn't miss Gurugram's long 
commute and traffic. A year 
ago, she traded her office in 
the company’s Gurugram’s 
headquarters for this Himalayan 
home office 400 km away, 
surrounded by lush green 
mountains and a monitor large 
enough to see her coworkers and 
the entire team all at once. She has 
no plans of returning to Gurugram. 

Bisht’s remote office represents 
a necessary experiment to keep 
businesses running amid the 
COVID-19 crisis, but it has evolved 
into a new work phenomenon 

where employees became 
accustomed to flexible work 
options during the pandemic and 
expect flexibility going forward. 
A Gartner study points out that 
four out of ten employees could 
leave if the employer insists on 
a 'hard return' to fully on-site 
work without any flexible work 
arrangements.

The inference is clear: flexibility 
is the new workplace currency, 
and the talent landscape has 
fundamentally shifted. Jennifer 
Christie believes flexibility 
for workers is the “Industrial 
Revolution 4.0” because it will 
fundamentally change the way 
people work. India Inc. along with 
the rest of the world is at the brink 
of workplace disruption -  the 
large shifts are changing the way 
we work, how we work and from 
where we work. Like last year’s 
abrupt shift to remote work, the 
move to a hybrid work model — a 
blended office model where some 
employees return to the workplace 
and others continue to work 
remotely  — doesn't come as a 
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surprise. 

Flexibility is a 
double-edged 
sword, but 
'hybrid' is the 
way forward
Workers have always clamored for 
this newfound flexibility in their 
work, however, the downside to 
all this flexibility is a “work-life 
blur” where people are working 
longer hours, attending more 
meetings, and the mental health of 
employees is being left vulnerable.  
It’s difficult to find a work-life 
balance when the lines between 
the two are blurred. A survey from 
Microsoft found that 54 percent of 
workers feel overworked and 39 
percent say they feel exhausted 
while working from home. This 
has created concerns around the 
longer-term effectiveness, utility, 
and feasibility of the work from 
home model.

However, with a large-scale 
vaccine rollout underway and 
declining COVID-19 infections, 
Indian companies are slowly 
heading toward a ‘hybrid 
workplace’ instead of making a 
full retreat from remote work. 
The hybrid working model has 
emerged as an acceptable way 
to get businesses back on track 
and cater to the new needs and 
expectations of the workforce 
while also enabling a safe and 
flexible return to the office. 

In India, big names like TCS, 

Infosys, and HCL have recently 
ended their work from home policy 
for their employees and are also 
opting for the hybrid working 
model. Wipro’s senior leadership 
resumed work from the office, 
twice a week from September. 
Kotak Mahindra Bank is planning 
to call 90 percent of its workforce 
to the office by the end of 2021. 
ITC, Britannia, Coca-Cola, Mars 
Wrigley, Icra, and L&T Infotech are 
allowing their employees to return 
to the office by choosing the mixed 
approach of hybrid working. Social 
media giant Facebook is preparing 
to open its offices in India this 
month. As per Aon’s Future of 

Work Survey, more than 50 
percent of the workforce of 1,350 
firms across 39 sectors, employing 
approximately 10-15 lakh people, 
is expected to return to offices by 
the end of this year. 

Employees in these companies 
have personally shown an interest 
in coming back to work. According 
to Economic Times, about 50 
percent of employees in India 
prefer a hybrid work model. Two 
out of three office workers prefer 
a hybrid work model. Only 16 
percent of workers in India say 
they’d prefer to spend their full 
week at the office, and about one 

74%

73%

73%

Indian employees want 
flexible work options to stay

Indian leaders say their company 
is considering  redesigning 
office space for hybrid work

Indian employees want more 
in-person or collaboration 
post-pandemic

Implementing a Successful Hybrid Workplace Model

Have clear, 
transparent policies

Communicate early 
and often

Consider a phased 
return

Support your employees
Emphasise learning 
and development

Manage the inflow and 
outflow of employees

Embrace technology that 
supports flexibility

Hold structured team 
events

What do Indian employers and 
employees want? (Data: Microsoft)
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in five workers say they’d work 
full-time at home. To prepare, 
73 percent of business leaders 
said they were considering 
redesigning physical spaces to 
better accommodate hybrid work 
environments (Microsoft Index 
report). 

In a conversation with The Wall 
Street Journal, Google CEO Sundar 
Pichai discussed his company’s 
hybrid work policy where between 
20 percent and 30 percent 
of Google's employees have 
voluntarily returned to the office 
already. In May 2020, Google 
had moved to a three-day office 
and two-days remote working 
arrangement. He emphasised 
the importance of welcoming 
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employees' opinions on whether 
to have a remote, in-person, or 
hybrid work model. "There has to 
be a dialogue of respect on both 
sides, I think, but I think CEOs 
need to embrace the fact that in 
the modern workplace, employees 
want to have a say in where they 
work," he said.

Organisations will need to remodel 
themselves to work scenarios 
according to employees’ needs and 
goals. The office will still exist, but 
its purpose will change. Offices are 
more likely to become the hubs of 
innovation and social interaction, 
for example, informal social 
gatherings, the orientation of new 
employees, hosting customers, 
a collaboration of creative work, 
town halls, learning technical 
skills which still require a physical 
shared space in which employees 
can collaborate effectively. 

Whichever way you look at 
it, there is a dismantling of 
a traditional workplace and 
a reconstruction of a new 
workspace. But people are still 
anxious about returning to the 
office or feel conflicted. A hybrid 
approach where offices will be 
geared toward collaborative 
work, encompass flexible work 
policies, provide innovative, 
safe and adaptable solutions to 
accommodate the needs of their 
employees, provide tools for 
employees to create, innovate and 
work together to solve business 
problems, address the pandemic’s 
toll on employees’ physical and 
mental health, and make D&I a 
corporate priority will help people 
return and motivate them to stay 

for the long-term.

But going back to the office is a 
big challenge. Keeping in mind the 
infection risks due to Covid-19, 
there are several touch points that 
will be crucial before companies 
feel confident to open up offices 
at full capacity. Big companies 
in India have clear guidelines 
and timelines to get their entire 
workforce vaccinated. 

CONCLUSION
Undoubtedly, hybrid workplaces 
are set to become the next big 
thing globally—including in India. 

But it seems that organisations 
won’t converge on a single 
workplace model, instead, they will 
go in many different directions as 
they seek out models that are best 
suited to their business needs. 
While there is no one-size-fits-all 
solution, one thing has become 
clear - with the future of work 
centered on hybrid, companies will 
have to offer some sort of remote 
work option. There is still so 
much uncertainty. Employers and 
employees will have to wait and 
watch – the experience could be 
different for each. But two things 
are clear: work will never be the 
same and hybrid and remote work 
models are here to stay.
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In a conversation with S.V Nathan, Partner and Chief Talent Officer, Deloitte India, 
we understand how Deloitte is reopening the workplace, addressing mental health 
issues, and the importance of the office environment. He also shares insights on 
how the increasing need for flexibility and culture-building at the workplace will 
play a crucial role in the hybrid future of employee experience.

S.V Nathan
Partner & CTO, Deloitte India

From Reducing 
Carbon Footprint by 50%
to Culture-Building at Work: 

SP
OT
LI
G
H
T SPOTLIG
H
T

Making an Impact That Matters

To begin with, we are looking at a 70:30 work model where 70 
percent of people will work from home. We will then transition to a 
hybrid model, where employees will need to come to the office two 
or three days a week. At least for two days a week, we are asking 
them to work from the office. Again, we aren’t mandating it, just 
recommending it.

Nathan is a member of the India leadership 
team and serves on the Talent Executive 
Leadership of Deloitte Asia Pacific. Nathan 
has over 30 years of experience in HR 
management, across diverse industries 
including Manufacturing, Services, Telecom, 
IT, and Professional Services. He has vast 
experience in building and leading 
high-performance teams in both 
multinational and Indian organizations.  
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on our premises, the person will 
be asked for proof of both doses 
of their vaccination at least two 
weeks prior to attending the office 
or provide a negative RT-PCR 
report with 72-hour validity; only 
then will they be admitted within 
the office. These protocols will also 
apply to any clients visiting our 
offices.

We have also introduced a 
few new rules that are based 
on Covid-19 social distancing 
protocols and any visits to the 
office will continue to be monitored 

through our MyOffice App. For 
instance, while in-person meetings 
are being scheduled, more than 
10 people are not allowed in a 
boardroom. Attendance at these 
meetings, if necessary, can be 

partially virtual, even though these 
rooms are generally 26-seaters – 
the idea here is to ensure adequate 
space between individuals. 
Similarly, in any of the meeting 
rooms, you can’t have more than 
four people. We are following the 
same guidelines issued by the 
Government to not allow mass 
gatherings.

Furthermore, there won’t be 
any side-by-side seating at the 
cafeterias just so we always 
maintain social distancing. We 
won’t be serving any meals, 
just tea and coffee, and food 
delivery will be allowed as per the 
protocols of the building in which 
our offices are housed.

To begin with, we are looking at 
a 70:30 work model where 70 
percent of people will work from 
home. We will then transition to 
a hybrid model, where employees 
will need to come to the office two 
or three days a week. At least for 
two days a week, we are asking 
them to work from the office. 
Again, we aren’t mandating it, just 
recommending it. 

Regarding vaccination, we 
covered a significant percentage 
of our professionals and their 
families during our last round 
of vaccinations in the firm-wide 
vaccination program and have 
an ongoing survey to assess our 
people’s vaccination status. This 
will determine when they can be 
requested to resume work from 
the office.

Q. Deloitte is 
opening in a 
phased manner. 
How are you 
looking to 
achieve this?
All our offices are currently open, 
for employees to come to work. 
That said, we still encourage 
people to work from home. Return 
to work is being done in a phased 

approach for our employees to 
return to workplaces. We have 
put in place protocols, whereby an 
employee must inform their leader 
in advance about their plan to 
work from the office. Once they are 
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People who decide to permanently 
work from home will never get 
to experience the culture of the 
organisation, and won’t be able 
to contribute to it as effectively 
as they would if they were on the 
ground. The company culture, 
therefore, suffers the most, since 
developing a culture in a moving 
organisation is challenging. 
Secondly, people generally work 
better through collaboration. That 
is happening even now, but they 
don’t get to physically interact with 
the person they are collaborating 
with. People miss the bonhomie 
and bonding. 

If we don’t take this into 
consideration, what we are as 
an organisation may be lost. 
Today, a person’s attention span 
doesn’t last for more than three 
minutes and people can’t express 
annoyance through a video call. 
They bottle up their emotions, 
which impacts their mental health, 
and reaching out to employees to 
address their concerns virtually 
doesn’t always work. They can be 
hesitant to open up, but in person, 
it’s easier to gauge by noticing 
their body language and facial 
expressions. 

I have personally instructed my 
team to not have more than 50 
percent attendance in the office 

and to ensure they check with 
them if they wish to be here. I 
have also instructed them that 
if they are coming to the office, 
they should attend meetings and 
people will be informed about 
their need to be in office much 
in advance. Inevitably, the work 
structure and deployment will 
change dramatically.

 

Q. How is 
Deloitte 
working on the 
mental health 
concerns of the 
employees?
Deloitte conducts several dipsticks 
every quarter to capture employee 
sentiment. An important question 
among most of these surveys 
is ‘are you happy working at 
Deloitte’. If the score is 8 out of 
10, I deduce that 20 percent of the 
population is considering leaving 
the firm. 

This time we did something 
different in our Talent Experience 
Survey (TES). We asked two path-
breaking questions: ‘Would you be 
comfortable speaking about your 
mental health?’ and ‘Would you 
be comfortable speaking about 
your health with your reporting 
manager?’ The results of the same 
will be revealed in the next two 
months or so, as it is a global 
survey conducted across our 
Deloitte offices.

Apart from that, we conduct 
programs on mindfulness every 

Q. What if 
there’s a third 
wave? 

Most people didn’t foresee a 
second wave coming, which took 
lives. So, we can’t afford that. That 
said, there are certain roles which 
can’t be executed from home, for 
example, a security guard; the 
person has got to come to the 
office. 

About a third of our workforce 
stays at places away from 
Deloitte’s base locations. Currently, 
we aren’t asking them to come 
back to the office. Some of these 
people have already moved base 
in the last two years and may not 
want to return. If one-third of an 
organisation’s populace is in this 
situation, one must be conscious of 
the steps taken, as it puts pressure 
on them. Demands of work and 
client needs will determine how 
many will need to come back to 
the office- base. 

Q. Is there any 
flipside to a 
hybrid working 
model?

Mental health issues arise majorly due to burnout. We are 
addressing it in several ways and one of them is by providing 
our professionals with a toolkit to advise them about how to 
work on it. Burnouts happen because of a failure to manage 
boundaries. We may not be managing it well now and must be 
taught how to. The toolkit comes in handy here, but it won’t 
help if a person’s reporting manager doesn’t believe in it.

SP
OT
LI
GH
T
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The reason major conglomerates 
are intensifying their drive to get 
people back to the office is that 
they can see a shift in culture in 
the last two years. The biggest one 
is the whole notion of belonging, 
which is taking a hit. People 
are getting detached from their 
organisations. For the workforce 
operating from home, trying to 
communicate the purpose is not an 
easy task. 

Deloitte believes that we must 
make an impact where it matters. 
This year, we have committed to 
dropping our carbon emissions 
by 50 percent by 2030. We have 
also taken a decision to change the 
lives of 10 million people across 
the world, of which 5 million are 
from India. We also undertake 
the responsibility of educating 5 
million girl children in India. While 
we don’t actively advertise about 

it, it is imperative that our own 
people must know about it.

Keeping this in mind, every year 
around November 25, we organise 
‘Impact Day’. No professional 
work is done on that day and no 
emails are exchanged. It is a day 
that everyone gives something 
back to society, and we are 
associated with several NGOs for 
this initiative. This is the culture 
our people see and get inspired 
by. It creates a sense of purpose 
among our people. This is what we 
sorely miss but I am sure it will all 
eventually come back.

After all, culture-building cannot 
happen in a distributed population. 
It needs to be seen, heard, and felt.

- As told to Moumita 
Bhattacharjee

week. Mental health issues arise 
majorly due to burnout. We are 
addressing it in several ways and 
one of them is by providing our 
professionals with a toolkit to 
advise them about how to work on 
it. Burnouts happen because of a 
failure to manage boundaries. We 
may not be managing it well now 
and must be taught how to. The 
toolkit comes in handy here, but it 
won’t help if a person’s reporting 
manager doesn’t believe in it.

The dipstick surveys made 
us realise just how much our 
boundaries are blurring now. So, 
we are urging our people to not 
take meetings after 6 pm., but we 
can’t turn it into a policy of course 
because there could be client 
requirements. We also educate 
our clients about such matters and 
ask them to consider our people’s 
boundaries. 

Q. You 
mentioned that 
culture took a 
hit during the 
hybrid model. 
How are you 
making sure 
the employees 
are part of 
the culture-
building 
process now?

SPOTLIGHT



15 ALL THINGS TALENT
NOVEMBER 2021

Adapting to Change in a Constantly 
Changing Work Environment

COVER STORY

With the workplaces constantly changing, companies 

need to change and evolve with them. In the following 

article, we understand how GOQii prepares to embrace 

change and be more adaptable in an ever-changing work 

environment.

Vishal Gondal is the Founder & CEO at GOQii. 

A notable angel investor, Vishal sold his first 

entrepreneurial venture, India Games to Walt 

Disney. He was listed among the top 50 executives 

in the mobile content space by the UK based 

'Mobile Entertainment' Magazine.

Founder & CEO, GOQii 
VISHAL GONDAL

The last two years have been 
tough for companies and 
their HR professionals. It’s 

not that HR professionals have 
not toiled through difficult times 
before, but the rapid global spread 
of the novel coronavirus brought 
about a new twist in the tale. 
The virus is such that it has left 
business leaders and employees 
uncertain about the next steps. 

Uncertainty is tough on everyone 
and on HR professionals, even 
tougher, which makes their job 
even harder. Having said that, 

the Covid-19 pandemic has 
also taught companies and their 
management to think about doing 
business differently. The situation 
has elevated the importance of HR 
within organisations. 

At GOQii, we have always put 
our employees first and so it was 
natural to ensure their safety at 

all levels when the pandemic hit 
the country. Very early, almost 
2 weeks prior to the country 
declaring a  total lockdown in 
March 2020, GOQii  as a company 
had taken a call to start working 
from home. Once everyone 
started working from home, it 
was then decided by HR to find 
out through a Mood Survey, what 
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the employees are thinking, what 
is the mood score and how to 
gauge the emotional wellness of 
employees.

The GOQii mood survey observed 
responses through some key 
aspects. For instance, the crisis 
management team where 
employees have a point of contact 
within the organisation whom 
they can reach out to for any help 
scored a neat 92 percent among 
employees.

On trust in leadership, where the 
employees were asked if they have 
confidence in leadership taking 
the right decision, the response 
score was 90 percent and on 
organisational updates wherein 
regular updates about how the 
organisation is adapting to the 
crisis, the employees’ response 
score was 89 percent. 

As an organisation, GOQii 
took various steps to engage 
the employees and keep them 
motivated. One-on-one HR 
connects with employees to make 
them feel a sense of belonging and 
assuring we are all in this together. 
CEO connecting individually with 
a smaller bunch of employees to 
know about them. Financial aid 
was made available to employees 
for medical emergencies or 
personal requirements. Long 
weekends were extended for time 
to heal and spend time with their 
families. Vaccination costs were 
borne by GOQii.

Mental health issues in the 
workplace have been an area of 
concern, but with the Covid-19 
crisis, the emotional challenges 
employees are confronting spiked. 

Mental health for us became a key 
area of focus. GOQii organised 
to get mental health experts on 
board and counselling sessions 
for employees were organised. 
Any employee feeling stressed or 
experiencing anxiety could reach 
out to a counsellor directly and talk 
to the person.  

While work continued, as usual, 
GOQii management had to think of 
bringing employees back into the 
workplace and ensuring employee 
safety while balancing a return to 
normal modes of operation with 
these changes expected to persist 
in the future. It required a good 
deal of planning, as well as careful, 
thoughtful execution. Our priority 
was to ensure everyone stays safe 
and healthy. 

In the return to office context, 
GOQii is currently following 
a hybrid model with some 
employees remaining remote 
and those fully vaccinated 
coming to the office. Respective 
departmental heads are choosing 
split schedules to maintain social 
distancing. Attendance is logged in 
through an HR app.  

All Covid mandatory protocols 
have to be followed by employees 
such as temperature checks, 
wearing a mask, maintaining social 
distance, sanitizing, and keeping 
their desk neat. Currently, those 
who have been fully vaccinated are 
only allowed to come to the office. 
With regard to social distancing, 
every employee has a fixed seating 
place. Employees have to resist 
the temptation of hanging out with 
colleagues, stay safe and remain at 
their allocated seats.  

A ready GOQii handbook 
that chalks out the necessary 
guidelines has been created and 
circulated among the employees. 
Employee development is an 
ongoing process at GOQii to 
engage with remote and in-person 
employees. 

As employees and employers 
adapt to this new normal, it will 
become more essential for us as a 
company to pay careful attention 
to the changing environment. 
Bringing everyone to walk the 
same path successfully will require 
careful considerations, empathy in 
terms of reshaping work culture, 
and support for new working 
models.
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Year of Incorporation: 

Employee count: 

Business operation: 

2013 

250

Preventive health care

SNAPSHOT



17 ALL THINGS TALENT
NOVEMBER 2021

Rajeev Singh is the CHRO at Solara Active Pharma 

Sciences Limited. He has held leadership roles in 

the HR function across several sectors like Energy, 

Manufacturing, and Consulting. He recently joined 

Solara Active Pharma from ATC Tires. 

CHRO, Solara Active Pharma Sciences Limited

Building a Good Experience-
led Retention Plan around 
Rising Retiring Workforce

SPECIAL INTERVIEW

RAJEEV SINGH

In an exclusive interview 

with All Things Talent, 

Rajeev Singh, CHRO, Solara 

Active Pharma Sciences 

Limited talks about how the 

Pharma industry is going 

to see a major churn due to 

Covid, both in terms of talent 

and business.



18ALL THINGS TALENT
NOVEMBER 2021

Q. What is the 
present work model 
for Solara Active 
Pharma Sciences?
The plant is working at full 
capacity. In the offices, we do 
have some flexibility like a three 
or four times a week work model. 
We would certainly like to have 
more people in the office. Earlier, 
meetings were held on teams. 
Now, we have it more in-person. 
Covid-19 norms are in place - 
masks, sanitisers, temperature 
checks, declarations, and others. 
We had allowed up to 50 percent 
of the people on the premises 
till September. Now, we have 
increased it to 70 percent. We 
have also devised a roster. Since 
we are present at multi-locations, 
we have asked our people to 
report to any of the offices located 
near their homes. The focus now 
will be keeping the workforce 
healthier - mentally, physically, and 
socially. 

Q. What is the 
biggest change 
that pandemic 
has brought in, in 
terms of the Pharma 
sector?
The Pharma industry is going 
through a churn. It is always in an 
ethical human dilemma. Typically, 
the industry makes money when 
people require medicines to treat 
their illnesses. Right now, because 
of Covid, hygiene standards have 
gone up in the world. So, the cases 

of sickness or illness have come 
down. What it means is, while 
chronic illnesses will continue 
to be treated, there will be extra 
pressure on Pharma companies 
to innovate and speed-up new 
products which will cater to a new 
set of illnesses that might occur in 
the future. 

Pharma will go through a churn in 
the business and product portfolio. 
It will also have another cycle 
where the talent movement or 
talent churning will also happen. I 
think like any other manufacturing 
setup, Pharma may also be looking 
at creating a cost-optimisation or 
a more efficient way of producing. 
The mantra will remain the same 
- how to do more with less i.e. 
manpower utilisation, capability, 
and hiring plan.

Q. You mentioned 
that you would 
like to have more 

Gender Diversity in 
the firm. Can you 
please elaborate on 
it?
Typically, Pharma has two sectors 
– API and formulation. For API, 
since it’s hardcore manufacturing, 
you don’t see gender diversity on 
the shop floor. However, there’s 
some diversity around in Quality 
and Support functions. So, we 
are looking at having women on 
the shop floor but that’s more of a 
long-term plan. 

Q. How will the 
churn impact talent 
in the industry?
I think that the retiring population 
in the Pharma sector will increase. 
If you look at Pharma talent 
profiles, the key part is R&D 
and that quality comes with 
experience. Many times, there has 
not been a regular intake and there 
is a limited attraction in people to 
make a career in Pharma. 

So the experienced people will 
be much more in demand and 
retaining them will be of main 
importance. While retaining the 
high-potential employees will 
remain the core of our Talent 
Retention Program, as an industry, 
we will also be looking at making 
those employees stay who have 
spent 6-7 years in the company. 
That’s where the experience 
resides. A good experience-led 
retention plan is what I think will 
be the next focus. 
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churning will also 
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Q. What is the 
one trend that you 
foresee which will 
set the course for 

the sector in the 
coming days?
During this COVID period, a lot of 
new Pharma startups have sprung 
up. It will be a big test for them 
to survive now in the non-Covid 
scenario and product range. If you 

are a one-product company, what 
would you do now since Covid is 
under control? You will either have 
to expand or get consolidated. 
Larger companies will take over 
smaller ones. I would say that in 
the post-Covid era, there would be 
a lot of consolidation and M&As. 

Year of Incorporation: 

Market presence:

CAGR of employee growth: 

Workforce pie in %:  

Hiring pipeline:  
 
 
 

Key changes as the company 
goes `Back to Work’:
 
 

 
 
 
 
 
 

 
 

 
 

Business operation:

Any other interesting metric: 

2018 

2nd biggest player of API + CRAMS in India (after the merger).

About 5% year-over-year

Factories, quality, R&D, and operations are the leading manpower pocket 
for us.

Solara usually hires engineers from Chemical Engineering or BScs in 
Pharma/Chemistry at entry-level positions. For mid or senior positions, 
rich & relevant experience in the Pharma industry, especially API/
CRAMS-based industries is essential, especially for technical & techno-
commercial roles (over 90 % of the hiring).

1. Solara has organized multiple vaccination drives for its employees & 
contractors to ensure that we have 100 % vaccination – both doses. This 
is a work in progress with a target of completion till 31st October 2021.
2. Solara leadership has consistently echoed the importance of following 
Covid safety protocol in its safety moments to help imbibe this as a 
culture post-pandemic in the organization 
3. Solara has provided flexi working facilities to employees. Amidst the 
peak of the first & second wave, it was a strict work-from-home option 
that was put into practice. Even after the wave subsided, Solara has 
been careful in not letting employee count exceed > 50 % until Sep end. 
At sites, calling lesser manpower is not an option. There, the highest 
levels of Covid safety protocols – social distancing, masks, vaccination, 
etc. have been followed.
4. Solara also organized multiple education sessions for its employees, 
where doctors highlighted the benefits of vaccination and dispelled 
myths and fears related to it.
5. Solara has made it compulsory to be double vaccinated in order to 
visit the site premises. 

Aim to be a partner of choice globally in the API & CRAMS market.

We are working on increasing gender diversity. 

SNAPSHOT
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Women Eyeing the Opportunity 
with Hybrid Work Culture

COVER STORY

Women in the workforce had to bear a disproportionate 

burden of hurt during the Covid-19 pandemic. However, 

flexible work from home and hybrid work models have 

come as a boon to women allowing them to undertake 

opportunities they might have avoided earlier. These 

hybrid models offer women the incentive and the 

impetus to plan their day as per their varying levels of 

flexibility. 

As Director, IPE Global, Tanya Singh leads 

the effective delivery of internal and external 

communications for the organisation which 

positively promotes the group's vision, strategy, 

and client engagement. She has been associated with 

several leading organisations which include Bharti 

Airtel, PricewaterhouseCoopers, Oberoi Hotels, 

Bank of America, and ABN AMRO. 

Director, IPE Global 
TANYA SINGH
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The turn of the second 
decade of the 21st century 
has carved the pathways to 

a way of life and work unimagined, 
much less acknowledged, by 
anyone in the preceding years. 
Today, the rapidly changing 
professional world stands 
witness to new enterprises, new 
opportunities, new challenges, 
and new concerns, those being 
carefully calibrated by the tech-
driven design claiming control, 
in terms of cause and effect, of 
billions of lives at once. As we 
see the culture, the ethos, and 
the social norms of the workplace 
undergoing a once-in-a-century 
change, the pandemic-induced 
restrictions which have introduced 
novel systems of the hybrid 
work-life model, present before 
all sections of the working sphere 
new avenues for self-discovery, 
self-exploration, and self-
improvement.

All this becomes even more 
prominent when placed in 
relative comparisons against 
the norms and challenges of the 
pre-pandemic times, with social 
and economic, professional, and 
domestic veins coming together 
to create a unique ecosystem for 
women. For a start, we see women 
in the workforce having to bear 
a disproportionate brunt of the 
catastrophes faced by the working 
class during the pandemic. More 
and more studies, surveys, and 
statistics reveal that on various 
grounds, including rates of 
unemployment, lay-offs, and pay 
gaps, women have been adversely 
impacted. On top of these, the 
burden of dual workload, in the 
domestic and professional spheres, 

for the women who have been 
able to sustain somehow, has been 
equally, if not more, exacerbating 
in terms of physical and mental 
well-being. Conversely, while the 
signals indicate pressing causes 
of concern, others also signify 
the increasing capacity of women 

to bounce back in these times of 
crisis.

The times of the pandemic have 
not just encouraged but rather 
compelled women to adjust to the 
shifting technological paradigm. 
A recent study of the leading 
e-learning platforms across the 
globe shows how women have 
taken the technological route 
to advance their careers and 
pave their way with greater 
opportunities through upskilling in 
times of the pandemic. Platforms 
such as Coursera, Udemy, and EdX 
are seeing a staggering increase in 
women enrolling in both practical 
and theoretical programmes to 
build better resilience in terms 
of the existing professional 
domain and its demands. This 
also includes a huge incline in 
STEM-related courses. Overall, 
the enrollment numbers of women 
on these platforms have seen a 
jump of more than 10-15 percent 
as compared to the pre-pandemic 
numbers.

While the digital divide may be 
attributed as the major reason 
behind the setback to women 
in rural areas in this regard, the 
urban, more digitally connected, 
areas paint a rosy picture for 
the future of the female. Flexible 
work from home and hybrid work 
models have allowed women 
to undertake opportunities they 
might have avoided earlier on the 
account of restrictions pertaining 
to relocation, matrimony, and 
pregnancy. These hybrid models 
offer women the incentive and 
the impetus to plan their day 
as per their varying levels of 
flexibility. With improved technical 
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impetus to plan their 
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flexibility. With 

improved technical 
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subsequently the 

erasure of temporal 

and physical 

limitations, chances 
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substantially. 

Women now have 

the opportunity to 

turn into makers and 

regulators of their own 

professional destinies.
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States must rethink the 

term 'skills' in tandem 

with the term 'female' 

and extend support 

on levels much beyond 

the traditional roles in 

which women have so 

far been envisaged.
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know-how and subsequently the 
erasure of temporal and physical 
limitations, chances that women 
would drop out of the labour 
force of their own accord have 
decreased substantially. Women 
now have the opportunity to turn 
into makers and regulators of their 
own professional destinies.

The marketplace of ideas, skills, 
and creativity has also allowed 
women to bounce back with 
independent enterprises of 
their own, and the technological 
means have allowed them to 
utilise the wide geographical 
spread, per-head and per-house 
reach, influence, speed and 
attention it offers to gain financial 
independence. Behind this 
ascending trajectory of progress 
is clearly the highly determined 
woman who continues to defy 
challenges by identifying the 
underlying opportunity to grapple 
with the new challenges facing the 
world of work.

The technological advances 
and the global swing towards 
e-learning and skill-development 
is not just a hopeful portal for 
women to emerge stronger from 
the grips of the current global 
crisis, but it also offers a huge 
spread of opportunity for states 
and governments to utilise. 
Data from the World Economic 
Forum suggests that women's 
participation in the workforce 
is imperative to boost growth 
and revive the economy in India. 
Adaptation of women to the 
technological skillset required in 
today's day and age for increased 
productivity is what state policy 

the formal sector, notwithstanding 
the pre-existing gender divides in 
the unregulated society.

Skill development takes even 
further precedence. States must 
rethink the term 'skills' in tandem 
with the term 'female' and extend 
support on levels much beyond the 
traditional roles in which women 
have so far been envisaged. 
Women enrolled in government-
sponsored programmes must be 
qualitatively evaluated in terms of 
their output, productivity levels, 
and the substantial material of 
the skill being taught, rather than 
the conventional approach of the 
number of hours they're taught 
on the whole. While primary 
and secondary education plays 
a major role in this aspect, it is 
essential that women be given 
the independence to design their 
course curricula as per what their 
professional goals demand, and 

must tap on at the earliest. While 
active state policy is essential to 
ensure that the digital divide is 
bridged as soon as possible, the 
slow progress of the hybrid and 
remote model of work could be 
institutionalised and corporates 
encouraged to preserve healthy 
gender ratios among employees in 
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as per what they feel they'd be best 
at in the first place. Locally bred 
innovation can be encouraged and 
women can be given the opportunity 
to blend them with the needs of 
the current global market. Financial, 
logistical, and infrastructural 
support will help enable women to 
bounce back quicker, stronger, more 
determined, and more encouraged 
than ever before. This is especially 
important in the time of the current 
health and economic crisis.

The pandemic has opened our eyes 
to new truths and new realities. It has 
driven the world to utter confusion, 
but it has also led to new ways of 
thinking in terms of opportunity and 
cost-benefit analysis. Women have 
often been the pioneers of change 
and reform. With the pandemic at 
its head pushing the contemporary 
world to the much-needed tide of 
the digital, let the women lead from 
the front; let them open their eyes to 
an ocean of opportunities, to a world 
of knowledge and the magic of a 
changed time. As women take up the 
reins of their destinies, let us promise 
them unfettered support. Let's 
empower them to help themselves 
and #MakeWayforHer.

Year of incorporation: 

Market presence:  
 

Total employee count: 

Hiring strategy:  
 
 
 
 
 
 

Key changes as the 
company goes `Back to 
Office’:  
 
 

Business operation:  
 
 
 

Interesting employee 
initiatives: 

1998

Headquartered in New Delhi, India with 
a pan India presence and 7 international 
offices

1100+

Has a unique Young Leaders Program 
(YLP) to tap on the young potential within 
the organisation to give them an early 
head start in their career and get into 
managerial positions within a 3-5 year 
span. Has adapted to a digital mode given 
the testing times with a focus on diversity 
and equity in the hiring process    

Follow all Covid-19 appropriate 
behaviour; wearing a mask is mandatory; 
both vaccine shots mandatory to resume 
office unless recently tested Covid 
positive or as advised by a medical 
practitioner

International development consultancy 
firm providing expert technical assistance 
and solutions for equitable development 
& sustainable growth in developing 
countries

With nearly one-third of the women 
workforce, IPE Global firmly believes in 
creating a gender-equal workspace that 
can leverage this competitive advantage 
and increase business performance at 
all levels.  Our senior leadership has 
over 25% women which helps bring in 
fresh perspectives and voices into the 
management roles.

SNAPSHOT
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Yashwant Chauhan is the Senior Manager, Group 

HR: Policy and Employee Relations at Gail (India). 

He is a seasoned professional with 12 years of diverse 

and rich experience in the energy/oil and gas sector. 

He has been recognized as India's Top 100 under40 

Future HR Leaders for the FY 2018-19.

Senior Manager, Group Corporate HR : Policy & 
Employee Relations, GAIL (India) Limited 

Be future-ready with digital 
transformation, sustainability 
and gig workforce

SPECIAL INTERVIEW

YASHWANT CHAUHAN

In a candid conversation 

with All Things Talent, 

Yashwant Chauhan, Senior 

Manager, Group HR: Policy 

and Employee Relations, 

Gail (India) Limited talks 

about how the company, 

providing essential services, 

swiftly moved into hybrid 

work arrangement, adopted 

digital technology, and how 

gig workers are expected to 

play a huge role in  company's 

future
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Q: How did GAIL 
face the pandemic 
and what are their 
plans for the future 
work model?
Much before India went on a 
lockdown in March 2020, Gas 
Authority Of India Limited (GAIL) 
had started preparing, almost by 
the first week of March, to tackle 
the Covid-19 situation. We sent 
them to different interventions so 
that they understood the pandemic 
was imminent. Since going fully 
remote was not an option, it was 
decided that a hybrid model is the 
best way forward. The company 
moved into a hybrid arrangement. 
Working in the office gradually 
kept on increasing from two to 
three days and eventually three to 
four days. 

We were operating on a hybrid 
model with almost skeletal 
manpower. Around 15-20 percent 
of the workforce was initially 
deployed during the lockdown 
days. Later on, we moved on 
to almost 30 percent then to 
40 percent, then 50 percent, 
and finally  80 percent by the 
end of August this year. Also, 
special attention was paid to 
the vulnerable section of the 
employees within the organization, 
for example, women, lactating 
mothers, expecting mothers, 
people with comorbidities, and 
people who were infected with the 
Covid-19 virus.  

  

Q: What is 
the manpower 

strength of GAIL 
in general and the 
HR department in 
particular?
The active manpower range GAIL 
has is over 4730. The manpower 
comprises the board level, 
executive hierarchy, and trainee 
level. Out of the total, almost 82 
percent of them are professionally 

qualified. And then there are the 
workmen who comprise the rest of 
the 18 percent. Apart from regular 
manpower, we also have close to 
15,000 contract workers. Finally, 
the trainees who are employed 
and given on-the-job training to be 
industry-ready. 

GAIL ensures that it remains 
lean and thin in order to remain 
competitive in the market and 
deliver on the projects with much 
more efficiency and effectiveness. 
The HR team for that matter is 
not very big. Given the size of our 
organisation and the multiple joint 
ventures which we handle, the HR 
team is made up of 200+ people. 

 

Q: The world 
went through a 
dramatic digital 
transformation in 
these two years of 
pandemic. How has 
GAIL navigated the 
same change?
As digital technology assumed 
great significance, GAIL introduced 
`Digital Yatra’. Till now, several 
initiatives under digital yatra have 
been undertaken. Recently, the 
company had the 47th digital 
discourse and GAIL has been 
doing this for the past one and 
half years. GAIL invites various 
professionals from the technology 
industry who are either involved 
in producing these technologies 
or conceptualising them to talk 
about how technology can be 
applied in the organisation not just 
across functions but even business 
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was paid to the 

vulnerable section of 

the employees within 

the organization, 

for example, 

women, lactating 

mothers, expecting 

mothers, people 

with comorbidities, 

and people who 

were infected with 

the Covid-19 virus. 

GAIL had the bigger 

responsibility of not 

just ensuring that the 

businesses thrive, but 

also ensuring that the 

economy runs right 

because energy is a 

very integral part of 

any country's economy.
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operations. For example,  GAIL has 
13,700 km of pipeline network, 
and to ensure smooth business 
continuity and delivery of natural 
gas, the technology of e-invoicing 
was utilised during the Covid 
times.

To bring about digital 
transformation in the organisation, 
it is also crucial to have a digital 
vision. Taking cognisance of this, 
GAIL embarked on a digital journey 
way before Covid-19 happened in 
2016. Covid-19 acted as a catalyst 
and enabled the organisation 
to look at multiple options of 
generating business by using new 
platforms for ensuring business 
delivery on the front line. 

 

Q: What have 
been your biggest 
learnings during 
these days?
GAIL believes that it’s an 
employer's duty to genuinely 
care for its people. Even before 
COVID-19 happened, people were 
kept at the center of the policy 
formulation. We have a number of 
social welfare initiatives or social 
security initiatives e.g. in case a 
mishap happens or something 
happens to an employee on 
duty, an amount of Rs 64 lakh is 
contributed by our employees on 
a voluntary basis to the bereaved 
family. We also have a policy called 
financial assistance scheme where 
the company is taking care of its 
employees by ensuring a financial 
amount of almost Rs 50 lakh - 70 
lakh depending on the seniority of 
employees and ensuring that their 

families are taken care of. We also 
introduced 30 days of casual leave 
for Covid infected employees. 
Similarly, if an employee's family 
member gets Covid, even then 
additional 30 days of leave are 
granted.

Furthermore, GAIL also sponsors 
the medical needs of deceased 
employees' family members and 
the education of their children 
right from school till college, as 
well as their accommodation. We 
not only cover those people who 
die due to Covid but everybody 
who has been working with the 
organisation since its inception. 
We are currently in the process 
of extending leave benefits to our 
women employees for almost two 
years on a fully-paid basis.

As digital technology 

assumed great 

significance, GAIL 

introduced Digital 

Yatra. GAIL has 

13,700 km of pipeline 

network, and to 

ensure smooth business 

continuity and 

delivery of natural 

gas, the technology of 

e-invoicing was utilised 

during the Covid times.
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Q: What are the 
new avenues 
of growth for 
the company 
and its talent 
requirements? 
At GAIL, sustainability and 
sustainable competitive edge 
become part of the core business 
strategy. We are currently 
exploring a business opportunity 
of converting waste to wealth by 
utilising technology. We already 
have a pilot project ready in Ranchi 
right now to convert waste to 
wealth by generating compressed 
biogas. So, to understand any 
skill requirement, we first need to 
understand the overall business 
perspective - how the entire 
transition is happening at the 
sectoral level or the economic level. 
Even the investors are now looking 
for those organisations that are 
going to have sustainability as part 
of their overall business strategy.

As far as talent acquisition for 
the same is concerned, GAIL has 
multiple channels of hiring like 
entrance exams, campus hiring, 
lateral hiring, etc. With the rise 
of the gig economy, we would be 
hiring people in those businesses 
that are going to operate in 
multiple cities. Gig workers will 
be playing a huge role in the 
company's future going forward. 
We expect 400-500 gig workers 
working for us soon. We will be 
looking for new channels to recruit 
gig workers, it's yet to be finalised 
but it is in the advanced stage.

 

As told to Bruhadeeswaran R and 
Moumita Bhattacharjee

Name of the Company: 

Year of Incorporation: 

Founders: 

Number of Employees: 

CAGR of Workforce in 
3/5 period:  
 
 
 
 
 
 
 
 
 

Differentiating factor 
compared to peers:  

Business line:  
 
 
 
 
 

Hiring  pipeline:  

KEY METRIC RATIOS:

Gender Diversity Ratio 
[females to males]

Average Employee Age 
Group                                

Voluntary attrition rate                                             

Value added per 
employe

GAIL (India) Limited

16.08.1984

Government of India

4705 (as on 31.03.2021)

1.58/1.72 
A total of 156 new employees joined 
GAIL during the FY 2020-21. Total 
Manpower of GAIL as on 31.03.2021 
stood at 4,705 with 16% of the 
employees belonging to the SC category, 
7% to the ST category, 23% to the 
OBC category, 8% to the Minorities and 
2.1% to the Persons with Benchmark 
Disabilities (PWBDs) category. GAIL's 
workforce comprised 304 women 
employees as of 31st March 2021.

Capable / Competent / Committed People 
with Sustainability at the very Core of its 
Organizational Strategy.

Leading Company with diversified 
interests across the natural gas value 
chain of Natural Gas Transmission, 
Natural Gas Marketing, LPG Production 
and Transmission, Petrochemicals, Liquid 
Hydrocarbons, City Gas Distribution, E&P, 
Renewable Energy, etc.

At least 250 by December 2022 including 
ongoing/future vacancies   

6.46% 

42 years 

0.62%

Rs 2.15 crore

SNAPSHOT
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Culture Building in  
a Hybrid Setup

COVER STORY

The hybrid work culture can be the “best of both” ie. 

remote working and working from the office. But 

building a strong culture in a hybrid workplace is 

particularly challenging and involves a lot of planning 

and work. Let’s take a look at the top leadership strategies 

that will help you forge a robust hybrid work culture.

Nishigandha Shendge is an HR Manager at 

Fynd, India’s largest O2O fashion platform. 

Here, she leads a team of specialists to acquire 

the very best talent for the company. Earlier, she 

has worked with Credit Suisse, IIFL, and Anglo-

Eastern Ship Management, among others.

HR Manager, Fynd
NISHIGANDHA SHENDGE
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Why is it so important 
now? Why is everyone 
talking about building 

a hybrid culture? 

Once the pandemic hit the world, 
all the companies were forced 
into remote work. Today, as the 
world is getting back to normal, 
we experimented with meetups 
in our office and they were largely 
successful. People were delighted 
to meet all of their team members 
and relive the pre-pandemic work 
culture. But, they are certainly 
not ready to work from the office 
every day. The people are more 
inclined towards the companies 
which offer the flexibility to work 
from anywhere, office or home. 
Hence, the need for a hybrid setup. 
But how does one feel connected 
to the company and its people if 
they are working in distributed 
locations? Hence, the need to build 
the same culture in a hybrid setup 
and create a delightful experience 
for all from anywhere.

Understanding why that culture 
was so amazing will go a long 
way in building a new culture 
for the hybrid setup. The pre-
pandemic work culture involved 
a lot of in-person activities, faster 
collaboration, quick approvals, or 
resolutions to blockers. No one 
had to wait for the other person 
to come online or get free from a 
meeting to revert to you. It simply 
involved just walking up to the 
person and within minutes your 
work was done. The pre-pandemic 
work culture also involved a lot of 
drawbacks like exhaustion due to 
work commute, no mental space of 
deep work, or more talk and less 
action.

The hybrid work culture can be 
the best of both work types ie. 
remote working and working from 
the office. It will involve a lot of 
planning and work. Let’s take a 
look at the top activities you can 
do to build a hybrid work culture:

Engagement 
and Meetups
In the past 20 months, people are 
exhausted sitting in front of the 
systems with minimal or no regular 
activity or human interaction. 
To solve this in hybrid culture-
building, it is imperative to have 
activities where people get to 
connect and bond in an informal 
setup. It can be anything from 

virtual coffee chats to playing trivia 
online to virtual Netflix binge-
watching sessions.

The companies can offer 
workspaces to the people who 
would love to work from the office 
a few times a week. Additionally, 
people who prefer fully remote 
work arrangements can be asked 
to join a week-long meetup once in 
six months where they can align, 
plan, collaborate, and set timelines 
for the business goals for the 
next six months. Annual awards, 
workcations, and meetups could 
be arranged at regular intervals for 
the entire company to meet and 
bond.

Strong 
Leadership 
Team
The leaders faced the massive 
challenges that came with the 
changes in work culture post the 
pandemic. They had to suddenly 
adapt to a scattered team and still 
ensure the business goals were 
met. Their expertise in handling in-
office teams had to be upgraded 
to a fully remote team and now a 
hybrid team. 

Now, culture-building and 
employee experience are on each 
business leader’s priority list. 
The leaders can help people by 
empowering them, keeping their 
teams engaged, taking care of 
their well-being, and aligning their 
personal goals with the business 
goals which will directly result in 
better productivity. The leaders 
can take help from the HR team 
to organize various fun events 

Culture Building in  
a Hybrid Setup

C
O

VER
 STO

RY
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came with the changes 

in work culture post 

the pandemic. They 

had to suddenly adapt 

to a scattered team and 
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remote team and now a 

hybrid team.
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The companies can 

plan some innovative 

projects. They can 

invest their money 

in good learning 

platforms for their 

team members. A 

proper rewards and 

recognition program 

would go a long way in 

boosting the motivation 

of their team members. 

Continuously learning 

and innovative culture 

building in a hybrid 

setup are important.
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and learning experiences too. 
They need to ensure they are 
setting up clear goals with stretch 
opportunities for each and every 
member of the team. 

Meaningful 
Work with 
Constant 
Growth 
Opportunities
With the increasing emphasis 
on wellbeing in recent times, 
the mindset towards work has 

changed. People are more inclined 
to take up jobs that provide the 
scope to do some meaningful 
work with constant growth or 
challenging opportunities. They 
want to spend a consciously 
defined time on their day job 
and then also invest their time in 
upskilling, side-hustles, or even 
spend time on personal fitness. 
Whatever time they are spending 
at work should be fulfilling and 
provide a lot of freedom for 
creativity and innovation too.

The companies can plan some 
innovative projects. They can 
invest their money in good learning 
platforms for their team members. 
A proper rewards and recognition 
program would go a long way in 
boosting the motivation of their 

team members. Continuously 
learning and innovative culture 
building in a hybrid setup are 
important.

Positivity and 
Trust
Trust is the key to defining your 
hybrid work culture. Trust will 
work both ways, leaders’ trust in 
their team and the people’s trust in 
the organization and its leaders.

Year of incorporation: 

Employee count: 

Hiring pipeline: 

Key changes as the 
company goes on 
'Back to Work’:  
 

Business operation: 
   
 
 
 

Interesting metric: 

2012

350

1000+ till the end of 2022

We have more exciting events like 
meetups, workcations, and summits. We 
also have plans of opening up regional 
offices in Delhi NCR, Bangalore, Pune, 
and Ahmedabad.

Fynd is India's largest omnichannel 
platform helping retail businesses 
accelerate growth. A one-stop solution 
reducing the complexities of adding 
new brands, channels, store locations, 
fulfillment centers, and more.

The average age of employees is 27 and 
women form 33% of its workforce. 

SNAPSHOT
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Return to the Office Will  
Take Longer or Maybe Never

COVER STORY

Employers nudging their workers to return into offices 

may not find themselves compatible with employees who 

have welcomed remote as the new normal and standard 

functioning model. Back to office will take much longer 

to be back as a full-fledged model for any business. For 

many sectors; maybe never!

Ankita Singh is the Senior Vice President & 

Global Head of HR, IT, Travel & Admin at 

CIGNEX Datamatics. She has over 22 years of 

wide experience in managing and leading various 

aspects of Human Resources spanning across 

high-paced business domains of ITES.

Senior Vice President & Global Head of HR,  
IT, Travel & Admin, CIGNEX Datamatics

DR. ANKITA SINGH
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Back to the office? Says 
who? Employers don't want 
to take any chance or risk 

because of the probability of a 
third wave of the pandemic and 
increased exposure to illnesses. On 
the other hand, employees have 
sensed the freedom to work from 
anywhere at their own pace; they 
will find valid reasons to justify 
work from home. Hence, for now, 
the most opted option is to let 
employees decide for themselves.

According to the Flexjobs' 10th 
Annual Survey, only 3 percent 
want to return to work in-person, 
with 58 percent wanting a fully 
remote job, while 39 percent prefer 
a hybrid work arrangement. The 
same survey highlighted that 58 
percent would look for a new job if 
asked to return to the office.

The work from home concept 
became necessary with the 
coronavirus pandemic in March 
2020, which changed the 
dynamics of all life perspectives 
and introduced "re" and the “new/
next normal" as the relatable 
buzzwords. To get aligned to the 
new normal, organizations had to 
re-imagine, re-align, re-strategize, 
and re-do in almost all established 
phases. The uncertain situation 
led companies to explore and 
develop short-term plans as the 
road ahead looked too tangled to 
untangle. 

Normalcy and business as usual 
continued to get redefined every 
day. Everybody knew that to stay 
relevant in the game; one had 
to accept, adapt, and change. 
Not everybody predicted that 
their short-term approaches 

would further get shortened by 
the changing needs of the time 
and people, and companies will 
reasonably have to develop newer 
strategies every day. To meet the 
ever-changing demand, diverse 
operating models for managing 
work and workforce started 
getting defined every day, with the 
core being Safety, Adaptability, 
Flexibility, and Empathy (SAFE).
It's not a question that has a 
binary answer. The decision-
makers will continue to allow their 
employees to choose whether to 

return to the office or work from 
home/anywhere for some more 
time. Primarily, every organization 
follows the BASIC (Business, 
Acceptability, Safety, Intent, and 
Cost) approach to decide on the 
current suitable model. Elaborating 
the same:

Business: 
If organizations can manage 
customers, timely deliverables, and 
employee safety and wellbeing, 
they are good to continue 
with work from home forever. 
Companies like Twitter, Spotify, 
and Facebook have already 
embraced permanent remote work 
culture. Flexibility/work from home 
will continue to be the first choice 
of employers and employees for 
all the roles manageable from 
home. There are sectors where 
employees have to work from their 
designated units. The nature and 
need of the business will persist as 
a crucial determining factor.

Acceptability: 
It can't be a traditional approach. 
Employees' acceptability is equally 
essential. As the numbers exhibit, 
employees are quitting instead of 
giving up the work-from-home 
option. The urge to get people 
back into offices may not connect 
well with employees who have 
welcomed remote as the new 
normal and standard functioning 
model. 83 percent of employers 
recently stated that the shift to 
remote work has been successful 
for their company, compared to 
73 percent in the pwc June 2020 
survey report. Employees would 
want to understand the "Why" 

Return to the Office Will  
Take Longer or Maybe Never
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With flexibility 

comes individual 

preferences, with 

individual preferences, 

comes variations, 

and with variations, 

inconsistencies. The 

model or the best 

current model for 

any organization for 

a long time will be 

the inconsistent one. 

Inconsistency is a new 

consistency.  It will stay 

there as a daunting 

task for organizations 

to define the most 

feasible/correct model
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of the adopted approach before 
accepting the "When and How."

Safety: 
With not all employees fully 
vaccinated, people are still scared. 
According to a Gallup study, 54 
percent of employees would leave 
their job for a company that offers 
more flexibility. Citing safety 
as a primary concern despite 
vaccination, many companies 

revised their decision of hybrid 
working model and accepted that 
for the time being, it is better to 
either allow 100 percent work 
from home or let the employee 
decide. Work from the office, if 
offered, will remain as an option, 
not a mandate, for months to 
come.

Intent: 
It's the need that defines the 
model for organizations and 
place of work for employees. 
With technological advancement 
and internet connectivity, it has 
become difficult for organizations 
to justify why individuals should 
work from the office. Everybody 
wants to discuss the work rather 
than the place of work and 
standard working timings. A 
survey conducted by Growmotely 
indicated that 61 percent of 
employees prefer being fully 
remote. Have good intent and 
reasons? Share the WHY to see 

them FLY (from home to office!).

Cost: 
Business at the end of the day 
is about numbers. Once the 
strategists have taken care of 
people's safety, wellbeing, and 
productivity, the next priority or 
point of consideration would be 
operating cost. If the savings 
projected are humongous, in favor 
of employees and the employer, 
the base of decision-making is 
set. Many organizations recently 
announced that if there is a need 
to have employees back in the 
office, not more than 25 to 30 
percent of the total workforce will 
be in the office at any point in time. 
It's not just about the people's 
preferences but also the cost-
saving hybrid model.

There is not one king today! 
Customer, Employer, or Employee; 
each day will define who the 
“ruler” of the day is, and the world 
will have to make the required shift 
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to fit in. The equation will change 
with changing needs, and there 
won't be a solution, but with all 
permutations and combinations, 
there will be a set of solutions. 
Back to office will take much 
longer to be back as a full-fledged 
model for any business. For many 
sectors; maybe never!
 
The default model for years ahead 
will remain as remote working/
working from anywhere, and 

the designed model will keep 
changing, with the help of data 
leaders, continuously to meet the 
need of the time, business, and 
people.

Nobody is sure what the future has 
in store for us. Organizations and 
employees are experimenting and 
exploring to find the best workable 
equation for their requirements. 
The trial and testing will not stop 
any sooner. We will take much 
longer than we thought to decide 
what will be the most feasible 

model.

With flexibility comes individual 
preferences, with Individual 
preferences, comes variations, and 
with variations, inconsistencies. 
The model or the best current 
model for any organization for a 
long time will be the inconsistent 
one. Inconsistency is a new 
consistency.  It will stay there as 
a daunting task for organizations 
to define the most feasible/
correct model. The speed at which 
everything around us changes will 
directly impact and govern the 
"should be" and "will be" operating 
models. Remote work is essential. 
Organizations that are allowing 
voluntary work from the office, in 
a way, are agreeing to work from 
anywhere.

Work from anywhere will be the 
most preferred option taken by 
the employees and given by the 
employers, till the end of this year.
By the way, why are we even 
discussing the "back to office" 
option for the roles manageable 
from home? Because we are 
humans, we are social beings, 
and we need newness every 
day. No matter how perfect the 
offering is, we may seek some 
change after a few days. Face-
to-face collaboration may not be 
necessary for business needs but 
will definitely be an employee’s 
social need. We are in an epoch of 
integration and not balance.   

It's all about choices, but there 
is no right choice; what works, 
works!

Year of incorporation: 

Total employee count 
(India & Global):  

CAGR of employee 
growth in five year 
period (in India): 

Key changes as the 
company goes `Back to 
Work’: 

Workforce pie in % 

Business operation:  
 
 
 
 
 
 

Interesting metric for 
the company: 

Hiring Pipeline: 

2006

616 in India, 22 in the US and a few in 
Canada, Malaysia and Singapore taking 
the total to 643.

88% 
 

We are 100% working from home as of 
now 

Support 8%, Sales & Presales 1%, 
Marketing 1%, Finance 1%, Delivery 89%

CIGNEX is a global consulting company 
offering solutions, services, and platforms 
on open source, cloud, and automation 
technologies. Since 2000, CIGNEX has 
been delivering enterprise-class solutions, 
which are built using leading platforms 
and can easily be integrated with existing 
systems.

Women workforce is 39% in India. 

Over 50 to be recruited. 

SNAPSHOT
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Pratik Agarwal is the Chief Business Officer 

at Smartworks where he heads real-estate and 

sales. He played a vital role in the establishment of 

Smartworks' Sales Road Map and is an accomplished 

commercial real estate specialist. 

 CBO, Smartworks

The Future of Office 
Model is Hub-and-Spoke

INTERVIEW 

PRATIK AGARWAL

Speaking to All Things 

Talent, Pratik Agarwal, 

Chief Business Officer, 

Smartworks talks about the 

accelerated need for flexible 

office spaces, key changes 

made to office space for 

the returning employees at 

Smartworks, and more.
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Q. Most 
organizations 
are thinking of 
bringing their 
employees back to 
work. There seems 
to be a boom in 
organisations going 
for co-working 
spaces instead of 
traditional spaces. 
What do you think 
these co-working 
spaces are giving to 
the companies? 
The pandemic has accelerated the 
need for flex spaces. And this is 
due to a combination of reasons. I 
think first would be the flexibility 
and agility that this model offers 
over a conventional space, 
whether it is in terms of a lesser 
lease, lock-in, or access to newer 
markets without incurring any 
substantial capital expenditure on 
other amenities, health and safety, 
etc. I think the second would be 
the Hub and Spoke model. With 
work from anywhere gaining 
momentum, corporates are taking 
up satellite offices closer to the 
employees in order to avoid long 
travel hours. Flexspace providers 
with a strong presence are able 
to provide corporates the ability 
to open smaller satellite offices 
across the industry. The pandemic 
has taught us that running an 
office space is expensive. Whether 
it is health and safety measures, 

the Covid-19 preventive measures 
that everybody has to take are not 
easy to implement. Companies 
today prefer to focus on their 
core business and give the entire 
running of office space to be 
managed by the office provider. 
It also turns out to be cheaper, 
about 20-25 percent compared to 
a traditional conventional space 
due to the economies of scale that 
we have.

Q. Has there been 
any change in the 
demands of your 
clients now in 
the world where 
the pandemic is 
receding?
A couple of things. One, before 
the pandemic, everybody was 
focused on consolidation. It has 
moved to a hub and spoke where 
companies today are opening 
smaller satellite offices across the 
country. Many have approached 
us to open smaller satellite offices 
for them in tier-I, tier-II, and tier-
III cities so that their employees 
based in the cities have access to a 
closer working space. The demand 
for a flexi seat or a roster-based 
mechanism has definitely gone up. 
So we've developed something 
where clients get the ability to 
access the seats that they have 
with Smartworks and this can 
be booked on a first come first 
serve mechanism. One can put in 
rosters, your timings, dates, etc 
for the employees and the other 
basics. It's a mechanism where 

all the employees of the company 
get access to a limited number of 
seats to be booked. One comes to 
the center, scans the QR code, and 
the data of that workstation would 
turn on. The person will then get 
access to that premises.

Health and safety is at the center 
of course. So, the basics such as 
the quality of the building, the 
infrastructure, improved HVAC 
systems, and air quality have 
become very important. These 
are the basic requirements that 
enterprises need to have when 
they're looking for commercial real 
estate.
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We have this concept 

called ‘Smart Stores’. 

Right from the moment 

an employee enters 

Smartworks building, 

everything is taken 

care of within the 

building itself, from 

the gym to anything 

medically related to 

household chores, like 

grocery delivery, and 

laundry, etc. So we 

focus heavily on the 

experience that we are 

able to provide to our 

members in terms of 

the measures.
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Q. What are the 
changes that you've 
made in your 
own office space 
for the returning 
employees of 
Smartworks?
We are making use of new-age 
technologies. We've digitized the 
entire ecosystem right from the 
entry to the exit. The minute one 

enters a Smartworks building, we 
have an RFID-enabled packing 
system that is digitally integrated 
for faster vehicle movement, we 
have a QR-based smart pass 
instead of having traditional 
HID cards, etc. You just need to 
flap your phone, access control 
and you can enter the premises. 
Right from your coffee machines 
to dispensing coffee to food 
and beverages to the meeting 
rooms ticketing system, every 
single touchpoint we've tried 
to digitize so that we have as 
few touchpoints as possible. 
In terms of infrastructure, like I 
said air filtration, air quality has 
become important because of 
the importance of fresh air in 
HVAC systems. So those basics 
have been done on the back 
end to improve the quality of 
air and other things that are 
Covid-19 preventive like frequent 
sanitization, etc. continues.

Q. How is it better 
than a traditional 
office space? And 
when do you lease 
out these kinds of 
spaces, what are the 
measures that you 
take? 
We have this concept called 
‘Smart Stores’. Right from the 
moment an employee enters 
Smartworks building, everything 
is taken care of within the building 
itself, from the gym to anything 
medically related to household 
chores, like grocery delivery, and 
laundry, etc. So we focus heavily 
on the experience that we are 
able to provide to our members 
in terms of the measures. Even 
things like the coffee dispensing 
machine, one goes up to a coffee 
machine, scans through the 
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Smartworks app, chooses the 
coffee preparation they want, and 
dispenses it immediately. 

Q. What do you 
think the future of 
work will be keeping 
the co-working 

space in mind? Do 
you think they will 
become much more 
common than they 
are right now?
Yes, definitely. I mean, demand 
for flex will go up and we will see 
more and more enterprises and 

corporates moving to a flexible 
model or at least having a certain 
percentage of their entire portfolio 
move to a flexible operator.

Q. What would 
be your expansion 
plans? And if there 
are any hiring goals 
or targets that you 
have, presently? 
Currently, we are present in nine 
cities, across 31 locations, and 
our portfolio today is 4 million 
square feet. So with demand 
for flexible offices picking up, 
especially the hub and spoke 
model, we will be expanding in 
or doing a partnership in tier-II 
and tier-II cities where corporates 
now want to open up smaller 
offices. The cities in focus are 
Jaipur, Ahmedabad, and Kochi in 
terms of tier-II cities. Apart from 
that, in tier-I, we will continue to 
expand whether it's Bangalore, 
Hyderabad, Noida, or Chennai. 
In fact, we've taken a couple of 
properties as well in the last few 
months. So, the expansion in tier-I 
coupled with tier-II would be the 
target for the next few months. In 
terms of hiring, with this demand 
coming in, we will be hiring 
more for all the various verticals 
that Smartworks has. I think, as 
and when real estate comes up, 
we will see at least 100-150 
people getting added in the next 
few months. Current employee 
strength is 400. 

- As told to Moumita 
Bhattacharjee

Year of Incorporation: 

Market presence:  
 
 
 
 
 
 
 

Employee count: 

Business operation: 

2016

Smartworks is India’s largest provider 
of flexible workspaces, with a footprint 
of over 4.2 million sq. ft. across 31 
locations in 9 cities (Delhi-NCR, Kolkata, 
Bengaluru, Mumbai, Hyderabad, Chennai, 
and Pune) and caters to more than 
400 organisations across Fortune 500 
companies, large enterprises, SMEs, and 
established unicorns/startups. 

400 employees

Managed service provider 

SNAPSHOT
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The 'Future of Work' 
is NOW!

COVER STORY

2020 was considered the year of remote work. Indian 

companies announced that work-from-home would 

be a permanent feature as to how work will be done 

in the future. Now, with experiences of the last one 

year, companies have realised that a `hybrid’ work 

arrangement is the future. And, that future is now!

Sanmitra Trivedi is the Founder and CEO of 

Gentoro People Consulting, an HR and management 

consulting firm for startups, small and mid-sized 

companies in their growth/transformation journey. 

Before this, Trivedi held the position of Director 

- Human Resources & Administration at Hitachi 

Payment Services Private Ltd. 

Founder & CEO, Gentoro People Consulting
SANMITRA TRIVEDI
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This debate about the 'future 
of work’ has been going on 
for the last 500 years as 

technology started transforming 
the world. Back in the 1850s, a 
group of New York City tailors 
opposed the usage of sewing 
machines by their employers. In 
the 1930s, economist Keynes 
wrote about “technological 
unemployment”; job loss caused 
by advancement in technology. 
Later, things turned out quite 
differently than what was initially 
thought. However, in the lessons 
of the past, there is no reassurance 
for the future. Pre-pandemic, one 
may recall many articles/debates/
seminars about the 'future of 
work’ and how the future looked 
like. Everything has changed, the 
way we do business, the way 
we interact with people, and 
the way we work. Gone are the 
days where physical spaces and 
designated cabins were allotted to 
personnel, interconnected teams 
and crews recruited, paperwork of 
various portfolios were compiled 
physically, and many more. This 
pandemic created a new wave 
of the digital revolution with the 
advent of digital workspaces 
which was never experienced 
before.

In early 2020, when the pandemic 
caused shutdown across the 
globe, we realised that the “future 
of work” that we were discussing, 
had indeed become a reality with 
a ferocity that nobody anticipated. 
And it posed its own challenges.

Suddenly a company that avoided 
working from home due to 
potential information security 
threats had to 'enable’ employees 

to work from home. It called for 
strategic as well as tactical actions. 
Not only companies needed 
to ensure that their systems & 
controls were ready and robust, 
tactically getting thousands of 
employees to walk away with their 
laptop/desktop was a heroic task 
managed by IT, Admin & HR teams 
that required teamwork with a 
missionary zeal.

`Working from home’ isn’t new. 
Some forward-thinking companies 
have been doing this since the 
early 2000s. However, such long-
term homeworking is experienced 

by many employees for the first 
time. It is also true that this shift 
from 100 percent attendance in 
the office to workforce working 
from home is a new normal to 
adjust to. Pre-pandemic, I recall 
the decision-making process 
for permission to do `work from 
home.’ Each request would be 
looked into on its merit and 
approved only in exceptional 
circumstances.

So initially work-from-home was 
considered as one of the better 
consequences of the pandemic. 
People saved time in commuting 
and had flexibility. Productivity 
in some places was noticeably 
higher too. There were small 
irritants such as family intrusions, 
a blurring boundary between 
work and family time. However, 
the advantages surpassed the 
negatives. Now, after one year, 
many have discovered that 
working from home is not as easy 
as previously thought.

Eyestrain, mental health issues, 
loneliness, disengagement  are 
significant issues that employees 
feel now. The employees are 
currently fatigued, and the Gen Z 
workforce (18-25-year-olds) are 
not finding it easy to deal with 
this new way of working. They 
have difficulty feeling engaged or 
excited about work and bringing 
the latest ideas to the table during 
virtual meetings. Employee health 
& well-being has been a topic of 
discussion in the past few months.

Accenture research on the mindset 
of the workforce reveals that 
only 42 percent of the workforce 
feels energized. Microsoft’s Work 

C
O

VER
 STO

RY

Hybrid workplace 

model is a combination 

of `remote’ and `in-

office’ work while 

performing a role. It 

is an opportunity that 

requires new ways of 

working with requisite 

changes in people and 

business processes as 

well. I do not think it 

will be a cookie cutter 

approach from one 

company to another but 

will depend upon their 

business model and 

customers.
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Getting people back in 

offices (even though 

under a hybrid model) 

is something that 

will have to be done 

consciously. Earlier 

employee engagement 

practices built social 

relationships at the 

workplace, and it is 

something that has 

to be introduced back 
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Trend Index annual report 2021 
says (a) 37 percent of employees 
say, “companies are making them 
work too hard” and (b) 41 percent 
admitted that they wanted to find 
a new employer. In many cases, 
employees are looking forward 
to coming back and enjoying the 
work environment in the office.

At the start, many global, as 
well as large Indian companies 
announced that work-from-home 
would be a permanent feature as 
to how work will be done in the 
future. Now, with experiences 
of the last one year, companies 
have realised that a `hybrid’ work 
arrangement is the future. And, 
that future is now!

A hybrid workplace model is 
a combination of `remote’ and 
`in-office’ work while performing 
a role. It is an opportunity that 
requires new ways of working with 
requisite changes in people and 
business processes as well. I do 
not think it will be a cookie-cutter 
approach from one company to 
another but will depend upon their 
business model and customers.

It is not the pandemic alone. The 
rapid pace of new technology 
is getting integrated with how 
companies serve their customers. 
This has altered the workforce 
planning process of a company 
because the type of skills required 
in the company has undergone a 
change.

Besides technical skills, now 
companies need to focus on 
assessing soft skills & emotional 
intelligence during the job 

nicely articulated and 'lived’ within 
the company (from start-ups to 
large corporations), does help in 
attracting and retaining the talent.

Considering the `hybrid model’ 
is the preferred option for the 
majority of employees and 
employers, line managers, HR 
teams and all others involved need 
to undergo training on how to 
manage the workforce as many 
factors determine their ability to 
thrive, be it `in-office’ or home 
working.

When employees are doing 
remote work, there is a need to 
make special efforts to reach out 
to them and ask, “how are you?”. 
With all the survey data that is 
available, our people need support 
in managing remote-working. And 
we need to help them succeed.

Getting people back in offices 
(even though under a hybrid 
model) is something that will have 
to be done consciously. Earlier 
employee engagement practices 
built social relationships at the 
workplace, and it is something 
that has to be introduced back 
systematically even for 'hybrid’ 
work arrangements.

interview. Companies will also 
need to increase their traditional 
talent base/candidate pool to 
avoid the situation where too 
many companies are chasing too 
few candidates. A compelling 
‘employee value proposition’ 
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Year of Incorporation: 

Market presence: 

Employee count: 

Business operation: 

2021

India

Less than 15 

HR & Management Consulting firm 
helping companies like start-ups, SMEs 
scale up and improve organization 
performance through people, productivity 
and best practices.
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It is a myth that employees are less 
productive when working remotely. 
The reality is that employees thrive 
when given radical flexibility. Of 
course, there may be a few jobs 
where this may not be applicable. 
But for a substantial number of 
jobs, radical flexibility increases 
productivity and engagement. For 
innovation, the key is to create 
intentional opportunities for 
collaboration. Working together in 
physical proximity is not the only way 
to drive innovation. 'Right to dissent’ 
is an important cultural ingredient 
for innovation to thrive in any 
organisation.

So far, our human resources policies 
and leadership support have catered 
to in-office employees; out of sight, 
out of mind. Hybrid work models are 
creating newer workforce segments. 
Organizations are facing difficulty 
providing HR policies that satisfy 
the needs of all segments of the 
workforce, all the time.

Thus, shifting to human-centric 
design in HR policies will drive 
productivity & engagement. This 
would mean driving empathy-
based management and providing 
flexible work experiences. Employee 
recognition & reward process, timely 
done, goes a long way to help create 
a better-engaged workforce. In 
the end, what would count is how 
organisations are supporting their 
employees. Being authentic while 
dealing with the employees will help 
as it will generate feelings of trust. 
And trust begets engagement.

General feedback across the globe 
is that managers, especially middle 
management, are out of touch 

with their employees. However, 
managers have a critical role to 
play in helping employees migrate 
to a hybrid work environment. 
They are an essential link to help 
their teams feel connected with 
the company. It is they who have 
on-ground, real-time feedback 
for senior management & HR 
to assimilate the information 
proactively and act upon it. If we 
do all this, then the sky's the limit.

Organisational culture and 
leadership style is essential. 
Organisational culture is what 
employees in the company do, or 
don’t do: Is it about how you work 
together? How do you treat your 
fellow employees? How much do 
you trust your employees? When 
you interact with people, do you 
behave with authenticity, humility 
& kindness?

While moving to a hybrid work 
environment, companies need 
to keep in mind (a) the nature of 
employees’ work and, (b) specific 
jobs they perform. For one, 
few jobs cannot be performed 

remotely. And another, some 
people do not work well remotely. 
The goal of any enterprise is 
‘productivity’.

This would mean developing 
processes for virtual performance 
management that include regular 
team check-ins, one-on-one 
conversations, and monthly 
reports on progress made. Thus, 
after activating various levers of 
productivity (as required) in an 
organisation, we will see a new, 
productive workplace in a hybrid 
work environment.

Companies are taking feedback 
from employees before making 
their flexible work policy. Even 
some companies that I know of, 
are letting employees decide what 
will work best for them as a step 
towards employee empowerment. 
And this is setting better 
engagement, motivation, and 
performance for the organisation.

Human touch is still important. 
Hybrid work is the new normal in 
India.
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Rethinking Office Return 
Plans? More Flexibility at the 
Workplace is the Buzzword

COVER STORY

Flexibility is not a perk anymore, it’s a necessity. In this 

article we’ll look at the benefits of flexibility and how 

Cimpress India leverages its flexible work culture as a 

competitive advantage.

Ameya Sane is the HR Director at Cimpress India 

since 2017. An alumnus of XLRI, Jamshedpur, 

Ameya has previously worked with companies 

such as Abbott, CRISIL, and Capgemini 

gathering experience across different domains 

of Human Resources spanning over more than 14 

years.

HR Director, Cimpress India 
AMEYA SANE
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When the Covid-19 
pandemic compelled 
companies to adopt 

remote work in early 2020, it 
simply accelerated an already 
existing trend. Cimpress India 
looked at it from a longer-term 
perspective to leverage its flexible 
work culture as a competitive 
advantage. It encouraged the 
employees to balance their 
personal and professional lives by 
providing a work culture that can 
benefit both the organization and 
the employees, especially with all 
the benefits remote-work culture 
offers.

Marching 
towards a 
flexible future 
Remote workers appreciate their 
freedom as traditional offices 
could often become noisy and 
distracting. Remote work also 
allows them to plan their day to 
suit both their work and home 
lives. Cimpress India’s remote-first 
approach provides the flexibility 
to work from anywhere, be it 
home, staycation, or an office. In 
the future, offices would be used 
as collaboration centres to hold 
team meetings, to have team 
events, workshops, training, or 
presentations. Giving teams the 
freedom to work is convenient 
as well as saves commute time, 
they become more innovative and 
productive. In an internal survey at 
Cimpress India, 64 percent of the 
employees indicated that they are 
able to save commute time, and 
61 percent said they are getting 
to spend longer time with their 
family, leading to a better work-life 

balance. It’s also been observed 
that remote work enables people 
to manage their own schedules 
with an ample amount of flexibility. 
Working remotely means it 
does not matter if you live on a 
mountain next to the sea. All you 
need is an internet connection to 
work from anywhere.

Boundary-free 
work culture 
Remote- first gives Cimpress 
access to a far wider talent pool 
to recruit from. Not constrained 
by geography, the hiring process 
focuses on targeting specific skills, 
qualities, and variety. One of the 
considerable benefits of working 

from home is having access to a 
broader range of job opportunities 
that are not limited by geographic 
location. Having no set job location 
would translate as fully remote 
workers could also travel and live 
as digital nomads while having a 
meaningful career. At Cimpress 
India, a team can choose to have 
its current members work from 
different locations across India and 
meet certain frequencies for team 
collaboration, or they can opt to 
have their members work remotely 
but have them near a base 
office location for collaboration 
on a particular number of days 
per month in an office space. 
29 percent of Cimpress India’s 
employees mentioned that they 
are now able to focus better on 
their job as Cimpress gives them 
the freedom to decide on whether 
to work permanently from an office 
space or to choose remote work.

Enhanced 
employee well 
being
Remote work has refined the 
understanding of work-life 
balance. While most employers 
expected remote working to blur 
the road between work and life, it 
has improved the balance during 
the pandemic. Cimpress’s policy 
allows employees to prioritise 
essential aspects of their lives 
whether personal or professional. 
In fact, as per their internal 
survey, 98 percent of managers 
were in complete agreement that 
the productivity of their team 
during the pandemic was on 
par or higher compared to pre-
pandemic times, courtesy remote 
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Year of Incorporation: 

Market presence: 

Employee count: 

Workforce pie in% 
(across different 
departments, in India) 

Hiring pipeline (in 
India): 

Business operation:  
 
 
 
 
 

Any other interesting 
metric for the 
company: 

6th June, 2011

45+ locations across 24 countries

14,000+ team members

14% employees in India (40% tech, 4% 
business functions, 5% support, 51% 
GSO)

125 laterals and 100 joiners in next 
quarter – 600 employees in total

Cimpress India is engaged in online digital 
printing, developing digital e-commerce 
platforms, providing IT-enabled and 
business support services to its group 
companies. We solve complex customer 
demands through e-commerce and 
manufacturing capabilities. 

Our gender diversity is 70:30 and 
employee engagement quotient is 9.0

SNAPSHOT
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working together is 

about what we do, not 

where we live. Policies, 
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reviewed and, where 

needed, re-designed 

to optimize each for 
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working experience,
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remote work culture. Cimpress 
India is continuously working 
hard towards making it the new 
revolutionized normal. From hiring 
to working, remote culture has been 
a worthwhile asset for the business 
industry that is helping in advocating 
Cimpress’s goal of utilizing and 
spreading the advantages that 
technology provides.

mode. Similarly, 98 percent of the 
working employees said that they 
were confident in delivering on 
outcomes during extended “work 
from home” periods.

Lower 
employee 
attrition
From Workplace flexibility to 
overall team cohesion, this 
evolution of labor ethics will 
empower people to be more 
productive in places that are 
individually meaningful and 
contribute collectively to success. 
At Cimpress India, working 
together is about what we do, not 
where we live. Policies, practices, 
tools, and technology are being 
reviewed and, where needed, 
re-designed to optimize each for 
the most productive and engaging 

remote working experience. By 
helping employees stay on top 
of their personal lives, remote 
work results in less stress and, 
thus, greater happiness and 
productivity at work. All this leads 
to fewer employee turnovers and 
Cimpress’s overall attrition rate for 
FY21 has been 9.59 percent which 
is much lower than the industry 
average because it is known that 
people who are relaxed, well-
rested, and engaged at work are 
far less likely to depart a company 
than those that are constantly on 
the verge of burnout.

Seeing the potential and the 
outcomes witnessed in the 



48ALL THINGS TALENT
NOVEMBER 2021



49 ALL THINGS TALENT
NOVEMBER 2021

Mental health is a broad topic and 
one that hasn’t been talked about 
in the Indian corporate ecosystem 
enough. So, in the fourth episode 
of the ATT webinar - Mental 
Health: Awareness to Action, we 
explored how HR can play a role in 
mental health. 

The goal of these webinars is to 
bring the HR community together, 
foster a culture of mutual growth, 
and encourage professionals to 
communicate, exchange ideas, 
and grow as leaders by learning 
from the experiences of industry 
leaders. These talks, held once a 
month, are available live for people 
to join in and interact with our 
panelists.

For this session, Prashant Sharma, 
Manager – Marketing at Info Edge 
India Ltd, sat down with two 
industry stalwarts:

Geetanjali Wheeler - Vice 
President of Learning and 
Development, Macquarie Group

Sarabjeet Singh Gill - 
Associate Director, HR & Talent 
Acquisition at CloudMoyo

During the conversation, the three 
explored not only who can play a 
role in bringing more mental health 
awareness in an organisation but 
also what action you can take.

Q: What has been 
one personal 
positive and 
one professional 
positive for you 
since the pandemic?
Geetanjali: An integration of 
personal and professional, hybrid 

Mental Health:  
Awareness to Action

HR leaders offer practical 

insights on how organisations 

can be more aware of mental 

health and take necessary 

actions. 

FOCUS
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working is the biggest positive 
post-COVID. It brings the best 
of two worlds, allowing me to 
feel empowered and make the 
right choice based on what needs 
attention - my work, family or 
health.

Sarabjeet: On a personal front and 
as a new parent, it’s the ability to 
spend time with my kid. COVID 
became a blessing in disguise for 
families and relationships. The 
professional front is the new wave 
of tools enabling everyone to work 
from anywhere, helping individuals 
stay local but global.

Q: Is mental 
health wellness 
and a program 
specifically for it an 
HR’s responsibility? 
How do we build 
capabilities to 
manage mental 
health situations?
Sarabjeet: A recent report 
states that 17 percent of the 
Indian population is impacted 
by depression, anxiety, and 
mental stress. That tells us the 
responsibility of mental health 
wellness lies with each one of us. 
That said, HR can be in the driver’s 
seat to execute such a program 
and guide the organisation.

To build those capabilities, 
we need to acknowledge and 
normalise the gamut of feelings 
affecting employees. Also, create a 
stress-free environment, expressly 
because personal and professional 
lives are blurred now. 

A few best practices for mental 
health wellness are forced time 
off and wellness allowance. 
If your budget doesn’t allow 
this, get creative, like investing 
in virtual social interactions. 
Use collaboration tools where 
people can have water cooler 
conversations. Start with coffee 
breaks within the project teams or 
with HR.

Geetanjali: It’s everyone's 
responsibility because there is a 
strong connection between an 
individual and the organisation. 
Mental wellness impacts how 
we perform at work, how we 
perform at work impacts our 
team's performance, our team's 
performance impacts the 
department’s performance, and 
that impacts the organisation's 
performance. Essentially, one 
person can have a domino effect.

As to building capability, those 
do not form unless it is on the 
CEO’s agenda. Once it is part of 
the agenda, it gets measured. 
And what gets measured gets 
improved as well. 

Furthermore, let HR be the core, 
the anchor, but work on training 
and sensitising managers. At the 
individual or team level, create 
employee network groups, led by 
an employee, where people come 
together to share and brainstorm. 

Q: Do you think 
mental health 
frameworks and 
perks will come 
into play a lot 
more in the coming 
time while hiring 
and attracting top 
talent?
Sarabjeet: Providing a wellbeing 
framework will become one 
of the key differentiators for 
organisations when recruiting 
or retaining top talent. 
This goes beyond low-cost 
healthcare benefits, culture, 
and unlimited time off. People 
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want organisations that invest 
in employee wellness and where 
they can share with the leadership 
team. 

It's not only about employees. If 
organisations can bring the entire 
family as part of executing the 
program, that will go a long way in 
retaining employees.

Q: What are the 
apparent signs 
of being mindful 
of mental health? 
And can the initial 
steps be handled at 
a managerial level 
across the teams 
using sensitivity 
training and 
standardization? 
Geetanjali: The triggers of mental 
health issues are never single fold 
and occur at home, at work or a 
combination thereof. And yes, if 
you are mindful of early signs, help 

is possible. Look for small isolated 
incidents like being withdrawn, 
extremely low, taking a lot of time 
off, getting frustrated easily or 
showing a dip in performance.

The early conversations can 
be easily handled with some 
managerial sensitivity and 
awareness. Training is a starting 
point for developing the skills of 
managers. But for it to be effective, 
you have to ring-fence. Tie all the 
efforts together, be it leadership-
connect sessions, wellness 
programs or training, and make it 
work like well-oiled machinery. 

Also, teach managers to stay 
connected. Use the check-ins 
to find out what is happening in 
another person's life, not merely 
to-do actions or performance 
conversations. Make them a ritual. 
That will give employees time 
to develop trust and managers 
to understand the person well 
enough to judge warning signs. 

Timing is just as critical. 
As is equipping managers 
with tools and resources to 
assist themselves. Another is 
encouraging people managers 

to talk about their vulnerabilities, 
how they are taking care of their 
wellness, and what challenges 
they are facing. It pushes others 
to share as well, and that leads to 
peer learning and support.

  

Q: As an HR leader, 
what would you 
recommend if 
an employee is 
diagnosed with 
either depression 
or extreme 
aggression?
Sarabjeet: The first step is to 
offer flexibility in terms of work 
arrangements, be it time off, a 
longer sabbatical, part-time work 
or reduced hours. Give them time 
to invest in health. Tie up with 
insurance companies to ensure 
that the cost of consulting a 
professional is covered, and the 
employee doesn’t have to worry 
about the financial aspect of 
getting treatment.

21%
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The second step is to sensitise teams 
without disclosing any information. 
Talk about it and try to model healthy 
behaviours. Since the underlying 
reason for a lot of stress is a lack of 
routine, I recommend establishing 
one. Work out a fixed schedule with 
the respective managers, particularly 
if you follow a remote setup. 

A piece of advice given to us by a 
counsellor is to have a dedicated 
space in your home as a mini-office. 
It helps create a psychological 
disconnect. Once you are out of that 
chair, you know the work hours end 
and your personal life begins. 

Q: Moving from 
awareness to action, 
how does one handle 
someone diagnosed 
with a mental health 
issue?
Geetanjali: Treat mental illness more 
sensitively than physical illness. 
For that, we need to eliminate the 
surrounding stigma. Next, offer the 
individual the flexibility of choice. In 
addition, empower managers who 
have an actual case within their team 
because they may not know how to 
deal with the specific mental issue. 
Keep in mind, being aware is very 
different from genuinely facilitating 
someone’s journey to recovery.

Q: How can we 
let a business own 
a mental health 
champion agenda 
rather than make it 

an HR initiative? 
How do you get 
senior leadership on 
board?
Sarabjeet: A McKinsey report 
finds 54 percent of employees 
leave because they don't feel 
valued by their managers, while 
51 percent of employees leave 
because they don't feel a sense 
of belonging at work. A wellness 
agenda takes care of both aspects. 
So, that’s where you hit the senior 
leadership. Make it clear by not 
investing in mental health, they’ll 
have a higher attrition rate. 

Geetanjali: As someone who has 
worked with organisations that 
see the benefit of mental wellness 
and those which didn’t, my advice 
is to have faith. Keep investing and 
reinforcing the need for a mental 
health agenda because you're 
absolutely right. You will open a 
door one day.

Q: What would 
be a general or 
standard mental 
health framework 
from an HR point 
of view within an 
organisation?
Sarabjeet: Don’t focus on just 
one aspect. Four intrinsic human 
factors add to everything—
physical, mental, spiritual, and 
financial. Work on each of them. 

Geetanjali: I’ll share a tip here. 
Keep hunting for a mental health 
champion, and when you find 
the first one, make them your 
ambassador. Also, when you email 
employees to attend sessions, 
send it from leaders, it gets the 
stone rolling, and slowly things 
begin to change.
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The Implications of the Massive 
Digital Shift in the Work 
Environment Post Pandemic

COVER STORY

The Covid-19 pandemic has led to an inevitable surge in 

the use of digital technologies with the advent of remote 

workspaces. The article explores how these changes have 

impacted businesses and forced the adoption of new 

ways of working. 
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responsible for the delivery of key accounts, sales, 

pre-sales, consulting, and vendor management. 
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The Covid-19 pandemic 
that hit the world in 
2020 has accelerated the 

digital transformation across the 
globe. The spread of the virus 
ensued a swift adoption, pushing 
government and businesses to 
go digital for the smooth running 
of their operations. Many of 
these changes resulted in drastic 
widespread tech adoption which 
would have otherwise taken a 
long period. So, some tech gurus 
say, the pandemic acted as a 
blessing in disguise that nurtured 
transformation, especially in 
various citizen-centric schemes. 
They also say that more adoption 
of technology means more 
transparency in the rendering of 
service. However, the question is: 
Are we ready for such an abrupt 
reaction in using technology?

Everything has changed, the 
way we do business, the way 
we interact with people, and 
the way we work. Gone are the 
days where physical spaces and 
designated cabins were allotted to 
personnel, interconnected teams 
and crews recruited, paperwork of 
various portfolios were compiled 
physically, and many more. This 
pandemic created a new wave 
of the digital revolution with the 
advent of digital workspaces 
which was never experienced 
before.

Many companies around the world 
have risen to the occasion, acting 
swiftly to safeguard employees 
and migrate to a new way of 
working that even the most 
extreme business-continuity plans 
hadn’t envisioned. During this 
vulnerable pandemic, physical 

workstations were closed and 
there was a massive rift among 
the employees, which eventually 
slowed down the company’s 
processes. The emergence of the 
digital workspaces established a 
foundation for a new beginning 
and the workstyle helped to 
retain the entire management on 
the same page virtually. Across 
industries, leaders will use the 
lessons from this large-scale 
work-from-home experiment to 
reimagine how work is done. The 
pandemic has forced the adoption 
of new ways of working. 

The transition 
into the virtual 
workspaces
A new stream emerged from 
the traditional main flow, which 
was the introduction of virtual 
workspaces and virtual work life. 

Virtual Workspaces are meant 
to replicate physical workspaces 
in the real world. An individual’s 
transition in this virtual phase falls 
on the brighter side, providing 
them the much-needed flexibility 
to maintain their work-life balance 
and perform at their very best 
remotely. From an organizational 
perspective, the individual’s 
flexibility and the quality of their 
respective performances further 
motivate the superiors to attract 
and retain top talent with remote-
working policies.

Users bridge the physical distances 
by using an array of technological 
tools that are designed to foster 
imminent communication and 
collaboration. Several work 
management tools such as Zoho 
Workspaces, StudioCloud, and 
many others, provide a platform 
for synchronized work establishing 
a virtual work culture. These 
digital workspaces encompass 
all the modern technological 
innovations that collaborated 
together to produce a digital 
work environment with people 
originating from different 
coordinates around the globe. It 
has also been seen that with the 
arrival of such digital workspaces, 
there was a 22 percent increase in 
employee satisfaction, employee 
retention rate rose to 85 percent, 
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Virtual Workspaces 

are meant to replicate 

physical workspaces 

in the real world. An 

individual’s transition 

in this virtual phase 

falls on the brighter 

side, providing them 

the much-needed 

flexibility to maintain 

their work-life balance 

and perform at their 

very best remotely.
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The broader impact 

of these technologies 

has proportionately 

increased the rate 

of productivity 

among employees 

and also the business 

tactical growth. 

Messages, proposals, 

and payments are 

instantaneous and 

also at the fingertips 

of the beholder, 

eventually prospering 

faster business deals 

and enriching the 

company’s growth by 

working remotely.
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and also employee productivity 
increased by 8.3 percent.

Technological 
implications in 
workspaces
The collateral systems are far more 
developed and integrated in terms 
of advancements and features. It 
has become a growing necessity 
for all firms to match and upgrade 
themselves to the ongoing digital 
trend. From that perspective, we 
do see a massive transformation 
in a narrow period of just 2 
years, from communication and 
collaboration tools in the cloud, 
to seamless integration of mobile, 
to real-time processing and 
instant access to large amounts of 
data. These technologies though 
prevalent didn’t gain much traction 
as they did in this current timeline. 

The broader impact of these 
technologies has proportionately 
increased the rate of productivity 
among employees and also 
the business tactical growth. 
Messages, proposals, and 
payments are instantaneous 
and also at the fingertips of the 
beholder, eventually prospering 
faster business deals and enriching 
the company’s growth by working 
remotely.

Establishing mainstream 
communication and managing 
various teams was a bit 
challenging remotely. But now, 
with emerging video-conferencing 
apps such as Zoom, Microsoft 

Teams, Skype, GoogleMeet have 
made collaborative communication 
a piece of cake and cloud-
based file-sharing platforms like 
GoogleDrive, DropBox, Microsoft 
OneDrive, and storage tools not 
just help manage to exchange files 
but also lets you collaborate and 
work. These cloud-based servers 
provide easy access from across 
any device and any remote place, 
thereby promoting effective work 
culture among employees.

Adoption of 
technology 
acting as a 
trigger point
Throughout this digital 
transformation phase, several 
companies have been forced to 
adopt and adapt to the ongoing 
emerging technologies. The 
main question that arises is 
how adaptive is the company in 
appreciating and implementing 
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Founder: 

Employee count:

Market presence:  
 

Business operation:  
 
 
 
 
 
 
 

Differentiating factor: 

2012

Raj Darji 

150+

70 -80% of workforces in India; 20% in 
the US and Canada

Aarav Solutions is a global product 
engineering and IT consulting 
services provider. Our clientele comes 
from a broad array of industries – 
Telecommunications, Banking & Finance, 
Government, Power and Utilities among 
various other B2B segments. Our goal is 
to empower businesses in their quest for 
digital transformation with our expertise.

Since inception, the company has 
promoted work and life balance by 
allowing flexibility of workplace and time. 
Remote working culture existed from day 
one as a policy.
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new technology in its organizational 
structure. This particular question 
gauges how successful an 
organization might function or bad it 
might crash. 

Some of the organizational bane that 
barricades technological adoption 
are cost, complexity, and improper 
acquisition of the right talent crew. 

The digital transformation of the 
whole will lead to an impeccable 
organizational change, which 
includes eradicating traditional 
methods and implementing 
newer grasps in changing their 
management systems or in 
developing their new products and 
services. The important insight 
here is how this change happens 
from within and throughout. Some 
of these insights to be observed 
with a keen eye are the technology 
infrastructure the company might 
rely on, the knowledge and 
resources the management already 
possesses, and most importantly, 
the managerial commitment to 
change to the upcoming technology 
implementation. With factors such 
as the right infrastructure, supreme 
training, and setting up a virtual work 
culture, the adoption of technology 
can be achieved at a faster pace.

Several disruptive technologies 
are being innovated every single 
day. As days pass, a better version 
of the existing tech pops out. It is 
not feasible to implement all the 
adaptation of the tech. It is also 
necessary for the organization to 
opt for the right one that would not 
just propel the company’s future but 
also fulfill the learning ability of the 
employees at the same time.



57 ALL THINGS TALENT
NOVEMBER 2021

Bringing Back the Workforce - 
Insights into the New Normal 
Office Space

COVER STORY

As organisations plan to bring their workforce back to 

the office, employers must carefully plan how to safely 

reintroduce them to the workplace. Here is how Mitsogo 

ensured a safe return of its employees to the office. 

Apu Pavithran is the founder and CEO of 

Hexnode (Mitsogo) Inc. Recognized in the IT 

management community as a consultant, speaker, 

and thought leader, Apu has been a strong 

advocate for IT governance and Information 

security management. 

Founder and CEO of Hexnode (Mitsogo Inc)
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The Coronavirus threw us all 
into a new reality that we 
had very little experience of, 

and remote work became the new 
norm. Now, as the quarantines 
and restrictions loosen, companies 
around the world are bringing 
their people back to the office. 
Although the Covid-19 spread has 
decreased, it is still a formidable 
threat. It is hence the responsibility 
of the company to ensure the 
safety of the employees returning 
to the physical workplace. I’ll 
shine some light on the strategies 
Mitsogo implemented for the 
employees’ safe return to the office 
and our plans to navigate in a 
post-Covid world. 

(Mitsogo is the home of 
Hexnode UEM, the award-
winning unified endpoint 
management solution)

For a security-based company 
like ours, maintaining high-
quality, uninterrupted calls is a 
prerequisite. The support team 
always needs stable and reliable 
internet for customer calls and 
the QA team needs access to 
multiple testing devices. Being 
a SaaS business, the DevOps 
team needed to be present at 
all times to manage the servers. 
These concerns were addressed 
by shifting the servers and the 
mission-critical teams to a safe 
and temporary guest-house — 
a bio-bubble, from which they 
worked. Meanwhile, the rest 
of the teams like marketing, 
development, etc worked from 
home. And with the restrictions 
relaxing, we started strategizing 
the necessary steps for the return 
of the workforce. 

Securing the 
office 
“Everything we do before 
a pandemic will seem 
alarmist. Everything we 
do after a pandemic will 
seem inadequate. This is 
the dilemma we face, but 
it should not stop us from 
doing what we can to 
prepare.” 
-Michael O. Leavitt, Former 
Secretary of the US 
Department of Health and 
Human Services, in 2007 

Perceived through the eyes of 
Covid-19, Michael Leavitt’s quote 
from 2007 now seems clairvoyant. 
Today, as we come out of the 
lockdown mode, organisations 
around the world are waking up to 
a new and different normal.
Zero-touch sanitizer dispensers 
are placed at every entry and 
exit in the office premises. The 
temperatures of all the staff are 
taken before they are allowed 
inside. We took adequate steps 
to ensure maximum protection 
from the deadly virus the world is 
facing. Cabs have been arranged 
for transportation to prevent our 
employees from using public 
transport facilities. We made 
sure that strict social distancing 
practices are being followed even 
inside the cabs. Today all meals 
are served in the office cafeteria 
and additional refreshments and 
beverages are available in the 
office itself. These measures help 
to reduce the points of outside 
contact and decrease the risk of 
infection from external sources. 
The seating is positioned following 
the necessary protocols and the 
office is sanitized from time to 
time, as necessary. Ultraviolet 
lamp kits are retrofitted into the 
fan coil units of our air conditioning 
unit. The radiation is lethal to 
microorganisms like the SARS-
CoV-2, the virus responsible for 
Covid-19 and the AC unit operates 
24/7 to disinfect and clear the air 
inside the office.  

Even with such upgrades in the 
office, Covid cases were bound 
to show up. So we converted one 
of our conference rooms into an 
isolation space besides renting 
another additional office space 

C
O

VER
 STO

RY

We recognized 

the importance of 

vaccinating our 

workforce and held a 

vaccination drive for 

all our employees free 

of cost. So, today the 

entire workforce is 

fully vaccinated. But 

that does not mean we 

are relaxing. Since 

cases of Covid can also 

be asymptomatic, we 

conduct RT-PCR tests 

for employees every 

month.
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that can serve as a quarantine 
office. We continue to conduct 
orientation programs on Covid 
safety precautions with certain 
teams monitoring the whole 
force. Even mealtimes are now 
scheduled and separated to avoid 
overcrowding inside the cafeteria. 
Being a highly disciplined 
workforce, the team adhered to the 
protocols and made the process 
easier.

Prevention is 
better than 
cure 
We recognized the importance 
of vaccinating our workforce 
and held a vaccination drive for 
all our employees free of cost. 
So, today the entire workforce 

is fully vaccinated. But that 
does not mean we are relaxing. 
Since cases of Covid can also 
be asymptomatic, we conduct 
RT-PCR tests for employees 
every month. We have made 
N-95 masks mandatory for all 
employees coming to the office, 
which is provided by the company.

The ever-
expanding 
horizons
Expansion and hiring employees 
proved to be a herculean task 
in a post-Covid world, but, with 
the support of a committed team 
managed it successfully. We 
recently opened a Chennai office 
in India - an even bigger office, 
housing around 500 employees. 

Covid brought many 

obstacles in the hiring 

process, but we adapted 

by implementing online 

tests and conducting 

remote interviews. 

We are planning to 

recruit more than 

250 freshers through 

campus interviews 

from universities and 

colleges across India in 

the coming months.
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What key changes as 
the company goes on 
`Back to Office’:  

 
 
 

 

Business operation:  
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2013

Apu Pavithran, Sahad M, and Bijo Paulose 
John

Customers in over 120 countries, led 
by the USA and Canada. Most of the 
employees are based in India.

220 

250 freshers in one year

 
– Called employees back to work in 
stages – incorporating different shift 
timings to ensure the office was never at 
total capacity.

– Employees are given N95 masks at the 
beginning of every month, and sanitizers 
are installed in different places to ensure 
maximum safety. 

– Covid protocol was strictly implemented 
too. 

Mitsogo is a B2B SaaS company and 
Hexnode is the flagship product. It 
provides unified endpoint management 
solutions to other organizations. 

Mitsogo’s primary focus is on the quality 
of work and hard work put in by the 
employees, regardless of gender. 
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This is in addition to the office in 
San Francisco, USA and Kochi, 
India. 

Covid brought many obstacles in 
the hiring process, but we adapted 
by implementing online tests and 
conducting remote interviews. 
We are planning to recruit more 
than 250 freshers through campus 
interviews from universities and 
colleges across India in the coming 
months. In addition to the campus 
placement programs, we are hiring 
experienced candidates for various 
positions through the website and 
by online consultations. By this 
time next year, we are planning to 
double our workforce. 

Thoughts on navigating the 
pandemic and the road ahead
As a CEO, steering the enterprise 
through an all-pervading pandemic 
was challenging. The pandemic 
manifested the flexibility of the 
workforce. Work will never be the 
same and the future of work will 
be a hybrid approach combining 
the best of office and remote 
work. As a business leader, it’s 
imperative to understand the 
challenges and hindrances that 
an ordinary employee will face 
while working through the post-
Covid scenario. So, it is essential 
to be empathetic to the concerns 
that the workforce exhibits. The 
productivity of any team can be 
attributed to the transparent 
communication and the trust 
established between the C-suite 
leaders and the employees. Our 
mission is to be an authentic 
organization, a workplace where 
efficiency, trust, and culture merge 
in harmony.


