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Last year this time, a lot of companies in the world
of business were knee-deep in the IPO tide. Some 16
companies had gone public by March 2021, compared
to just three so far this year. A definite slow start for
2022, possibly because several companies are already
swamped in the logistics of rolling out back-to-office
policies, encouraged by waning Covid-19 cases. However,
the IPO pipeline continues to remain strong with over 35
companies already holding SEBI approval for a listing and
fresh names are added to the waitlist every other week.
In this edition, we look at the IPO journey of a company
through the human capital lens. At the foundation,
regardless of a good business model, governance makes all
the difference between a failed IPO and a successful one.
And that governance is core to HR's DNA. Beyond that,
HR faces several other issues that come crashing together.
For example, an organisation with a listing plan needs to
be structured and banded, compliant, transparent, and
well-articulated. HR cannot afford to be in a slow river of
change when businesses are in a bona fide tornado. As
a result, colossal shifts are taking place pushing the HR
department to advance itself to meet the changing needs of
the employees and business.
The team at All Things Talent spoke to several key
industry leaders to discern the role and evolution of HR
in a company that's already listed or soon to go public.
Himank Tripathi, President- External Affairs & Investor
Relations, EaseMyTrip, believes IPO is a great way to
attract new hires as everyone is looking to join a company
with a bright future while Nandini Mehta, CHRO, Metro
Brands Limited explains how HR automation comes in
handy during the entire listing process. Pratima Pinto
Thomas, HR-Head, FINO Payments Bank spoke about
institutionalising the processes post getting listed and how
they made it happen. Meenakshi Priyam, Group CHRO,
udaan, discussed with ATT how the B2B e-commerce
company looks at their listing plans in terms of talent
acquisition and work culture.
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Piyush Somani, MD & Chairman, along with Komal
Somani, Whole Time Director, ESDS Software Solutions,
which has already received the SEBI nod, talked about
the various do's and don'ts of preparing for an IPO. Dr
Sriharsha Achar, Joint ED & CHRO, Star Health and
Allied Insurance Co. Ltd. explained how the firm's work
culture remained unaffected during the IPO process. Our
conversation with Rajesh Derhgawen, CHRO, Nippon
Life India Asset Management Ltd (NAM-INDIA), which
went public in 2017, highlighted how the employees of
the firm have become more conscious and cautious about
several compliances.
Hence, it became important to know from an
experienced player how an organisation inching towards
an IPO can keep HR processes agile and in control.
Krishnamurthy Shankar, Executive Vice President,
Group Head, Human Resource Development, Infosys,
told ATT how strong governance is of utmost importance
while planning an IPO and more.
Apart from that, in this edition, we also have Ashish
Kumar Singh, CHRO, Meesho talking at length about his
company's trendsetting boundary-less workplace model.
In a nutshell, enhancing the employee experience
and positive investments in HRMS, engagements,
learning and development, career development, people
care, and well-being are all needed to be part of the
planned strategic initiatives. This is made easy by tech
investments in HR since the responsibility of enforcing
diligence falls on the shoulders of the HR departments
anyway.
Happy Reading!

Write to us
naukrihiringsuite@naukri.com
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HR’S ROLE IN
DESIGNING

In 2021, Initial Public Offerings (IPOs) made the headlines in India as 63 companies
raised Rs 1.2 lakh crore
through IPOs—the highest
amount ever raised in a single
calendar year and more than
four times the amount raised
in 2020 (₹26,628 crores)

AN
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Going public is a transformational
event for any organisation. It
forever changes how a company
goes about doing business as an
IPO affects the whole organisation
in terms of the requirement for
new skill sets, additional talent,
etc. Going public also means
new terminology, greater public
scrutiny, and regulations. Entering
the world of IPOs where there’s
no how-to manual can seem a bit
daunting which is why thinking
through new requirements in
advance and building the right plan
can help an organisation make the
right moves at the right times.
The IPO journey for a company
typically begins at least 12 to

The IPO journey for a
company typically
begins at least 12 to
24 months before
going public and continues well beyond it.
Thus, while an IPO
should be a momentous event for an organisation, company
leaders should not
treat an IPO as the
end game.
24 months before going public
and continues well beyond
it. Thus, while an IPO should
be a momentous event for an
organisation, company leaders
should not treat an IPO as the
end game. Rather, they should
recognise the IPO event itself as
a life-changing journey from the
private realm to the public markets
where they should be prepared
to face numerous leadership
challenges ahead. The CEO and
the leadership team need to
strike the right balance between
executing the IPO transaction and
managing the everyday operations
of the organisation. They simply
can’t take their eyes away from
the day-to-day activities believing
that the company’s culture will
be strong enough to sustain
the business without active
management.

This is why a firm’s survival and
growth are dramatically impacted
by HR investments as potential
contributions of human resource
management can’t be ignored.
HRM systems and processes
play a crucial role in enabling
an organisation to achieve a
successful IPO and impact firm
performance at the time of the
IPO and after the IPO. Dr. Theresa
Welbourne in her 2010 report
“HRM in IPOs” states that the
higher the rate of change, the more
important the HR factors. Another
study discovered that the presence
of HR executives in senior
management was favourably
associated with post-IPO firm
growth.
PwC's ‘Roadmap for an IPO’
research suggests that proactively
addressing an organisation's
human resource issues in the
context of an initial public offering
can increase the likelihood of a
successful offering. Executive
compensation and making sure the
organisation has an appropriate
depth of talent are examples of
two key areas of focus.
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In 2021, Initial Public Offerings
(IPOs) made the headlines in
India as 63 companies raised Rs
1.2 lakh crore through IPOs—the
highest amount ever raised in a
single calendar year and more than
four times the amount raised in
2020 (₹26,628 crores) as per The
Economic Times report. 2021 was
a record year for fundraising not
just in India but the world over.
As per an Ernst and Young report,
Indian companies mobilised $17
billion through IPOs, accounting
for 3.75 percent of the global IPO
proceeds. The report further states
that there is a strong pipeline for
Indian IPOs in 2022. Key factors
that fuelled the IPO market in India
are strong investor sentiments,
low-interest rates offered by
banks and non-banking finance
companies, evolving regulatory
reforms, strong retail participation,
ample global liquidity, new-age
tech startups, huge dry powder
investments, and the Indian
growth story.

Therefore, while the IPO wave
continues in India, organisations
need to look at their IPO journey
through the lens of human capital.
If an investment is to be made, it
is to be made in the human capital
that drives the business and not
just the business itself and they are
mutually exclusive.

Key parameters to
keep in mind while
going public
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managing the business and
complying with all the legal/
government requirements.
You'll need skilled specialists
(who have extensive IPO
experience) on board, such
as auditors, underwriters,
and counsel, in addition to
a qualified management
team and conduct business
through a clear organisational
structure.

Concentrate on how the IPO will
affect the company. The shared
vision and mindset of the financial,
legal, and human resources
departments is a vital feature of
this. There will also be obstacles
from a culture, organisation, and
people perspective. To address
some of these challenges, develop
a work playbook — not just about
the IPO, but about the people and
business. We can divide it into the
following categories:

• What corporate
initiatives do we
need to take on?

Going public can be a very
complex process as operating
a private firm for a small group
of investors is vastly different
from operating a public
company with a large number
of stockholders. Your actions
will be much more visible,
necessitating a more formal
and transparent approach in

8

• How can we remain
consistent with
the organisation's
overall corporate
culture and business
strategy?

March 2022

A transformative event like
IPO and the changes it brings
along with it can best be
managed through strong,
proactive, and accessible
leadership. Embracing
transparency and encouraging
employee communication

throughout the change
process can help maintain the
desired culture and business
strategy.

• How can
compensation and
trading policies be
planned ahead of
time?

For achieving a successful
IPO, preparation is critical.
The development of a
compensation strategy
and philosophy that guides
compensation decisions at
the company and relates to
organisational purpose should
be done in advance.

• What kind of
infrastructure do we
need going forward?

The most successful IPO
candidates typically invest two
years or more in developing
business processes and

infrastructure, recruiting
executive and advisory
talent, addressing financial
and reporting issues, and
securing the board of directors
and other key stakeholders'
commitment to their strategy.
To get ready for an IPO, it is
crucial to build capital market
infrastructures and/or make
structural adjustments.

the focus is on looking to
ensure that you don’t lose
key employees during the
transition. Whereas privately
held companies typically focus
on stock options, long-term
incentives (LTIs) at the heart of
post-IPO equity compensation
strategy will encourage
long-term commitment and
retention from employees.

• How do we continue
to maintain and
grow our company?

There is, however, another
viewpoint worth addressing
here, that of “sudden wealth
syndrome”. In this scenario,
employees with share option
grants on generous terms
from early in the company’s
life cash in on a successful
flotation and become wealthy
overnight. Some people will be
able to adjust to the shift more
easily than others. Some might

Growth is a major goal for
most companies, but rapid
expansion poses considerable
obstacles. However, the better
prepared a company is, the
more efficient and successful
it will be.

continue to work well and
merely enjoy the benefits of
their good fortune, but some
may struggle for focus and
motivation, whereas others
– depending upon the scale
of the windfall – might resign
and retire to a remote beach.
To avoid this, organisations
can try to engage with
individuals on intrinsic (selfsustaining source of fulfilment
and performance) motivations,
rather than relying heavily
on less powerful extrinsic
(performance bonuses,
promotions, salary increases,
etc) concerns.
Alibaba since its early days,
recruited third-party advisors to
train its employees on not only
how to manage their riches but

Challenges facing a
company on the road
to becoming publicly
listed
•

One of the main challenges for
an organisation is to educate
both itself and its employees
about the implications of
going public for internal equity
compensation practises.
Beyond that, it will be critical
to define an overall vision
and create a clear plan that
will have the desired effect of
reassuring key personnel and
managing retention. For this,
organisations should formulate
a ‘compensation policy’ that
will guide all elements of how
they compensate executives
and other staff after the IPO.

•

Amid the upheaval associated
with going public, most of
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to also focus on setting personal
goals beyond making money.
"Even back when I joined Alibaba
in 2000, the company was very
aware of the effect that sudden
wealth could have on a company
and its employees," says Porter
Erisman, a former Alibaba
employee and the producer
and director of Crocodile in the
Yangtze, as per Reuters report.
"We set the company goals
in terms of how Alibaba could
provide value for the customers
and society as a whole, rather than
how much money Alibaba brought
in."

How to maintain and
grow a work culture
before and after
getting listed?
A company having a great culture
can position it for long-term
growth. An organisation's culture

10

should stay reflective of the
company’s DNA as a clear bridge
between the company’s culture
pre-IPO and post-IPO reflects
strongly in the public markets.
However, this is not as easy as it
sounds. While gearing up for a
post-IPO world, the organisation
must consider the needs and
requirements of shareholders.
As a result, the post-IPO world
requires a renewed emphasis
on strong and inclusive culture
development since the presence
of shareholders will alter the
existing culture balance. So the
IPO process should be a structured
and managed transformation of
the people, processes, and culture
of an organisation. Furthermore,
if flexing the culture starts once
the IPO has completed and
post-IPO culture is not part of
the transitional design then the
business will be caught off guard
and will be behind the curve. For
this organisations need to keep in
mind the following points:
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•

•

•

•

•
•

Adopting leading practice
corporate governance
principles
Planning relationships with
shareholders and reporting
policies that protect their
interests
Working on employee
wellbeing and engagement
with the new structure
Creating a sensible
management compensation
structure
Reviewing the company values
Deciding how to report on
People & Culture to the Board
and various committees

All successful IPOs have a unique
component: Their business culture
doesn’t end with an IPO but a
successful IPO will start with a
good business culture.

CONCLUSION

An IPO is a life-changing event
that necessitates the collaboration
of many different parts of a
company to achieve a similar
goal. From building legal and
tax structuring, cultivating a
progressive corporate culture,
creating new governance
structures, developing the
equity story, providing input
into valuation, identifying and
educating key investors, and
readying the organisation for life
in public avenues, there will be
multiple workstreams. For many
organisations, this will present
a considerable cultural shift and
period of adjustment. Investing
in strong, innovative, and fast
HR teams, setting expectations
judiciously, establishing confidence
and trust among employees
and investors, and enlightened
leadership will increase an
organisation's chances for a

STAGES OF

IPO

PREPARATION
Phase 1:
IPO Planning

1

2–

24

m on

t h s p r io
r to IPO

A thorough IPO readiness assessment and diagnostic
for becoming publicly-traded
Evolve policies & practises
Build a relationship with investors, analysts, press, etc
Educate employees

e 2:
Phas
IPO Transaction
to
1–6 months prior
Set the target IPO timetable

2–

1

Build the right team/assign roles

IP O

24

Document creation, SEBI ﬁling

m on

t h s p r io
r to IPO

Launch the investor roadshow, to attract the right investors
Be ready for the 'day after’

Phase 3:
Being Public

Deliver on your promises as a public
company that attracts more media attention
Mobilise investor relations
Manage investor expectations
Deliver high-quality external reporting and disclosures,
and good corporate governance.
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Strengthening Governance and Hiring
the Right Talent Are Important

While Preparing for an

IPO
Krishnamurthy Shankar
EVP, Group Head - HR, Infosys
Shankar is the Group Head of Human
Resource Development at Infosys.
In this role, he is responsible for
envisioning employee experience and
driving the talent and organization
strategy. He has over 30 years of
experience and has led HR functions in
organizations like Bharti Airtel, Philips,
Hindustan Unilever and Unilever.
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In this special interview, Krishnamurthy Shankar, Executive Vice
President, Group Head, Human Resource Development, Infosys
gets candid about his new book ‘Catalyse’ and why he calls it
a ‘contemporary HR playbook’. Talking to All Things Talent, he
explains in detail how HR should prepare for an IPO, the tech
talent conundrum, and the impact of going public on the firm’s
human capital.

The Indian market
has seen over 60
companies go public
in 2021. What role
does HR play in
institutionalising the
company making it
public ready?
Going public brings many
responsibilities of governance.
You are now accountable to all
shareholders as well as other
stakeholders, and society. Your
reputation becomes critical. And
reputation can only be managed
by the right culture, the right
processes, and the right people.
This is where HR comes in.
First, strengthen key processes
related to people and governance.
Second, get the right talent to fill
up key roles well in time so they
can build their teams. And third,
focus on ensuring that leaders
and employees exhibit the right
behaviours - that will be the
foundation of your culture.

In a legacy/promoterdriven organisation, my
suggestion would be
for HR to continuously
speak to the leaders
and take small steps
to get the initial wins.
Rather than focussing
on big words and
presentations, they
should plan small
steps and make the
difference.

How does a deep
understanding of
people systems help
maximise human
potential?
The simple fact is this - if you want
to get your people to be at their
best, there are two key levers. First
is your leadership style - how do
you lead and inspire your team.
But this affects only a small group
of people working directly with
you. The second and more scalable
way is to design the right people
systems, in the right way. Systems
to do with building a fair and
inclusive workplace, attracting and
hiring people, driving execution
and ensuring results, building a
competitive cost base, building
your future leaders, ensuring
people learn relevant things, and
so on.

How can companies
be better prepared

SPOTLIGHT
for the Back to Office
aspect?
The focus should be on employee
well-being, showing care and
compassion for the employees
and supporting those who may be
badly affected by it. It is best to get
as many people to work from home
as possible during this time. As the
wave recedes, each organisation
will have to work out a flexible
hybrid model that is best suited to
its needs and meets the aspirations
of its people. I emphasise the word
‘flexible’ here because nothing will
be constant - the situation in 6
months will be different from now
- so we have to keep assessing
the environment, listening to our
people, and deciding the right
approach for the context.

Some of the large
institutions in the
country are built by
visionaries. Do you
think HRs can be
institutional shapers
for a company?
Of course, we have seen that
in many organisations, HR has
been at the forefront of building
the institution by shaping the
values and culture. For example,
if a company does very well even
after a successful CEO leaves the
company, that would be due to
the institution-building that has
happened. And institutions are
built through the right talent and
culture - and HR plays a key role
here. Three key pillars are needed
to build an institution. First, it
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Three key pillars are
needed to build an
institution. First, it
should have a larger
purpose, a clear longterm mission. Second, a
clear set of values that
everyone stands by.
And finally, a focus on
developing leaders and
talent for the future.

should have a larger purpose, a
clear long-term mission. Second,
a clear set of values that everyone
stands by. And finally, a focus on
developing leaders and talent for
the future.

What is your
observation on the
crisis of tech talent
availability from your
past experiences?
How are Indian IT
firms playing a larger
role in tackling
skilling-related
challenges?
We have seen a big jump in the
demand for tech talent. That’s

March 2022

because of the huge growth in
the cloud and digital businesses,
and many organisations trying
to transform and become more
digital. There has been a sudden
spurt after a bit of lull last year due
to the pandemic, that’s why we
are seeing a huge talent crunch.
The Indian IT services firms have
been at the forefront of developing
talent. The industry hires close to
3 lakh fresh engineers each year
and trains them. Over the last
few years, many companies have
worked on reskilling - training
people from traditional services for
digital skills. The reskilling agenda
has been critical to meet many of
the demands of talent in digital
and cloud businesses.

A significant pool
of talent trained by
large IT firms are
picked up by startups
-- this trend is more
pronounced this year.
What's your view on
this? Does this affect
the culture building
in startups?
This is natural. There is a big
demand even in the startup
ecosystem as there is now plenty
of funding available. However,
startups also have access to other
talent pools, apart from large
IT companies, and they end up
getting diverse talent. I agree
it is then important to build a
consistent set of values across
all segments and work towards
a standard set of behaviours
and culture. Companies will now

SPOTLIGHT
increasingly have very diverse
people and they will have to work
towards creating a culture where
each of them will feel included
and contribute and grow in the
organisation.

The Great Hiring
Drive has also
accelerated attrition
rates (across
experience levels) as
potential candidates
have multiple job
offers at hand. Is this
normalised? What is
the global situation?
Attrition globally has increased,
though the reasons would vary

from country to country and from
sector to sector. The tech sector’s
attrition rate has increased globally
due to a big spurt in demand
coupled with a slower supply
of talent. But in the US, many
employees from the hospitality
and healthcare sectors are giving
up their jobs and want to pursue
different types of roles. Startups
are growing and they need all
kinds of talent in tech, business
development, sales, finance, and
HR. We may see an increased
talent shortage through this
year, but once the supply of new
graduates and engineers picks up
during the year, it should stabilise.
I believe the best strategy in
these times is to think long-term,
build your value proposition as an
employer, and focus on your talent
development. That will be the only
sustainable long-term solution

.

What is the impact of
an IPO on the human
capital in a company?
Firstly, it increases the aspirations
of the people. It rewards an
organisation for all the hard work
put in and the market recognises
the value of organisation. If you do
an IPO, for people with shares - it
becomes a value generator, it is
liquid, and it's a wealth creator for
retaining the key employees. It also
motivates other startups to choose
IPOs. At the end of the day, the
IPO is how the stock market values
your organisation. In a nutshell,
it gives value to the organisation.
For those with stocks, the value is
reflected in those stocks and the
IPO makes that stock liquid.
In India, there is also strong

Naukri Hiring Suite
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SPOTLIGHT
governance with market regulators.
So you won’t have to fly by night
operators.

From an employee
strategy, what are
the key changes
post-IPO?
There are two key things that
HR can bring in through the IPO
process to institutionalise good
practices in any company. Firstly,
strengthening the governance of
the IPO-going company. It includes
the systems and the processes
- these also develop the culture
of the organisation. For a large
organisation, controls only come
through culture. This is something
that HR can start building on creating the culture, setting the

16

tone at the top, setting the key
values of the organisation - this
is how a large organisation is
managed and how the governance
is established.
The second is talent. If the
company is heading for an IPO,
it needs to hire key people and
ensure that there is the right
talent that will enable the IPO. The
talent needed could be in finance
with experience in dealing with
investment banks. Others include
marketing, sales, and business
development.

What is the role
of technology and
digitisation in the
IPO process?

March 2022

In today's time, if the processes
are not tech-enabled, then it
becomes difficult to manage
them. Tech enablement helps in
standardisation. It brings in a lot
of process control and discipline.
The second thing is that it makes
it much faster to get tasks done.
The third is analytics which tells
you what's happening and who is
doing what. This can be used to
increase the effectiveness of the
work done.
Finally, technology is what people
want. For a great employee
experience, the technology
interface becomes very important.
These are the areas where the role
played by technology is important.
But, one needs to be careful in
not over-engineering the entire
process. Every employee would
like an easy interface for a

SPOTLIGHT
better employee experience and
technology is important for that.
IPO could be validation for the
future employees to join and not
some fly-by-night operators.

How is that for
attracting critical
talent?
The IPO puts some expectations
on the company and creates a
larger branding of the organisation.
This really helps in attracting
talent, however, the basics of
hiring should not be lost. The
company has to continue ensuring
that they hire the right people, not
over-inflate specs, and hire people
that are too big for the role.
The IPO also enables organisations
to reward the key talent better
by opening up stock options
and these become much more
transparent and liquid post-IPO.
The listing also creates more
transparency of valuations and
therefore stocks could be used to
reward talent.

Can you shed some
views on developing
the DNA of inclusive
culture?
Over time, the importance of
inclusive culture has increased.
Women leading startups have
increased. But, we have to ensure
that there is the right kind of
environment, funding, and support
system. The leaders also need to
ensure that there is an inclusive
culture and opportunities created
for women to do bigger roles.

The IPO also enables
organisations to reward
the key talent better
by opening up stock
options and these become
much more transparent
and liquid post-IPO.
The listing also creates
more transparency of
valuations and therefore
stocks could be used to
reward talent.

And lastly, how did
listings change the
role of HR?
HR has evolved a lot in the last
three decades. In the past, HR
was admin and IR-oriented. Over
the last 20 years, HR has evolved
a lot. It has become a key part
of every organisation. Talent has
become very critical, so has the
culture of the organisation. HR
is involved in long-term strategy,
designing compensation strategy,
hiring the right people, building the
appropriate culture, etc.

by Bruhadeeswaran R

SNAPSHOT
Year of Incorporation:

1981

Market Presence:

Over 50 countries across 234 locations

Employee Count:

2,79,617 (as of September 30, 2021)

Workforce Pie:

S/W professionals account for 2,64,918
while sales & support constitute 14,699
employees. (as of September 30, 2021)

Business Operation:

Infosys is a global leader in nextgeneration digital services and
consulting. We enable clients in more
than 50 countries to navigate their digital
transformation.

HR Metric:

39.1 percent of the employees are
women. Infosys aims to have a genderdiverse workforce with 45 percent
women by 2030.

Naukri Hiring Suite

March 2022

17

BY
THE
BOOK
In this special interview, Krishnamurthy Shankar, Executive Vice
President, Group Head, Human Resource Development, Infosys gets
candid about his new book ‘Catalyse’ and why he calls it a ‘contemporary
HR playbook’. Talking to All Things Talent, he explains in detail how HR
should prepare for an IPO, the tech talent conundrum, and the impact of
going public on the firm’s human capital.

Could you provide us with
some highlights of your recent
book? Its significance to the
fraternity/ and the industry at
large?
‘Catalyse’ is meant for anybody
keen to get their people to be at
their best, whether they are in
HR or leading a business. I have
tried to blend in my learnings
over three decades, along with
some emerging new theoretical
concepts, in the context of the
changing environment - to arrive at
a contemporary HR playbook. The
book shuns the traditional silos but
looks at people outcomes needed. It
explores questions like, ‘What are
the different ‘jobs to be done’ for the
company to grow and be successful?
All in all, it tries to look at people
processes holistically.
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The introduction of your book
mentions 'When we look at
organisations in their quest to
create value, it would be good
to look at what jobs need to
get done to realise that value."
In the present context, do you
envision the emergence of
newer roles and responsibilities
to get work done in a fiercely
digital world ravaged by a
pandemic?
In the new environment, HR needs
to take on 3 key roles - building
an inclusive organisation, being
a partner to every talent in their
development, and finally, being
an architect of the right collective
emotions and culture. In the digital
world which is fast-changing, each
of these roles of HR will be critical.
We will have an increasingly diverse
and global workforce, however,
the challenge will be to make them
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feel included. The fast-changing
environment will mean that we have
to help each of our people develop
new skills much faster, we have to
be a partner in their growth and
development. Finally, we have to
help build the right culture and the
right collective emotions amongst
our people, which will help the
organisation succeed.

Your book speaks about
a new framework for HR
professionals based on the
above distinct roles. How do
budding HR managers create
such a framework in legacy or
promoter-driven organisations?
Whether a promoter-driven
organisation or a professional
organisation, I guess all are
interested in the success of the
business. The difference is only in
how they approach it. The future
success of any organisation will
increasingly be driven by talent,
culture, and reputation - we
will have to make this obvious.
In a legacy/promoter-driven
organisation, my suggestion would
be for HR to continuously speak
to the leaders and take small steps
to get the initial wins. Rather
than focusing on big words and
presentations, they should plan
small steps and make a difference.
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IPO CAN DO
WONDERS IN
ATTRACTING
TALENT:
EASEMYTRIP’S
HIMANK TRIPATHI

HIMANK TRIPATHI

President- External Affairs & Investor
Relations, EaseMyTrip
Himank has nearly 20 years of experience
in building brands, marketing, and
communication strategies that enable
organisations to strengthen their visibility
and accelerate business revenue. He has been
instrumental in several successful launches
and initiatives for reputed brands across
telecommunication, IT, and consumer verticals.
Notable among them are EaseMyTrip, Tata,
Vodafone, Facebook, Xiaomi, HP, BenQ,
Magicpin, and BlackBerry.
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As a business goes through a major corporate event such as
an IPO, the biggest challenge is to retain a strong work culture.
In this article, we understand how organisations while making
this momentous transition can include their employees during
the leap, emphasise growth, and establish a sense of unified
culture across departments.

When a company
launches an IPO,
there is usually a
significant jump in
operational value, and
companies are placed
in a position where
they have to employ
a greater workforce
or amp up the current
responsibilities of their
employees to match
the growth experienced
through an IPO, which
might not always align
with the culture and
employee satisfaction
that was pre-existent.

and varied, but it is only through
strong and proactive leadership,
coupled with a collective sense of
working as a team, that a company
can truly grow as a homogenised
unit with a high-quality workforce.
Over the past year, India has
experienced a boom in the
number of companies driving
down the IPO route. Companies
are realising the importance of
maintaining transparency, and
realise there is ample benefit from
opening up their shares to the
open market. Throughout 2021,
nearly 65 companies launched
their IPOs, and this brought
about significant changes to the
operational procedures within
these companies. However, not
all changes have been beneficial
for everyday operations. When a
company launches an IPO, there
is usually a significant jump in
operational value, and companies
are placed in a position where
they have to employ a greater
workforce or amp up the current
responsibilities of their employees
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n the rapidly changing world
of business and technology,
maintaining a level of
consistency is an important facet
for organisations to uphold a
level of satisfaction amongst
their employees and investors
alike. With virtually every
element of a company having
to adapt to industry changes, it
becomes incredibly important
for the company to maintain a
strong work culture, especially
as businesses move onto bigger
landscapes and ventures.
Major corporate events such as
IPOs, mergers, and changes in
leadership can oftentimes lead
to changes in the workplace
culture, forcing employees to
have to adapt to new norms and
customs. While most of these
changes can benefit the company’s
profitability, the fact remains that
it doesn’t always help retain old
employees who are accustomed
to a certain set of norms and
practices in the workplace. The
strategies implemented by people
in leadership positions may be vast
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to match the growth experienced
through an IPO, which might not
always align with the culture and
employee satisfaction that was
pre-existent.
While making this transition,
maintaining a good work culture
is of the utmost importance.
While change may be inevitable
for companies going through
this process, the company needs
to include its employees during
this leap, more so to establish a
sense of unified culture across
departments. Employees who
were a part of the company pretransition should be aware of the
big role that they have played and
should have a sense of security,
both in the continuance of the
unified culture, as well as the
standing of the company while
it reaches this new milestone. At
the same time, employees have to
be more careful and cognizant of
the official information that they
receive, considering the public
nature of the company. It is also
important for the company to
establish an emphasis on growth
during this period, not just in terms
of the company operations, but
also with regards to employee
capabilities.

Sustaining a strong
work culture post
IPO relies heavily on
nurturing leadership
and a goal-oriented
employee base. While
many companies going
through this transition
might not come up
strong on the other side,
the few that manage
to do so have always
exhibited strong work
culture and thought
leaders.

Often, companies undergoing
significant corporate changes
overlook the importance of
maintaining transparency with
their employees. Employees
want to stay informed about the
changes within their organisation
and eliminating that line of
communication can present
many challenges to the daily
operations and professional
satisfaction of those working to
keep the company going during
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the transition. By focusing on
openness, leaders within the
company can help its employees
understand the corporate values
that are carved into the company’s
image and can boost productivity
across the various departments
within the organisation.
While it may sound contradictory
to maintain a static work culture
amid new developments, the
organisation and its employees
need to evolve. Maintaining a
static work culture can ensure
that companies stay true to their
core values, especially during
organisational changes and new
hires and can help foster growth in
a direction that is beneficial for the
entire corporate ecosystem.
From a human resource point
of view, bringing a company to
an open market can do wonders
from the perspective of new hires,
as people are constantly on the
lookout for new opportunities in

companies that are destined to
have a bright future. However, it is
important for companies who are
moving in this direction to realise
that the best option is still to
nurture their talent and understand
the evolving skillset of their
employees and utilise that to their
advantage.

Year of Incorporation:

2008

Market Presence:

EaseMyTrip has offices across various
Indian cities, including Noida, Bengaluru,
and Mumbai. Its international offices
(as subsidiary companies) are in the
Philippines, Singapore, Thailand, the UAE,
the UK, and the USA.

Employee Count:

As of FY21, we had an employee strength
of 370 people

Hiring Pipeline:

We plan to double our employee strength
by the end of the next financial year. We
are growing at a strong rate, and we
expect another V-shaped recovery, so we
are doubling our employee count to cater
to the increased demand. Technology will
be a major profile that we are looking at
as we are a tech-focused company. A
lot of our growth has happened through
word of mouth, so customer service is
also of key importance to the company.
As a customer-centric brand, we are also
looking at strengthening our customer
service department. The marketing
department is also a key focus for us this
year and we will look to strengthen that
team as well. Travel and tourism is a big,
growing industry, and we are looking for
those who can bring value to the firm
as we are looking to grow further in the
coming years.

Business Operation:

EaseMyTrip offers 'end to end' travel
solutions including air tickets, hotels and
holiday packages, rail & bus tickets, as
well as ancillary value-added services.

Key HR Metric:

We are a diverse company that believes
in gender equality, and this is a culture
that we have cultivated over the years.
Rather than looking at just qualifications
and gender, we are essentially looking
for people who think out of the box and
can add immense value to our offerings.
Previous work experience and internships
are secondary.
Naukri Hiring Suite
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Sustaining a strong work culture
post IPO relies heavily on
nurturing leadership and a goaloriented employee base. While
many companies going through
this transition might not come
up strong on the other side, the
few that manage to do so have
always exhibited strong work
culture and thought leaders.
While many variables affect the
outcome of a company undergoing
an IPO, a unified employee base
that understands key tenets of a
company as well as leaders that
are looking to help their employees
grow is important for establishing
long-term success, both for the
workforce, and the company.

SNAPSHOT
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BEING PUBLIC READY
OR GOING PUBLIC
SHOWS THE MATURITY
OF THE MODEL AND
SUSTAINABILITY OF A
COMPANY:
MEENAKSHI PRIYAM,
UDAAN
MEENAKSHI PRIYAM
Group CHRO, Udaan

Meenakshi is the Group Chief Human
Resources Officer at udaan. As a global Human
Resources Leader, Meenakshi has worked
across multiple industries and geographies in
India, Asia-Pacific and Europe in leadership
roles. Prior to joining udaan, Meenakshi held
various leadership positions in GSK, Novartis,
Johnson & Johnson, Yes Bank, Willis Towers
Watson, and Axis Bank.
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In a conversation with All Things Talent, Meenakshi Priyam,
Group CHRO, udaan, speaks about the B2B e-commerce
company’s talent-first approach, an upcoming IPO in
2023, and why hiring from everywhere is an obvious talent
sourcing channel.

In the past 19 months, our scale
of operations has grown manifold
- from 50 to 1000 cities. This is a
rapid pace of expansion for any
organisation, especially during the
pandemic. Despite the challenges,
we have been successful in
attracting talent across levels. Our
talent acquisition strategy is built
on the foundations of ‘who we
are’; and ‘what we have set out to
build’ – institution-building that
serves millions of small kiranas/
retailers across ‘Bharat’.
To keep up with the pace of
growth our recruiting team had
to be scaled up significantly
to support the business. We
had to quickly adapt to making
a very personalized reach
out, onboarding, recruitment

We had to quickly
adapt to making a
very personalized
reach out, onboarding,
recruitment experience
despite people not
feeling the brand
physically and seeing
the brand. We are not a
100-year-old brand, so
it is very important for
us as an organisation to
ensure and make people
feel and be a part of our
journey with an aim to
create an institution
that would outlast us
all.

experience despite people not
seeing and feeling the brand
physically. We are not a 100-yearold brand, so it is very important
for us as an organisation to ensure
and make people feel and be a
part of our journey with an aim to
create an institution that would
outlast us all.
For us at udaan, hiring is not just
the recruitment team’s job but a
leader’s as well. We’ve leveraged
that a lot in this remote set-up
to enable connections and our
talent pool strategy has been
fairly diversified. We are focused
on early talent and hire a lot from
campus- engineering, MBA and
now agri campuses too. We are
focusing more on hiring from a
grassroots level like graduate
campuses across the country.

INTERVIEW

Last year udaan hired
1500 employees.
What were the key
challenges in remote
hiring and how did
the talent acquisition
strategy evolve over
the years?

As an organisation, our
employees are our biggest brand
ambassadors, and they create a
voice that enables us to attract the
right talent from the inside out. We
encourage people to talk about us,
share experiences, feedback, and
this ‘culture of openness’ is what
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sets us apart and, in the process,
also enables us in formulating and
executing the right people strategy.

On the people front, we continue
to innovate and experiment with
the hybrid working model as we
believe that this is the new normal
even in a post-pandemic world.

INTERVIEW

As an e-commerce
company, which is
operation heavy,
what was your
remote working
strategy?
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our employees to collaborate and
connect with each other, to deliver
for our customers, with the desired
pace and agility.

The safety & well-being of our
employees while leveraging
technology to maintain productivity
have been our key focus areas as
the nation battled the pandemic.
During the midst of the pandemic,
we successfully evolved various
processes and adapted to the new
ways of working like any other
organisation impacted.
As a first step, we introduced
flexible and core working hours
options based on rostering and
work priority for our employees.
Our embedded technology
initiatives for hybrid groups
greatly helped us to overcome the
challenges and seamlessly enabled

How big is the HR
team now compared
to when you joined?
We’ve doubled in size given
our scale of operations and
geographical presence.

udaan is aiming for
an IPO in 2023. Will
you be making any
specific hiring in this
regard?
For us, an initial public offering
(IPO) is just another milestone in
the company’s growth journey.
Over the last 12-18 months, we
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have hired top people/industry
leaders from diverse industry
verticals – FMCGs / Pharma /
Aviation / Retail etc. to create
a strong leadership pipeline to
steer the company’s growth. We
believe with a diverse talent mix
along with strong governance, we
are not only IPO ready but on our
way to building a sustainable and
profitable business.

From the branding
point of view, do
you attract talent
by showcasing the
employee experience
or does it happen
through referrals?
We have a good digital presence
across media, job portals and
LinkedIn. It is a matter of great
pride for a young organisation like
ours which has been consecutively
ranked on LinkedIn. Last year
udaan was ranked second in
LinkedIn’s ‘Top Startups List’ for
the year 2021.

For us at udaan, the biggest trigger
for attracting talent is by providing
an opportunity to be part of the
journey to build and transform the
Kirana commerce in this country
which is currently very fragmented.
We believe the career growth and
the kind of learning opportunity
that a company like ours provide
are unmatched given our diverse
operations across finance,
marketing, sales, warehousing,
delivery, tech and category
building capability.

If you see large scale sustained
organizations (J&J, Apple, Google)
I don’t think they became great
employers, and their employer
value proposition was better
because they became public. I
think it was because they have
been inherently strong companies
with culture, ethos, business model
and institution building thinking.

What is your take
on hiring people
from other allied
industries?
As I mentioned earlier, an IPO is
just another milestone towards
building a company. In my opinion,
IPO is not the only trigger or a
reason that employees join a
company. I think being public
ready or going to public markets
shows the maturity of the model,

We have talent first thinking. What
we are building- B2B e-commerce,
there is no industry like that where
we can go and hire from. It is not
a mature industry like FMCG, IT
services, large technology etc.
We have hired from startups,
e-commerce, non-e-commerce,

INTERVIEW

From an organisation perspective,
our intent is to attract people and
talent who have the same passion
and are aligned to the larger
organisational vision and goals.
From an action point of view, we
recently announced our Employee
ESOP policy where every employee
at udaan, regardless of their tenure
or job profile will be allotted ESOPs
under their annual performance
cycle. Further, these ESOPs will
vest at a quarterly frequency and
be completely vested within a twoyear period - twice as fast as the
industry norm of four years.

We have talent-first
thinking. What we
are building- B2B
e-commerce, there is
no industry like that
where we can go and
hire from. It is not a
mature industry like
FMCG, IT services, large
technology etc.

sustainability of a company and
organization. We are building the
organization towards the milestone
of becoming IPO ready.

Read: Udaan Removes 1-year
ESOP Cliff, Goes For Quarterly
Vesting Frequency
(allthingstalent.org)

IPO is considered a
facet of employer
branding that can
help attract more
talent. What is your
understanding of this
trend? Do you think
it adds to udaan's
branding initiative?
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pharma, FMCG, airlines, telecom
etc.
We could have pools of talent
sitting in different companies that
could bring the capability to us.
Then we would add context to
them, enable them and set them
up for success. Remote working
has further strengthened our talent
first mindset.

e.g., from campuses and early
talent. This year we have hired
twice the number as compared to
last year. So, the organization will
continue to scale up and grow.

What kind of hiring
ambitions do you
have for this year?

In early talent, mid-levels,
technology, logistics, delivery,
warehousing, as we expand our
footprint, we will continue to hire
people.

There are pockets where we will
see significant expansion. We will
continue to hire across segments,

How have you
handled talent
shortage, if any?
If you were to really raise your
bar, good talent is always in
shortage which is why you have
to inherently build a company that
delivers on talent experiences.
What the pandemic did was that
it made talent think about whether
they are in the right place. Every
company went through a little bit
of churn because the pandemic
created disconnection. But luckily,
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we are not in that position where
we are saying that we are not able
to find the right talent. Thankfully,
we are still able to attract great
people.

by Bruhadeeswaran R and
Moumita Bhattacharjee

SNAPSHOT
Name of the Company:

udaan, Bangalore

Year of Incorporation:

2016

Name of the Founders:

Sujeet Kumar, Vaibhav Gupta, Amod
Malviya

Business Line:

udaan is India’s largest business-tobusiness (b2b) eCommerce Platform.
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LISTING IMPROVES
THE STATURE OF
THE ORGANISATION,
HENCE ATTRACTING
GOOD TALENT
BECOMES EASIER:
RAJESH DERHGAWEN,
NIPPON LIFE INDIA MF
RAJESH DERHGAWEN
CHRO, Nippon Life India Asset
Management Ltd (NAM-INDIA)

Rajesh Derhgawen strongly believes that
the HR function is a key strategic link in any
business which can add tremendous value
through leveraging human capital. He has
in-depth experience and proven capabilities
in building, nurturing, engaging and retaining
a top-performing team in a very dynamic
environment, and can help create an enabling
culture for the business to grow.
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Nippon Life India Mutual Fund went public in 2017 and since
then the asset management company has seen a significant
shift in culture. Rajesh Derhgawen, CHRO, Nippon Life India
Asset Management tells All Things Talent how the organisation
prepared for the listing, its outcome and the diversity
philosophy of hiring from other industries.

NAM India or Nippon Life India
AMC is part of and a whollyowned subsidiary of Nippon Life
Insurance, Japan, a 130+ years
old Fortune 111 company and
one of the largest Life Insurance
organisations in the world.
With such a great legacy and
with a culture defined by people
care, entrepreneurship and
empowerment, open and 2-way
communication and emphasis
on a fine balance of business
and people priorities, we have
been driving business and people
success for over 25+ years.
Our strong people culture is the
soul of the organisation and is our
biggest competitive advantage for
sustainable growth.

The only significant
change that we see
due to the IPO is
that today, all our
employees understand
how important it is
for all of us to comply
with multiple statutory
requirements due to the
listing of the company.
Hence, there is a
culture of 100 percent
Compliance with all the
Laws of the land and
Zero Tolerance for any
violations.

We are in the business of creating
long-term wealth for all our
investors and helping them meet
their dreams of financial freedom!
This is a pure people business
and hence we keep focus on our
employees as our most valued
asset.

INTERVIEW

Could you give an
overview of Nippon
India MF from the
perspective of
employees?

As the NAMI team, we have
always focused on providing
priority to employee & family
well-being, care, safety and
emotional support and comfort
through multiple connect and care
interventions.
Employee focus has been
ingrained in the company’s
culture and our HR team has
been proactive over the years to
keep launching employee-friendly
initiatives to help improve their
productivity and motivation
Engagement and celebrations
include the family members,
children, parents. Celebrations and
connecting with the family directly
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like Mother’s Day, Father’s Day and
on special milestone achievements
are some of the ways we keep our
talent together and engaged.

INTERVIEW

You have been
with the company
for close to 17
years, what is your
observation of how
the talent needs of
the company evolved
over the years? How
is the talent demand,
then and now?
Actually, the talent needed in
any organisation is a function of
what your business focuses on at
that time and how the industry is
evolving. So, 17 years is a pretty
long time and we have evolved
from primarily an Equity / Debtbased MF company to a ‘true blue’
Asset Management Business
with as diverse lines as MF, ETF,
PMS. AIF includes Real Estate,
Venture Capital & Private Equity,
International Business to Gift City
amongst others. And add to that
huge focus on Risk Management,
Compliance and Governance
functions due to regulatory
changes and also because we are
now a listed entity.

Pandemic has really transformed
digital play and allied skills big
time.
In the last few years and with the
#NewNormal in focus, the shift
in having #FutureReady talent
and the need for dipping in the
geographically large/open talent
pool has gone up. Also increased
is the need to ensure concurrency
in the organisation’s practices and
policies to have this talent retained
and engaged beyond salary, pay
and perks.

Has growing MF
awareness created
any talent shortage
for industry?
The phenomenal growth of the
industry coupled with the advent
of a large number of new AMCs
backed by distribution companies,
private equity, fintech companies
etc. have led to a war for talent
in the core areas of the business

The last 4 -5 years have also
seen a huge focus on Digital
Business, AI / ML, Data Science
and Analytics etc which only got
amplified due to Pandemic. Most of
these changes are also an industry
phenomenon thereby, leading to
very high demand for these skills.
I think all of the above have
evolved gradually, but the
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from fund management to sales &
operations.

Nippon India Mutual
Fund went public in
2017. How much has
the IPO changed or
modified the work
culture?
The only significant change
that we see due to the IPO is
that today, all our employees
understand how important it is for
all of us to comply with multiple
statutory requirements due to the
listing of the company. Hence,
there is a culture of 100 percent
compliance with all the laws of the
land and zero tolerance for any
violations.
It was important to ensure the
concurrency of practices along
with the statutory need for open
and transparent communication
and process adherence, at all
levels.

So, getting people prepared was
definitely one important agenda,
especially from communication and
compliance perspectives:
Communication: We had to
sensitise the teams on who can
communicate what and whatnot.
We ensured that everyone
understands what is “material,
non-public information”, as
everything that happens within
the four walls of the company
after the IPO, could technically and
potentially be made public. The
focus clearly was on what people
can’t say rather than focusing only
on what they can say.

Compliance: We had extensive
communication and training
around insider trading so that
everyone understands the concept
and the cost of non–compliance
for the organisation very well. Our
Code of Conduct was suitably
changed and guidelines and
internal penal provisions were
suitably provided.

We have always believed that the
key to handling any situation are:
·

On-time and need-based
capability building in required
areas and departments

·

Ensured better control and
process management

·

Proactive preparedness/
readiness

·

Leadership and employee
mindset alignment for a
common objective

·

And most importantly, a
positive mindset

development, people care and
well-being, family connect were
done per regular and planned
strategic initiatives.

How has ESOPs
as an instrument
impacted people
policies, HR practices
in the company?
What are the other
R&R benefits that
are available to the
employees?
ESOPs have helped us in defining
the “Total Compensation”
philosophy and have definitely
impacted our key talent attraction
strategy and their retention in the
long term.

Enhancing the employee
experience and positive
investments in HRMS,
engagements, learning and
development, interventions, career

ESOPs are an integral part of
our compensation and rewards
philosophy. The focus is on
aligning the team to the overall
organisational performance and is
a great tool for long–term wealth
creation for our talent. This has
definitely helped us retain our top

INTERVIEW

We had our key leadership teams
going through extensive media
training on who, what, when
& how of the communication
strategy.

background on the
kind of investments
made in the HR
department pre or
post IPO - how did
that help you in
managing the IPO?

The employees were also made
to understand that, post IPO,
their actions/contributions can
potentially impact a very large
number of public shareholders.
It was important to ingrain this
thought process of a larger sense
of responsibility and accountability
beyond one’s own team or
company.

Could you give us
Naukri Hiring Suite
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talent and build a team with clearly
a long–term focus.

INTERVIEW

The biggest impact the ESOP
programme has had on the
employees is that they understand
clearly that ESOPs are granted
when high performance and
potential is displayed. Besides, this
has surely led to higher tenure in
the organisation given the long–
term nature of the reward.
There are many reward and
recognition platforms for the
employees like Star of the Quarter,
Innovation Hub, Value Awards,
CEO Club, LEAP Club, Sales
Awards, etc. but the CEO’s Club
talent pool is the biggest example
of rewarding our high potential
employees with a great learning
experience and rewarding fast
track career growth.

Were there
any global HR
practices that were
implemented in the
country - through the
company's parentage
from Japan?
The biggest positive post the
NLI transition is the evolution
of our culture. Today, it’s a fine
amalgamation of all the key
elements of our core culture of
empowerment, quick decision
making, leadership connect,
innovation and people care and a
very high focus on Process, Risk,
Compliance, Corporate Governance
and CSR imbibed from NLI, Japan.

investments, compliance and
process orientation and the
international Employee Exchange &
Best Practice sharing programme.
What would be your five key
learnings in dealing with employee
expectations pre and post IPO?
What is the impact of TA following
the listing?
·

Communicate the expectations
very clearly

·

Train people on strict
compliance

·

Train leaders on who,
what, when & how of the
communication strategy.

·

Wealth creation

·

Internal transparency across
functions

Post the listing, the stature of the
organisation goes up and hence
attracting good talent becomes
easier.

What has been the
attrition rate at
Nippon India MF pre
and post IPO and

We have adopted some of the
best global practices around the
core areas of risk management,
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what do you think
changed?
Our attrition has been well under
control and one of the lowest
amongst the industry peers and
IPO has not materially impacted
this.

In a TOI interview,
it was mentioned
that Nippon
India MF focuses
on hiring from
outside the sector
or from different
organisations. What
is the rationale
behind it? In fact,
that seems to be a
diversity approach
for the firm.
The way we define diversity
goes much beyond the
traditional purview/definition
and encompasses different
perspectives and thought
processes. We bring diversity by
hiring people from different types
of organisations and different
sectors. So, we have a huge focus

These initiatives have led us to
achieve more than 19 percent
female diversity. Our non- AMC
hiring has been at 55 percent and
non-BFSI hiring at 37 percent.

SNAPSHOT
Registered Name of
the Company:

Nippon Life India Asset Management Ltd.

Year of Incorporation:

1955

Number of Employees:

1000 approx.

Key Executives:

a. Sundeep Sikka, ED& CEO
b. Manish Gunwani, CIO – Equity
c. Amit Tripathi, CIO – Debt
d. Saugata Chatterjee, Co-chief 		
Business Officer
e. Aashwin Dugal, Co-chief Business 		
Officer
f. Rajesh Derhgawen, CHRO
g. Abhijit Shah, CTO

Business Line:

Asset Management Company

Key HR Factor:

•

Flexi- work hours
100 percent digital HR process

•

Diversity not just in male/female ratio
but also across industry segments

on hiring people from the outside,
not just the asset management
or mutual fund companies, but
outside the entire banking and
financial services. We have more
than 80% of the senior leadership
team from non-AMC and 80
percent of home-grown leaders.

•

Stable leadership team- the average
tenure of 10+ years

•

State of the art Oracle HRMS suite
for HR

•

Equally and vocally focused on
women's talent development,
NIMF also runs an exclusive
programme for women, called
Pankh, which focuses on

Skincare and CultFit for employee
and family health and wellnessmental, physical and physiological
requirements

•

Superior and 2-way open
communication

•

Leadership access to all employees

•

CEO Club
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We have a huge focus
on hiring people from
the outside, not just the
asset management or
mutual fund companies,
but outside the entire
banking and financial
services. We have more
than 80 percent of
the Senior Leadership
team from Non-AMC
and 80 percent are
home-grown Leaders.
These initiatives have
led us to achieve more
than 19 percent female
diversity. Our Non- AMC
hiring has been at 55
percent and Non-BFSI
hiring at 37 percent.

across all our external social media
platforms under the initiative
“SPOTLIGHT”

their professional & personal
development, through dedicated
learning interventions, mentoring
by industry leaders, leadership
competency development and
other exclusive programmes. We
proudly showcase our female
leaders and their contribution
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STAR HEALTH’S
CHRO ON ITS IPO
GROUNDWORK,
TEPID EMPLOYEE
RESPONSE AND
MORE

DR. SRIHARSHA ACHAR
Joint ED & CHRO, Star Health and
Allied Insurance

Dr. Sriharsha has 34+ years of HR experience
in several industries such as manufacturing,
pharmaceuticals, electronics, IT/ITES, health
insurance, and healthcare. He has earlier held
senior HR Leadership positions at Apollo
Hospitals Group, Apollo Munich Health
Insurance, Xchanging Technologies (now
DXC), America Online, First Ring India, and
AstraZeneca.
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In a conversation with All Things Talent, Dr. Sriharsha Achar
– Joint ED & CHRO, Star Health and Allied Insurance Co. Ltd.
talks about how HR contributed to Star Health’s IPO, how
work culture remained unaffected during the IPO process, and
wealth creation and employee retention tools like ESOPs, PLIs,
LTIs at the company.

The HR department's role included
quite a few things in the run-up to
the IPO.
• Making sure accurate and
timely data and information
related to human resources for
the DRHP was provided.
• Ensuring employee awareness
was created on the IPO.
• The need to open Demat
accounts for subscribing to
the IPO was communicated
extensively.
• Important training sessions for
all those involved in the IPO on
the changes they should expect
post listing were conducted.
• Insider trading guidelines
training for all designated
persons, awareness on the

same to all other employees
was organised.

ESOP is just one lever.
Apart from ESOPs, we
have other levers like
Performance Linked
Incentives (PLI),
Performance Bonus,
Long Term Retention
Incentives (LTIP/ LTRIP),
etc, which take care
of the aspirations of
other sections of the
population that put in a
good performance.

What is the biggest
challenge that HR
has to face in the
run-up to the listing
and also post that?

INTERVIEW

What were the top
roles of the HR
department in the
company's IPO?

Making sure the agencies working
on the DRHP understood the
HR data and information to be
provided and interpreted correctly
was a challenge.
Making people aware of the stock
market – as most people are not
clued into the markets. Therefore,
the awareness about the stock
market, the IPO itself, and of
course the need to open a Demat
account to participate in the IPO
were other related challenges.

V. Jagannathan, Star
Health and Allied
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Insurance’s Chairman
and CEO told Mint
in an interview that
ESOPs have been
given to around
3,000 employees out
of the total strength
of over 14,000
employees. While
it is a good way for
wealth creation for
employees, it also
creates an income
disparity. How have
you addressed the
same at Star?
Star Health is perhaps the only
company in the industry that
has covered a large population
with ESOP grants. In most
organisations, the list is usually
restricted to a few people in the
top rungs of the ladder.
The rules of the grant are very
clear and focus on the criticality
of the position, the criticality of
the person, his/her performance,
tenure, and of course the need
to retain the person for a longer
duration.
The basic tenets of ESOP are
retention and wealth creation. If
people have met the criteria for
ESOP grants, it’s just a matter of
time before more people become
eligible.
ESOP is just one lever. Apart from
ESOPs, we have other levers like
Performance Linked Incentives
(PLI), Performance Bonus, Long
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It is the technology that
has made it possible for
us to come this far. Our
investments have only
increased with time and
now, post-pandemic,
our digitalisation efforts
have seen a further
jump. Special teams are
working on taking our
systems and processes
to the next level.

Term Retention Incentives (LTIP/
LTRIP), etc, which take care of the
aspirations of other sections of
the population that put in a good
performance.

Star Health and
Allied Insurance saw
a tepid response
in its initial public
offering. How much
does the success
and failure of an
IPO impact the
employees and the
organisation culture?
As I alluded to earlier, most
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people are not clued in the stock
market. The same holds good
for employees as well. Further,
investments in the stock market
need the investor to pay upfront
and purchase the shares.
It is not that an employee does
not want to invest in the company
he works for. The purchasing
capacity of an employee decides
the amount he chooses to invest.
That probably resulted in a lower
response from employees.
Having said that, our IPO went
through and the share price is also
holding up well. I hope that we will
see a northward trend soon and
that will comfort all stakeholders
including employees.

What are the
challenges in
managing employee
expectations during
or after the IPO?
With the markets deciding the
price of the stock, it is now
imperative that we report strong
results every quarter. The need to
keep performance up, costs down,
and morale up is a tough act to
manage.
Therefore, constant connect,
communication, and engagement
with employees – through the
leaders – on these aspects has
become the new normal of sorts.
Employees also understand the
vagaries of the market and the
need for the organisation to turn in
a good performance every quarter.

At the end of the day, it is a
collaborative effort as no single
individual will be able to drive this.

How much does work
culture get impacted
due to the process?

far. Our investments have only
increased with time and now, postpandemic, our digitalisation efforts
have seen a further jump. Special
teams are working on taking our
systems and processes to the next
level.

In HR, we have implemented
an HRIS solution that will help
automate the entire Employee
Development Life Cycle – from
Recruitment to Retirement. We
commenced the journey in August
2021 and it will be completed in
16 - 18 months.

Except for the listing on the
bourses, nothing much has
changed for the employees.
For those involved in reporting,
compliance, and governance a few
additional rules and regulations
have become applicable.

Year of Incorporation:

Work culture as such is not
affected. On the contrary, we now
educate employees on insider
trading, the importance of better
compliances and governance, and
of course razor-sharp focus on
performance and costs.

Star Health and Allied Insurance
Company Limited commenced its
operations in 2006 as India’s first
standalone health insurance company
dealing in retail health, group health,
personal accident, and overseas travel
insurance.

Business Operation:

We have been providing health insurance
products to individuals, families, and
corporates directly and through various
channels including agents, brokers,
corporate agent banks, and online
channels like our website, interactive
applications, web aggregators, etc.

Employee Count:

Star Health currently has 14000+
employees with 786 branch offices
spread across 25 states and 5 union
territories in India. These existing
branches are also supplemented by an
extensive network of over 562 Sales
Managers Stations (“SMS”), which are
small individual service centres, located
across India.

Market Presence:

We are and continue to be the largest
private health insurer in India with a
market share of 14.13 percent among
general insurance players and 56 percent
among standalone health insurance
players, based on Gross Direct Premium
(GIC Provisional & Unaudited data, up to
December 2021).

Public or private, to manage
such a large scale of operations,
investments in technology are a
no-brainer.
It is technology that has made
it possible for us to come this
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What kind of tech
investments were
made or needed
when the company
transitioned from
being a private
to a listed public
company? Could you
give some details on
the company's HR
digitisations?

SNAPSHOT
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POST-IPO, CONNECT
WITH EMPLOYEES ON
PERSONAL GROWTH
AND MONETARY
CONCERNS: PRATIMA
THOMAS, FINO
PAYMENTS BANK

PRATIMA PINTO THOMAS
Head-HR, Fino Payments Bank

Pratima is an experienced senior human
resources professional with rich experience
working in the accounting, retail, and defence
sector. She is skilled in Budgeting, Talent
Management, Employee Engagement, and
Employer Branding. She holds a postgraduate
degree in HRDM and Business Management
from JBIMS and NMIMS, Mumbai.
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Talking to All Things Talent, Pratima Pinto Thomas, Head HR, Fino Payments Bank shares insights on maintaining and
growing work culture before and after getting publicly listed,
addressing challenges during the IPO process, and preparing
employees for an IPO windfall.

As a recently listed entity,
we at Fino Payments Bank
realised that it is important
to focus on institutionalising
processes, continue studying
and implementing industry best
practises and see what has
worked for the organisation so
far, and what is required to be
done for the future needs of the
work environment desired. As
the processes evolve and the
organisation grows, it has to
demonstrate a consistent and
predictable performance culture
that drives the business goals.
This can be achieved by creating
a listening mechanism and
framework for the organisation.
These mechanisms could be
internal or external, formal or
informal. The GPTW is one such
external partner we work with,
apart from the many other internal
initiatives.

Another important
facet to be imbibed as
a part of culture is the
focus on regulatory and
compliance frameworks.
Communication in
this whole journey is
critical. Throughout
the transition,
communication should
be transparent, clear,
and precise, especially
while percolating
information down the
line.

Another important facet to be
imbibed as a part of culture
is the focus on regulatory
and compliance frameworks.
Communication in this whole
journey is critical. Throughout the
transition, communication should
be transparent, clear, and precise,
especially while percolating
information down the line.

INTERVIEW

How to maintain and
grow work culture
before and after
getting listed?

What are key
parameters to keep
in mind while going
public in terms of
employee wellbeing?
Pre or post listing consistency in
performance is always the key to
creating stakeholder value and
sustained investor confidence.
Such results can be brought
about only by having a proper
and streamlined performance
management system in place
through robust KPI setting,
tracking, and evaluation process.
This provides employees direction
to perform on a continuous basis
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organisation needs
to weed out?

that helps deliver consistent
performance.
Consistent performance and the
need to be on go at all times needs
to be coupled with continuous
focus on employee wellbeing and
employee-related programmes to
avoid work pressure and fatigue.
Programs should include:

INTERVIEW

-
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Regular employee mental
health programs

-

Support system infrastructure
and policies

-

A suitable balanced fun
environment to help ease out
work pressure

-

Leaders with open doors for the
teams

What are some
of the probable
hiccups during the
IPO process that an

The run-up to the IPO is
seen by employees as
a good time to cash in
on the employee stock
options (ESOPs) they
have been granted.
Once exercised, some
people cope with the
newfound wealth better,
while others may not.
Some continue to stay
back and perform well,
while some may move
out after cashing in on
the opportunity.
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Going public is an important
milestone, mostly a oncein-a-lifetime event, for any
organisation. Having said that, it
can be called a period of rebirth
or new beginnings, for both the
organisation and the employees,
bringing about a mental upheaval.
Therefore, it is important for
the company to understand
“what going public means to the
organisation and its employees”,
and accordingly communicate
internally to reassure people and
manage retention. Else, there
is a possibility of employees
getting misled by speculation and
misinformation that could trigger
negative word of mouth/publicity
for the organisation leading to
exits.
To avoid such situations, a
mechanism should be in place
to monitor the flow of classified
information driven by the Investor

Relations (IR) team supported by
HR and others. Strict adherence to
communication guidelines across
organisational hierarchy is a good
practice, with an embargo on
media interactions, social media
posts, etc to avoid any glitches.
Also, as a listed entity there should
be equal and more focus on long
term vis-à-vis short term gains
and goals, which can be clear in all
communications.

How can newfound
wealth among
employees lead to
attrition and how to
tackle it?

It is a realistic scenario and
highlights the need to find ways
post-IPO to keep employees
engaged and passionate about
their work.
To tackle this situation,
organisations can look at
connecting with employees on
the level of intrinsic (meaning and
personal fulfilment) motivations,
along with tapping into purely
extrinsic (monetary) concerns.
Simultaneously, organisations
can work on equity compensation
programs that are in line with
peer group firms to retain people.

which further sped this transition
journey by including thorough
audits, reaffirming some of the
initiatives that helped us evolve
them better.

Can you share the
experience of going
through the process
of modernising the
employee processes
– key challenges and
learnings?

We sometimes observe that
when an organisation lays down
certain processes and procedures,
we tend to lose out on flexibility,
however, we need to understand
the ease of work these processes
also bring about, with a focus on
compliance and balance on the two
sides. At Fino, we look forward
to reinventing ourselves as an
ongoing learning process, through
the challenges that come ahead, to
create milestones, and yes the IPO
was one such milestone.

The pandemic situation had
already accelerated the transition
of many earlier planned employee
processes into the digital mode.
The IPO event was incidental

SNAPSHOT
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The run-up to the IPO is seen by
employees as a good time to cash
in on the employee stock options
(ESOPs) they have been granted.
Once exercised, some people
cope with the newfound wealth
better, while others may not. Some
continue to stay back and perform
well, while some may move out
after cashing in on the opportunity.

Employees might see more value
and growth sticking around than
moving out.

Name of Company:

Fino Payments Bank Limited

Year of Incorporation:

2017

Market Presence:

Pan India presence through asset light
network covering 94% of the districts

Employee Growth:

Around 12 percent from Dec 20 to Dec 21

Employee Count:

2877 employees as on Dec 21 end

Workforce Pie (%):

80 percent of its workforce is field sales
and the rest is corporate functions,
which includes products, technology and
marketing, central operations, government
functions, HR& admin and corporate
finance treasury.

Hiring Pipeline:

Plan to build up on its core strength
by hiring and expanding Sales and
Technology teams to provide seamless
services to our customers.

Business Operation:

Fino Payments Bank is a fintech with
a banking license that aims to improve
banking access, adoption and usage
through digital platforms.
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SPECIAL INTERVIEW

WE EXPECT AN EVEN
BETTER OFFER-TOJOINING RATIO IN THE
NEW BOUNDARYLESS
WORKPLACE MODEL:
ASHISH KUMAR SINGH,
MEESHO

ASHISH KUMAR SINGH
CHRO, Meesho

Ashish's expertise in devising integrated
strategies has enabled him to institute wellstructured and distinguishable HR policies and
processes at Meesho. He has over 14 years of
experience in culture building, organisational
transformation, and sustained commercial
results. Prior to his current role, he was
associated with renowned companies like
Unilever, Myntra, Adobe, and Medlife.
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In a conversation with All Things talent, Ashish Kumar Singh,
CHRO, Meesho explains in detail the evolution of Meesho’s
business from pure-play social commerce to e-commerce
and how the company is transforming the industry and
has become a key contributor to the growth of India’s
e-commerce landscape.

Meesho stands for “Meri Shop”
(my shop in English) established
by IIT Delhi alumni Vidit Aatrey
and Sanjeev Barnwal in late
2015. Back in 2015, only branded
commerce such as smartphones,
white goods, electronics, and
branded fashion were online, but
almost all unbranded products
were primarily offline. With an
aim to digitise India’s unorganised
retail sector, Vidit and Sanjeev
originally started with a brand
“Fashnear”. They successfully
created an online marketplace
for fashion which is comparable
to what Zomato and Swiggy
did with food and Grofers with
groceries. The vision was to enable
100 million small businesses to
succeed online and be the platform
that makes them successful.

Meesho 1.0

Driven by our mantra
to build a peoplecentric workplace, we
have always ensured
employees are at the
core of everything
we do. We have
been championing
many industry-first
initiatives that have
redefined conventional
workplace norms
and ‘boundaryless
workplace model’ is a
step in that direction.

After Fashnear, the founders again
went back to the drawing board
and visited a shop in Bangalore
to just observe how these shops
operate. They came across the
concept of social commerce which
led to the creation of a tool that
makes it easy to sell on WhatsApp
and thereby the introduction of the
Meesho 1.0 app.

SPECIAL INTERVIEW

Could you give an
overview of the
company, its initial
story behind the first
set of employees?

Meesho 2.0
The creation of an advanced app
with more robust features would
enable the growth of women
entrepreneurs and empower
them with an online marketplace
which they could leverage to
scale up their business through
various social media platforms
such as WhatsApp, Facebook, and
Instagram.
What started as an idea to
digitise India’s unorganised retail
has translated into a $4.9 billion
e-commerce company today with

Naukri Hiring Suite

March 2022

45

a mission to democratise internet
commerce for everyone. The
evolution of Meesho’s business
from pure-play social commerce
to e-commerce is a testament to
how the company is transforming
the industry and has become a key
contributor to the growth of India’s
e-commerce landscape.

SPECIAL INTERVIEW

Could you tell us a bit
about the company's
growth from the
perspective of talent
and employees?
Meesho is growing 10 times
year-on-year, our workforce has
reached 1700 already and we are
looking to add another 1,500 this
year overall. We have doubled
the strength of our tech team in
2021, owing to the phenomenal
growth witnessed by the business
in the year gone by. To further
enhance its technology capabilities
and support the growth of the
business at scale, we expanded
our technology team to 325 as
of December 2021. We plan to
further bolster the current size of
the tech team by 3X this year.

and growing the best talent across
the board. We are driven by our
consistent efforts to attract and
nurture a strong talent pool that
would enable Meesho in its mission
to build for Bharat. Meesho’s rapid
growth has been a major driving
force behind scaling up our hiring.
In the last year alone, our business
has grown more than 10X, which
has resulted in the expansion of
teams across the board, especially
technology and product. In tandem
with our growth and culture, we
have always focused on hiring
people who demonstrate 10X
thinking, strong problem solving,
and high speed of execution.
We are hiring from all tier-1
business schools, including IIMs
and ISBs. Meesho has been offered
the first-day hiring slots in all
the B-schools, especially ISB – a
testament to Meesho’s robust
hiring strategies and the attractive
opportunities it has in store for

How did the
company's talent
strategy evolve
from being a startup
to a high-growth
company?
As a meritocratic organisation, we,
at Meesho, have always placed
substantial importance on hiring
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India’s young talent.
Driven by our disruptive vision
and audacious values, we have
extended our hiring practices in
senior roles to a global spectrum.
The significant upward growth
trajectory of Meesho has propelled
us to ramp up our hiring in
technology, engineering, product
management, and categories from
Silicon Valley at large, followed
by Europe. Meesho offers the
opportunity to work in the most
exciting roles, provides a rewards
framework with highly attractive
and competitive compensation,
significant scope for faster career
progression, and a host of world
class benefits. This has led to
attracting, hiring, and retaining
top-quality talent across the
country as well as on a global level.

What were the key
opportunities and

challenges that were
unique to its hirings
– from fresh to
experienced talents?

Our bar for talent is high and
hence at times, we encounter the
challenge to find the right person
who would fit the bill – both
culturally and skillfully.

Meesho has
recently announced
boundary-less work
culture wherein
employees can work
from any location
of choice. How does

We studied multiple future of
work models to arrive at this novel
boundaryless approach. With
a focus on seamless employee
experience, Meesho will enable
its workforce with real-time
and virtual collaboration tools.
Providing ample opportunities
for teams to even meet and
collaborate in person, the company
is introducing initiatives like trips
to attend quarterly summits and an
annual workation in locations like
Goa. To support working parents,
Meesho will sponsor daycare
facilities for employees with
children below 6 years of age. This
can also be availed during official
travels to Meesho’s head office in
Bangalore.

OTHER KEY HIGHLIGHTS
OF THE MODEL ARE:

SPECIAL INTERVIEW

Meesho is among the companies
with the lowest attrition rate in the
industry. Our key differentiator in
terms of opportunities has been
the total rewards framework
that offers not only attractive
compensation but also a host of
world-class benefits. For instance,
Meesho aims to benchmark its
salary and benefits to the 90th
percentile, which is amongst the
very best. However, our real talent
pull is the kind of experiences,
autonomy, and opportunities we
provide to our employees and not
just the salary. Attracting talent
through salary jumps only offers
them temporary gratification
while sharing a passion to build
for Bharat and enabling the next
billion users to come online and
shop on Meesho helps in retaining
them. The scope for an accelerated
career progression is another key
highlight.

In 2021, the market
witnessed a high
volume of attrition and
offer declines. Meesho,
however, was not
impacted by this sectorwide phenomenon. On
the contrary, we are
among the companies
with the lowest attrition
rate in the industry. Our
offer acceptance ratios
remained the same
as compared to the
previous years and with
the new boundaryless
workplace model we
expect it to become
even better.

redefined conventional workplace
norms and the ‘boundary-less
workplace model’ is a step in that
direction.

Decentralised workforce

the firm intend to
manage a distributed
workforce? Will there
be a need for newer
roles to manage such
teams?
Driven by our mantra to build a
people-centric workplace, we have
always ensured employees are
at the core of everything we do.
We have been championing many
industry-first initiatives that have

While Meesho will be
headquartered in Bangalore,
the company will look to set up
satellite offices across the country
based on talent demand and
density.

Annual workations
Meesho sponsored annual
workations in places like Goa,
Shimla, and Manali to foster team
bonding and collaboration.

Quarterly summits
Calendarised in-person quarterly
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connects to brainstorm, reflect, and
review goals while building team
camaraderie.

New joinee community
Virtual boot camps and meet
& greet sessions will help new
joinees build a community culture
and a strong sense of connect with
their entire team.

SPECIAL INTERVIEW

Regional committees
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Meesho sponsored daycare
facilities for employees with
children below 6 years of age at
suitable locations. This service
can also be availed during official
travel to Meesho’s headquarters in
Bangalore.

What kind of
investment outlay
was needed specific
to the tech required
for managing its
workforce?

Employees can be a part
of location-based regional
committees like sports, marathons,
community volunteering, etc.
These employee engagement
activities will be augmented by
centrally run employee delight
events across boards.

Tools to enable virtual
collaboration and brainstorming,
and newshoite onboarding have
been and will continue to be the
investment priority.

Employee support

As a new-age
company, is ROI on
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these investments in
tech in HR required?
The overall focus of the work from
anywhere model was to enhance
employee experience, empower
our entire workforce with flexibility,
and stay true to our culture of
fostering forward looking policies
and championing industryfirst initiatives. The continued
endeavours to reimagine traditional
workplace dynamics and double
down our efforts to create an
employee-centric organisation
helped in justifying the cost.

According to
an estimate
by Longhouse
Consulting, the offer
to joining ratio in
the case of unicorns
has moved from

50-60 percent prepandemic to as low
as 20-30 percent
and more now. Even
after acceptance, the
joining ratio is lower
than 50 percent. Is
Meesho looking at
bridging this gap
with the recent
announcement?
What has been the
attrition rate at
Meesho and how are
you working on it?

Based on the employee demand,
the company will look to set
up satellite offices at locations
with higher talent density. By
decentralising the workplace, we
are giving employees the power to
choose to work from home, office,
or any location of their choice.
To provide a seamless employee
experience, we will enable our
workforce with real-time and
virtual collaboration tools.

Will zonal HR

professionals be
manning them?
Work from home applies to the
HR department as well. In order
to provide a great employee
experience, the investment will be
made in technology tools instead
of manning people through zonal
HR professionals.

Meesho is looking to
double the strength
of its tech team this
year by hiring 450+
people. What are
the key skills you
are looking for? Has
the need for specific
skills changed pre
and post-pandemic?
Could you share your

SPECIAL INTERVIEW

In 2021, the market witnessed a
high volume of attrition and offer
declines. Meesho, however, was
not impacted by this sector-wide
phenomenon. On the contrary, we
are among the companies with the
lowest attrition rate in the industry.
Our offer acceptance ratios
remained the same as compared
to the previous years and with
the new boundaryless workplace
model we expect it to become even
better.

many employees
would be hailing
from areas where
infrastructure may
not be conducive for
an office, how will
these offices help
them?

Meesho also
announced that it
is looking to have
satellite offices in
several states in India
for the ease of the
employees. How will
you decide on which
places will have
such offices? Since
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aspirations in terms
of which level will
these hirings be?

SPECIAL INTERVIEW

The fresh hiring will have
candidates mainly from backend
and frontend engineering, product
management, UX design, product
design, data science, and UR
background.
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Meesho has always focused on
creating and nurturing a strong
talent pool that would further
the company’s vision and help
create disruptions in the industry.
Driven by such audacious values,
we have hired and grown the
best talent and this has led to
extending our hiring practices in
senior roles to a global spectrum.
The rich availability of top talent in
technology and product in Silicon
Valley and Europe have spurred
the growth of talent acquisition
from such regions.

What are the
channels or mediums
you are looking for
hiring?
Candidates can reach out to us
through the Meesho portal and
explore all the roles as mentioned
under ‘Life at Meesho’. A mix of
various mediums which comprise
campus hiring, job portals, and
professional networking sites on
the internet, company website as
mentioned above, and employee
referrals, we have adopted a
360-degree approach to ensure
we are able to create and nurture
a strong talent pool who would
further the company’s vision and
help create disruptions in the
industry.
Additionally, we have recently
launched a state-of-the-art career
website, “meesho.io” which has a
unique UI design to showcase our
technology acumen and long-term
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vision and thereby attract and hire
tech talent.

What are the top
skills you look for in
a candidate?
Candidates who are missionoriented, hard-working, committed,
and complement our audacious
values are culturally and skillfully
the right fit for us.

Could you give some
overview about
other L&D, D&I, C&B
initiatives at the
company?
Meesho offers a host of
opportunities for comprehensive
and high-quality learning and
development. MyAcademy

Learning Platform – access to
50,000+ courses (7000+ tech
and product courses, 10,000+
book summaries and 1000+
certifications). The platform gives
an opportunity to build skills,
learn anytime and anywhere
from internationally recognised
platforms like Harvard Business
Publishing, Udemy, GetAbstract,
Udacity, etc. This AI-driven
platform recommends relevant
bite-sized learning based on the
learner's interest areas.

PEAK - Enabling our Meesho

MentorsMeet - An opportunity
for Meeshoites to get mentored by
leaders across the organisation.
This platform allows participants
to have one on one conversations
with their mentors on any topic
that will help them in their career
journey.

The new policy is an
initiative towards
driving better inclusivity
within the organisation.
Employees who are
looking to transition
their gender can get
up to one month of
paid leave for gender
reassignment surgery
and other medical
procedures.

roles with high autonomy and
ownership, a meritocratic culture
with fast-growing careers, and the
most exciting problems impacting
Bharat. To aid in the personal and
professional growth of Meeshoites,
we encourage continuous learning
and prepare Meeshoites for the
next stage of growth, Meesho also

Full time - Educational
Assistance
To support employees enrolling
for higher education – degree
or diploma programmes or
from accredited universities,
reimbursement for the program
fees.

Part-time - Educational
Assistance

has a Capability Enhancement
Program (CEP). The CEP allows
one to take any learning course,
educational program, and personal
development program or hobby
sponsored by the company.

Why this policy?
Capability enhancement
programme - Meesho offers

Annual learning wallet provided to
employees for each of the below
4 programs. Meesho reimburses
the employees for the below 4
programs:

To support employees enrolling
for higher education – degree
or diploma programmes or from
accredited universities.

SPECIAL INTERVIEW

Managers - Helping managers
build their capability to lead teams
as we gain momentum towards
the 10X growth. This learning
journey is coupled with selfpaced learning, peer learning, and
coaching.

KEY HIGHLIGHTS OF THE
PROGRAM:

Certification Assistance
Option to select either online
or offline certification courses.
Employees can sign up and
complete any number of courses
(subject to available learning
wallet).

·

To encourage continuous
learning

·

To prepare Meeshoites for the
next stage of growth

Personal Development
Assistance

·

To reward consistent good
performers

·

To support the financial needs
of Meeshoites

To support Meeshoites in
their personal growth and
development; they can sign up and
complete any number of courses
including categories for personal
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development like hobbies, sports,
language skills, etc. (subject to
available learning wallet).

COMPENSATION &
BENEFITS
Few programs that we launched:

SPECIAL INTERVIEW

MeeSOP – ESOPs for all

52

Meesho has now introduced an
annual MeeSOP programme to
take this commitment forward
and facilitate greater ownership
for all its employees. Under the
programme, every full-time
employee, irrespective of their
tenure in the company or their
seniority will be able to convert a
maximum of 25 percent of their
annual CTC into ESOPs, subject to
a minimum of Rs 50,000. ESOPs
thus granted, would be greater
than 100 percent of the CTC
relinquished.

Frequent Buybacks

Based on the employee
demand, the company
will look to set up
satellite offices at
locations with higher
talent density. To
provide a seamless
employee experience,
we will enable our
workforce with realtime and virtual
collaboration tools.
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Very recently Meesho had
announced an employee stock
ownership liquidity program
(Buyback) for all eligible current
and former employees with vested
stocks, making this the startup’s
second liquidity program since
2021. Repeated and periodic
buybacks ensure our employees
continue to grow with us. Meesho
has conducted a buyback event
once every year in the past.

Reset & Recharge policy
Meesho had rolled out a wellnessoriented move to let employees
unplug themselves through the
‘Reset and Recharge’ policy. We
had announced a company-wide
10-days break for employees to
unplug themselves from work from
November 4 to November 14 (in
2021).

DIVERSITY AND
INCLUSION
Gender Confirmation Leave
The new policy is an initiative
towards driving better inclusivity
within the organisation. Employees
who are looking to transition their
gender can get up to one month of
paid leave for gender reassignment
surgery and other medical
procedures.

circumstance of parenthood
(natural birth, surrogacy, or
adoption).

leaves up to 1 year (30 weeks
fully paid leave + 25 percent pay
for the next 3 months).

- The parental policy also covers
live-in partners.
- If the employee is a primary
caregiver, they are eligible for

- If the employee is a secondary
caregiver, they can avail up to
30 days of leave (applicable
up to 1 year from adoption or
childbirth).

Gender-Neutral Parental
Leave Policy

HIGHLIGHTS OF THE
PARENTAL LEAVE POLICY:
- Ensures non-discrimination
irrespective of gender, sexual
identity, marital status, or the

SPECIAL INTERVIEW

Meesho has already announced
a 30-week gender-neutral
parental leave policy last year.
Being cognizant of the efforts
in caregiving and growing a
family, the industry-leading
policy has been designed with
an outlook to provide fulfilling
employee experiences. As an
industry-first, the policy entirely
focuses on the primary caregiver,
irrespective of gender. With a
fresh, gender agnostic perspective,
any employee who is a primary
caregiver is entitled to all the
benefits and offerings that the new
parental leave policy entails. The
company rolled out equal benefits
for men, women, LGBTQA+, and
live-in partners while ensuring the
policy covers childbirth, adoption,
and surrogacy.

SNAPSHOT
Year of Incorporation:

2015

Market presence:

Pan India

Employee Growth:

About 200 percent each year

Employee Count:

1700

Workforce Pie:

60 percent, Rest 40 percent

Business Operation:

The fastest growing e-commerce
company globally
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POST-IPO, WORKING
ON COMPENSATION
STRUCTURES AND
STREAMLINING
PEOPLE PROCESSES:
NANDINI MEHTA,
METRO BRANDS

NANDINI MEHTA

Chief Human Resource Officer,
Metro Brands
Nandini Mehta is the Chief Human Resources
Officer (CHRO) with Metro Brands Limited
since August 2021. With around two decades
of experience in People Management and
Engagement, she thrives in a culture where
people strategies are in line with the business
and organizational goals.
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In an exclusive chat with All Things Talent, Nandini Mehta,
CHRO, Metro Brands Limited reveals how the company intends
to update its people processes after the listing

What kind of HR
strategies did Metro
Brands implement
while gearing up for
the IPO?

updated people policies.

Post the listing, what
were the challenges
that you had to face
in terms of employee
welfare strategies,
compensation
benefits,
compliances and
others?
There were not many challenges.
However, we are working on
banding, compensation structures
and meeting all the compliance
requirements and streamlining our

be a great place to work.

We intend to build a
robust organisation
structure to help
us achieve our 5
years vision. It also
includes building
internal capability
and recruiting the best
talent, automating
people processes
to ensure seamless
employee lifecycle
in the organization
and Learning and
Development strategies
to ensure employees
are equipped with the
required knowledge &
skills.

As per a TOI report,
MBL raised Rs 295
crore through the
initial public offering
in December last
year. How will this
fund be utilised for
the HR strategies and
policies?

INTERVIEW

We have ESOPs that are based
on tenure and future criticality
of the talent. One-time bonuses
for employees are not part of
ESOPs. We also went through
an organisation structure
enhancement, reviewing and

people processes with the vision to

We intend to build a robust
organisation structure to help us
achieve our 5 years vision. It also
includes building internal capability
and recruiting the best talent,
automating people processes
to ensure seamless employee
lifecycle in the organization
and Learning and Development
strategies to ensure employees
are equipped with the required
knowledge & skills.
We intend to build a robust
organisation structure to help us
achieve our 5 years vision. It also
includes building internal capability
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and recruiting the best talent,
automating people processes to
seamless employee lifecycle in the
organization and Learning and
Development strategies to ensure
employees are equipped with the

the company to attract new talent.
Also since online sales picked up it
helped to facilitate and reduce the
opportunity loss of closed offline
sales.

What are your
views on employer
branding
requirements as
part of the public
issuance?

What kind of a role
does technology in
recruitment and HR
automation play in
the listing process?

The entire purpose of Employer
branding changes with going
public, as now it is not just
about customers but also about
shareholders. Whatever we
do now, we will have to keep
the interests of shareholders,
customers, and employees in mind.
It is important now, more than ever
before, to work towards making
MBL an Employer of Choice and a
Brand that employees are proud
to work for and candidates aspire
to work in. Hence, all our employer
branding initiatives would need
to be focused on making MBL, a
Great Place to Work.

required knowledge & skills.

What are the type
of communications
needed for the IPO?

INTERVIEW

We conducted several town
halls, sessions on Do’s & Don’ts,
orientation sessions on ESOPs &
Insider Trading

In an interview with
PTI, Nissan Joseph,
CEO, Metro Brands
had informed that
the company will
open 219 new stores
in the next two-andhalf years across the
four formats – Metro,
Mochi, Walkway and
Crocs. Did the plans
get impacted by the
third wave in terms
of hiring talents for
these retail stores?
We did not face any issues in
hiring. The company avoided
retrenchment during Covid induced
lockdowns and ensured giving
mental comfort to employees by
safe & hygienic work environment
and ensured they don’t carry
the fear of job loss. This helped
in developing the trust amongst
our current workforce and who
become the brand ambassadors of
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It helps in automating people
processes for a seamless employee
lifecycle in the organization.
Technology helps in simplifying
processes and recruitment. It
would help to match profiles to the
job description thus reducing the
TATs and facilitating better reach
across locations. Technology helps
in the standardization of people's
practices and processes.

SNAPSHOT
Name of the Company:

Metro Brands Limited

Year of Incorporation:

1977

Promoters:

Rafique Malik, Farah Malik Bhanji, Alisha
Rafique Malik

Key Executives:

CEO Nissan Joseph, CFO Kaushal
Khodidas Parekh

Business Line:

Operates a chain of fashion footwear and
accessories stores.

Employee Count:

About 2,691 permanent employees
as of March 31, 2021. In addition, it
collaborates with 1,235 selling agents,
their staff, and contract workers.
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HOW `MAKE IN INDIA’
CLOUD PLAYER ESDS
IS NAVIGATING ITS IPO
PLANS
PIYUSH SOMANI
MD and Chairman, ESDS
Software Solution Ltd

Piyush Somani is the MD and Chairman, ESDS
Software Solution Ltd. He has over 16 years
of experience in the information technology
sector. As the founder of the Company at
the age of 26, he has been instrumental in
expanding the operations of the Company in
India and several international markets.

KOMAL SOMANI

Whole Time Director, ESDS
Software Solution Ltd
Komal Somani is the Whole Time Director
of ESDS Software Solution Ltd. She holds a
bachelor’s degree in engineering from the
University of Pune. She has been associated
with our Company since September 1, 2012.

58

March 2022

As the company prepares for an IPO, Komal Somani, Whole
Time Director and Piyush Somani, MD and Chairman, ESDS
Software Solutions speak to All Things Talent about sustainable
culture, employee health management plan and the future of
cloud computing technology in recruitment.

PIYUSH SOMANI: In 2005, I
started a web hosting support
business from a row house at
Nashik with few employees.
But after that, there has been
an increase in the number of
employees, driven by factors like
expansion in ESDS’ data center
at Nashik and data centers at
Bengaluru and Navi Mumbai. As
of June 30, 2021, the total number
of employees at ESDS across all
locations was 946.

How did the firm,
founded in 2005, at
a time when cloud
and datacenters were
not popular in the
country, manage to
get going initially?

For performance
enhancement, we
believe that it is
important to keep the
line of communication
clear, open, and
direct; and at ESDS
suggestions are
awarded opportunities.
We have termed this as
Green Door, with this
initiative, we attempt
to give a person with
an innovative idea a
chance to turn it into
reality.

PIYUSH SOMANI: During one
of my trips to the UK, I saw
how the data center business
was flourishing, and witnessing
the growth there, I decided to
replicate the same here in India.
In 2010, ESDS Internet Services
Private Limited, engaged in the
business of providing internet
services, began its operations.
However, during its initial days,
there were certain challenges
since Indian businesses typically
weren’t online. Upon realising
this, I travelled extensively across
the country and visited numerous
banking & government customers.
Investments in the domestic
markets demanded costs, research
& development, software, and
hardware. By encashing this
opportunity, we developed
eNlight Cloud in 2011, an inhouse developed intelligent cloud
computing platform, making ESDS
the first company to offer a true
‘Make in India’ Cloud in the nation.

INTERVIEW

Could you give an
overview of your
growth in market
presence since
incorporation?

In the run-up to
the IPO plans, what
Naukri Hiring Suite
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are the important
aspects of fresh
hiring and how do
you maintain the
ethos for the existing
talent?

INTERVIEW

KOMAL SOMANI: We believe that
one of the most important aspects
of making a culture sustainable
is finding the right fit for the
organization, which results in
wanting to hire more meticulously.
We usually look for candidates
who are the right fit with our
cultural values, mission, and vision
along with a unique skill set.
It also remains our attempt to keep
up and continue imbuing Indian
culture with our organizational
culture, as we believe that staying
in touch with our roots contributes
towards success.
We think of the employees
at ESDS as family and treat
their achievements as our
achievements, and endeavour to
make our employees feel special
and recognize their efforts.
Each ESDSian is judged on their
performance and nothing else.
For performance enhancement,
we believe that it is important to
keep the line of communication
clear, open, and direct; and at
ESDS suggestions are awarded
opportunities. We have termed this
as Green Door, with this initiative,
we attempt to give a person with
an innovative idea a chance to turn
it into reality.

What are the key
parameters to keep
60

Time to ideate on
WebEx and learn
through webinars
and podcasts. It is our
belief that it is time to
review engagement
through online surveys,
connect and co-create
by leveraging a blend
of online and personal
connect modes.

in mind while going
public in terms of
employee well being?
KOMAL SOMANI: We believe
that employee health, directly
and indirectly, affects their work
behaviour, job performance,
and attendance. Consequently,
we want our employees to be
content while working at ESDS.
To enhance well being, we believe
that it is needed to understand
what they want. We endeavour to
facilitate an environment wherein
one can immediately let us know
if they had a bad or great day, to
enable us to immediately work on
it. We also attempt to periodically
have wellbeing sessions such
as counselling, meditation, and
ergonomics. As we grow, we may
also develop a health management
plan for our employees.
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How newfound
wealth among
employees can lead
to attrition and how
to tackle it?
KOMAL SOMANI: As the company
grows, so do the employees.
Benefits, increments, and
appraisals are given based on
performance, these achievements
may lead to some attrition among
the employees. Sudden changes in
team and development may also
result in some negative thought
processes, but a comprehensive
policy and dedicated performance
management system will likely
reduce this. A Performance
Management System (PMS) that
provides the purpose and drives
motivation could possibly help us
tackle attrition.

Is there a need
for new hires to
manage the IPO or
the existing talent is
upskilled?
KOMAL SOMANI: We attempt to
give opportunities to those who
want to evolve, and attempt to do
so in a manner without bias, such
that a person is given a chance to
climb up the ladder. We believe
that such enthusiasm comes from
hard work and perseverance, and
aim to enhance such skills by
encouraging consistency.

What has been ESDS’
experience of going

through the process
of modernizing the
employee processes
– challenges and
learnings?
KOMAL SOMANI: It’s the era of
crowdsourcing — we consider
that for our key HR process and
strategy.

of business operations. We saw
industries across industries
taking a strategic approach
for solving their problems and
enhancing process efficiencies. The
Government of India is embracing
Cloud Computing technology
for expanding its e-governance
initiatives throughout the
country. Hence, to modernise

the operations, companies are
looking for candidates that are
agile, creative, and well-versed
with technological capabilities.
Skills such as Big Data analytics,
Artificial Intelligence, Machine
Learning, and Cybersecurity are
certain key priorities for recruiters
from the technology industry.

We believe that it is about time one
integrates tech into HR seamlessly
and ensure all HR talent is techsavvy. Time to ideate on WebEx
and learn through webinars and
podcasts. It is our belief that it
is time to review engagement
through online surveys, connect
and co-create by leveraging a
blend of online and personal
connect modes.

What are your
thoughts on the tech
talent requirements
and the current
market demand?
KOMAL SOMANI: One of the key
takeaways from the pandemic
was the demand for digitisation

INTERVIEW

We would minimize owning all
“fun at work” events and let other
functions take turns anchoring
these events and activities.
We don’t want to be known
just for fun events, parties, and
outbounds but would rather
prefer to focus on tangible ways
of balancing employee advocacy
with productivity, building a
talent brand, and driving business
sustainability through performance
differentiation.

SNAPSHOT
Year of Incorporation:

2005

Number of Employees:

940+ as of June 30, 2021

Name of the Founder:

Piyush Prakashchandra Somani

Key Executives:

Piyush Somani, Komal Somani, Sandeep
Mehta, Sameer Redij, Advait Aundhkar,
Rushikesh Jadhav and Darryl Cox

Business Line:

ESDS Software Solution Ltd. is amongst
India's leading cloud service and end-toend multi-cloud requirements providers.

Hiring Strategy:

Modern-day's dynamic technological
domain demands an organization adopt
an advanced approach for an effective
hiring process
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BOSS’S PET:
IS THAT YOU?

MANAVI PATHAK

Talent and Leadership Development, TATA Trent
Manavi is a seasoned HR professional with over 15
years of experience in HR Consulting and Academics.
Prior to this, she has worked with some big names
in the industry namely, TATA Motors, Cipla, KPMG
to name a few. An alumna of XLRI Jamshedpur,
she has done her Ph.D. in Organisational Behaviour.
Her specialities include – Talent Management,
Psychometrics, Assessment, Leadership Development,
Competency Mapping, Organisational Change, and
Executive Coaching.
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It is natural to like some employees more than others, but
playing favourites at work is a dangerous game. Workplace
favouritism can destroy trust in an organisation and wreak
havoc on the overall morale of the company. Then, how to
prevent favouritism in the workplace? Let us understand.

Needless to say that it’s common
knowledge that favouritism has
a long history in the workplace
or organisations. According to a
survey by Georgetown University
(2019), many managers and
bosses play favourites when they
are figuring out whom to promote
– meaning that they base their
decision on factors, other than
the person’s abilities, background,
or even ideology. But how
widespread is it?

23 percent of more
than 300 senior
executives in the United
States admitted to
practising favouritism
in determining
promotions, with 9
percent saying it played
a role in deciding their
last promotion. 56
percent of the bosses
said that they often
have a favourite in mind
before a formal review
process begins, and
96 percent of the time
those favourites get
promoted.

23 percent of more than 300
senior executives in the United
States admitted to practising
favouritism in determining
promotions, with 9 percent saying
it played a role in deciding their
last promotion. 56 percent of
the bosses said that they often
have a favourite in mind before
a formal review process begins,
and 96 percent of the time those
favourites get promoted. What
is interesting is that most of
those surveyed - 83 percent said
that this sort of decision making
can often lead to poor business
choices.

HR CHRONICLES

L

et us go back to our school
days. Do you remember
that annoyingly perfect
student who sat in the front row of
your class and had a panic attack
when he or she got less than A+
on any assignment and always
received special attention from the
teacher? Just like our classroom’s
prized pupils, organisations have
their own share of boss’s pets.
Surprisingly, when asked as a
leader do you play favourites at
work? Few managers acknowledge
or admit to it.

But apparently, they are doing
it anyway. Unfortunately, there
is not much that employees can
do to combat this, other than
working hard and staying on their
bosses’ good side. However, 94
percent of those surveyed said
that their company had procedures
in place to prevent favouritism in
promotions. But apparently, the
procedures are not favoured.
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WHY DOES IT
HAPPEN?

improve the perception of their
actual performance.

It is not easy to explain and the
issue is pretty complex. Longstanding bodies of work in genetics
point to humans’ deeply wired bias
of replicating themselves through
succeeding generations. This
impels parents to tilt in favour of
their healthiest, biggest offspring.
A similar explanation has been
offered for favouritism or bias
at the workplace and in dating
relationships. Some managers
tend to unintentionally identify
with people of their own gender,
community, or socioeconomic
class. Such identifications may
subtly influence judgement about
which employees perform better.
Managers may give better job
reviews to employees they like for
whatever reason. For example,
personable employees with good
communication skills can ingratiate
themselves with managers and

According to Social Psychology,
this process can be explained
by how individuals organise and
interpret their environment. It
is true that what is perceived
can be substantially different
from objective reality. People’s
behaviour is based on their
perception of what reality is, not
on reality itself. We all stereotype
people to some extent. We tend
to put people in boxes – to say,
“That’s just the way they are.”
But some managers take it to
an extreme, refusing to see that
employees can change and that
shortcomings aren’t the result
of incurable genetic defects.
Unless an employee has “fast
track” written all over him, these
managers withhold challenging
roles and useful feedback.
According to Dr. Ruchi Sinha,
University of South Australia Fundamentally, favouritism shows
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a disregard for competence and
attributes such as dependability
and reliability – all of which are
signals of trust – while favouring
personal friendships and
instrumental reciprocity.

IDENTIFY
FAVOURITISM AT
WORK
• You spend more time
supervising certain employees
and thinking about ways to
enhance their careers
• You enjoy talking to some
employees more than others
• You dread conducting certain
evaluations but look forward to
conducting others
• You relax when talking to some
employees but feel tense when
communicating with others,
even those who perform well

LEAST FAVOURED
STATUS

Results showed that children
who feel less loved than others
have a higher risk of developing
anxiety, depression, and low selfesteem. Favouritism leads to “ingroup” and “out-group” feelings,
imaginary boundaries created by
the leaders in the organisation.
The “out-group” members feel
left out and lose trust in the boss
and the organisation as a whole.
The HR manager of a renowned
consulting firm reported that this
behaviour is reported frequently
during the exit interviews. It is
at that time that the individuals
feel fearless and share their woes
with the organisational members.

Favouritism leads
to “in-group” and
“out-group” feelings,
imaginary boundaries
created by the leaders
in the organisation. The
“out-group” members
feel left out and lose
trust in the boss and
the organisation
as a whole. The HR
manager of a renowned
consulting firm reported
that this behaviour is
reported frequently
during the exit
interviews.

Favouritism at work can destroy
trust in an organisation and its
leaders. For an organisation to
thrive it is important for people to
work well together and managers
need to develop a good working
relationship with their subordinates
as well as their superiors.

ADVICE TO
MANAGERS
It is amazing to see how people
fail to see their own biases
towards certain individuals. If
you ask managers “Do you play

HR CHRONICLES

Research with thousands of
executives from around the
world indicates that behaviour of
bosses towards underperforming
employees is pretty much universal
regardless of culture or nationality.
Based on the interviews and
direct observation of bosses – it
is clear that subordinates are
highly sensitive to the comparative
signals sent out by their bosses.
What would be the long-term
damage of favouritism? “It lowers
the morale of the employee and
results in motivational problems,”
says a sales executive who has
gone through the pain of being
the second-best in the initial years
of his job. Psychologist Victoria
Bedford has studied favouritism
extensively, looking at the impact
of what’s known as the Least
Favoured Status (LFS) on children’s
self-esteem, socialisation, and
relationships with other family
members.

favourites in your team?” Very
few would agree or acknowledge
this. However, the fact is that
most managers do have some
employees they are more
compatible with than others.
That is human nature. Also, most
managers play favourites with
the justification that the favoured
employee is a great employee.
Whatever be the reason, playing
favourites at the workplace is
a bad practice. It starts a chain
reaction of jealousy among other
employees, which could, in turn,
lead to conflict and a toxic work
environment. Worse yet, it may
escalate to an organisational level
issue where top management will
have to intervene. Does it scare
you enough? I hope so. Playing
favourites should at best be
avoided. A piece of advice: If you
absolutely must have a favourite
employee, keep it to yourself. The
very perception of unfavoured
treatment is bad. If you have a few
‘favourites’ in your team, do not try
to go overboard to shower your
praises or compliments so that it
results in motivational or political
issues in the team.
The following suggestions would
go a long way to reduce the
adverse impact of “favouritism” at
work:
First, managers should make
efforts to recognise and be
sensitive to individual differences.
Employees have different needs.
One needs to spend time to
understand what is important to
each employee. When bosses get
to know subordinates they are less
likely to make snap judgments,
hasty attributions, or unfounded
generalisations. This allows him or
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her to individualise goals, level of
involvement and rewards to align
with individual needs. Research
has shown that most managers
spend the majority of their
development efforts on only 20
percent of their employees – the
high performers. Managers need to
develop positive dynamics with all
their subordinates including their
weaker performers. When there is
a personal rapport, subordinates
are more likely to report problems
and handle criticism more
constructively because they feel
that the boss is capable of making
a distinction between them and
their performance.
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“Second, employees should have
firm, special goals and they should
get feedback on how well they
are faring in pursuit of those
goals. Third, regular dialogue
with the employees is a critical
point in reducing the barrier to
communication between the
employer and the employee.
Managers should allocate specific

Managers should make
efforts to recognise
and be sensitive to
individual differences.
Employees have
different needs. One
needs to spend time
to understand what
is important to each
employee. When
bosses get to know
subordinates they are
less likely to make
snap judgments,
hasty attributions,
or unfounded
generalisations.
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time during a week/fortnight
to have a one on one with the
employees. Also, to prevent
misunderstandings from polluting
a relationship, bosses can be
more explicit about their own
style – how they work and what
they do and also what they don’t
like. Such clarity goes a long way
towards preventing the kind of
misunderstandings that can trigger
a boss's doubts and negative
performance labels.
Fourth, managers should ensure
that rewards should be contingent
on performance. Importantly,
employees must perceive a clear
linkage between performance and
rewards. Regardless of how closely
rewards are actually correlated to
performance criteria, if individuals
perceive this relationship to be low,
the result will be low performance,
a decrease in job satisfaction,
and an increase in turnover and
absenteeism. Most organisations
would prefer to stay away from all
of these.

