






The Art of Getting “Lucky”

Success is always an inspiration. Read-
ing stories of successful entrepreneurs 
has a contagious energizing effect; 

and more so, if those entrepreneurs are from 
our industry, the HR Industry. What seems to 
be the common thread among them is their 
persistence and determination, the stub-
born strength that drives them to stick to 
their commitment to success, whatever time 
and effort it might take. No backup plans, 
no going back, work hard and persevere; 
it is just a matter of time and you will get 
“lucky”... so they believe, and evidence has 
proven them right.

One thing is clear; the ‘Industry of HR’ is 
growing strong. Whether organizations are 
struggling with growth in scale and scope 
or with negative externalities in a reces-

The cover story, “HR Entrepreneurs” 
brings together data and analysis on how the 
‘Industry of HR’ has evolved in the US as an 
indicator to the scale that the industry can 
reach in a mature economy. As part of the 
story, we spoke to seven successful entrepre-
neurs in the HR space. They represent how 
an HR idea can be scaled up, and while the 
journey of some has changed gears, their 
stories are a real inspiration. Take time and 
read the complete stories on our website, 
it is worth every word. The story also puts 
together certain basic elements that make 
an entrepreneur successful and discusses 
how HR professionals might be in a better 
position to make it big in this industry. While 
they can identify the gaps in the market 
much faster, they will need to build on the 
traditionally missing pieces: financial and 
sales acumen.

In this action-packed issue, we also high-
light the key findings of the Kronos – People 
Matters Survey on Workforce Productivity, 
more than 200 professionals across indus-
tries shared their inputs on the challenges 
they face in managing their workforce and 
how tools and processes can enhance effec-
tiveness, while minimizing leakages and 
enhancing productivity.

Finally, this being the budgeting quarter, 
many professionals are immersed in the 
compensation revision for the next finan-
cial year - this issue also carries a special 
on Total Rewards. People Matters spoke to 
over 30 professionals, including buyers and 
service providers, to get their views on what 
lies ahead: segmentation, increase in vari-
able components, deferred compensation 
and going beyond cash, will be the key focus 
areas for 2012. This special also carries a 
well-researched list of service providers in 
this space for the buyers’ reference. 

As we continue to bring relevant and 
current stories, we would love to hear from 
you and get your feedback. Please do write 
to us at editorial@peoplematters.in.

Happy reading!

Ester Martinez
ester.martinez@peoplematters.in

There is an enormous 
opportunity to scale up for 

existing HR companies and to 
create new stars in this market

sionary market, opportunities are aplenty 
for entrepreneurs to tap into most verticals 
of the HR space.

Verticals within HR such as RPO, 
screening, HRO, benefits consulting, health 
benefits, PEO, and relocation are in the 
introduction stage in India and present 
huge opportunities. And verticals such 
as HR software, training and staffing are 
in the growth stage with opportunities to 
create  scale. The HR space in India has 
witnessed the emergence of companies like 
Info Edge India (Naukri.com), TeamLease 
Services, Ma Foi (today Ma Foi Randstad), 
PeopleStrong and Ikya Human Capital Solu-
tions, among others, which have helped in 
transforming the recruitment and staffing 
industry. There is an enormous opportunity 
to scale up for existing HR companies and 
to create new stars in this market.
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Letters to the editor
Cover Story – 12 Trends in 2012
Congrats for the cover story in the January 
issue of People Matters. ‘12 Trends for 2012’ 
is a great read and relevant too and perhaps 
the best way to begin the new year. It would be 
interesting to see how the year unfolds.
- Deepak Deshpande, Vice President - Human 
Resources, Netmagic Solutions

***
Impressive article! Very rich content, and 
taking inputs from 60 industry veterans 
reflects on the seriousness of the writers. These 
12 trends will dominate the HR sphere in 2012. 
I really like the way social media trend in HR 
and recruiting has been highlighted. Keep up 
the good work PM.
- Vinay (Online)

***
This is very in-depth. Hats-off to the research 
and editorial team for their commendable 
work. If people were to actually follow these 
12 trends for 2012, we might see greater things 
happening. What is interesting to see is that 
you have social media as a second point. It is 
refreshing to see that people recognize social 
network as an important medium and aspect to 
organizational growth. Great job. Hope to read 
more such great work in the future.
- Khanna (Online)

***
‘People as brands’, by Gajendra Chandel of 
Tata Motors is very well written. The ability 
to put workable thoughts in limited space is 
impressive. Ideas can inspire others to follow. 
- Rajiv Khurana

***
The inputs shared by Rushi Patil as part of 
the cover story in the January issue of People 
Matters are quite interesting. Thank you for 
sharing views on an emerging topic. This is 
very beneficial for the student community.
- Shivaji Dhawad

The perspective of the new generation 
mentioned in the cover story in January 2012 
has hit spot on. Amazing article.
- Akshay Goel 

***
Wishing you a happy new year. I would like to 
thank and congratulate you on the wonderful 
cover story in the January issue. I have perused 
most of the articles; all of them have provided 
a great insight on talent management. Let me 
take this opportunity to thank you for your 

Send your comments at editorial@peoplematters.in/info@peoplematters.in

work on this issue and look forward to more 
such stories in the future. 
- Varun Upadhyaya,Director HR,  
Dr. Reddy’s Laboratories

***
The talent management article on People 
Matters’ new year issue for 2012 has come 
out very well indeed. Congratulations on 
the output and thank you so much for the 
opportunity.
- Deepthi Balasunder

***
Very good collections of articles presented in 
the January 2012 issue. I enjoyed reading the 
cover story - ‘12 Trends for 2012’.
- Praveen Kamath K.

Pleasure Being a ‘Fan’
It has been a pleasure being a ‘fan’ of People 
Matters and look forward to being associ-
ated with it. 
- L. Prabhakar, VP-HR, Agri Business 
Division, ITC

Excellent New Year Issue
The January 2012 issue of People Matters 
had an excellent coverage and very interest-
ing articles. 
- Sushanta Sinha 

Great Effort
I appreciate the good effort by the People 
Matters team in bringing each issue.
- Anita (Online)

Great Thought by Elango
The column by Elango - ‘Happy New Year 
Ritual - What’s Your Big 2012?’ - is a very 
thought. Making an announcement about it 
so that you cannot back out! And staying at 
it for 21 days so that it becomes a habit is a 
great advice. 
- Nishith Shetty

Why do I Love to Hate HR?
Anand Bhaskar’s blog on ‘Why do I love to 
hate HR?’ is a critical thought and I think 
the author should write a full book on this 
subject. The style is really engaging and I 
really enjoyed reading this article. Although 
crisp, it has been able to capture the deeper 
thoughts and meaning. Congratulations.
- Ravindra (Online)

feedback
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up date
Global banks and electronics 
majors cut jobs worldwide

As deal flow dwindle and parent compa-
nies shrink their balance sheet to 
boost capital, global banking giants 

such as Citigroup, HSBC, Bank of America 
Merrill Lynch and Barclays are slashing 
jobs in their Indian operations at the fastest 
pace since the 2008 credit crisis. Accord-
ing to media reports, Citigroup has cut 100 
jobs and HSBC will soon show the door to 
scores of its staff here as part of its 30,000 
reductions internationally. French bank 
BNP Paribas has eliminated more than a 
dozen in recent months and Royal Bank of 
Scotland has put its equities and mergers 
advisory business on sale and that may lead 
to layoffs. However, the job cuts in India 
are a fraction of the more than 200,000 job 
losses announced by financial firms in 2011. 
Nonetheless, these job cuts are in contrast 
to what state-run banks are doing. Banks led 
by Punjab National Bank and Union Bank of 
India are estimated to be hiring more than 
45,000 during the fiscal. 

However, the layoff is not only restricted 
to the banking sector and its impact on India. 
While Kodak has filed for bankruptcy, NEC - 
a Japanese electronics giant - citing its losses 
over the last 9 months, has announced that 
it would axe 10,000 jobs worldwide. Out of 
these, the reduction in headcount would 
be 7,000 in Japan and 3,000 overseas. The 
company expects that the current restructur-
ing would enable a business structure with 
high profitability.

...On the contrary HCL, ITC, 
Cisco and others up their 
hiring 
While the economy shows signs of volatility, 
there are companies such as HCL Technolo-
gies, ITC, Cisco Systems, Lupin, Hyundai, 
Mercer Consulting, Edelweiss and Yatra.
com, who are sailing against the tide and 
are planning to significantly increase their 
hiring. They believe that economic situations 

like these are an opportune time to hire the 
best of talent at comparatively lower costs 
and achieve business gains. For that matter, 
technology major HCL Technologies plans to 
create more than 10,000 jobs globally and 
a few thousand more in India. ITC, which 
is into the business of tobacco, hotels, and 
consumer products, plans to go for an almost 
300 percent jump in hiring for the next 2 
years. In fact, it will hire approximately 200 
people this year. Cisco Systems too is step-
ping up hiring this year to meet increased 
demand of business needs. Given the fact 
that a number of top drugs will lose patents 
in 2016-17, the 11,000 employee strong 
pharmaceutical company Lupin is preparing 
for growth in the generic drug industry. It is 
planning a 100 percent increase in its hiring 
numbers to meet its 20 percent year-on-year 
growth. Likewise, other pharmaceutical 
majors such as Dr Reddy’s Lab and Sanofi 
Aventis too plan to increase their respective 
hiring. In the same vein, Edelweiss, a leading 
stock broking company, plans to hire 500 
people this year while Standard Chartered 
Bank plans to increase its hiring numbers 
from campuses.

snippets

Travel portal, Yatra.com is increas-
ing hiring for this year by 15 percent to 
20 percent across all lines of business for 
sales, operations, product, marketing and 
technical profiles. Having hired talent from 
IIT Madras and IIM Bangalore, auto major 
Hyundai, which is geared to enter the next 
phase of growth, plans to hire recruits from 
other IITs and IIMs for its global role. HR 
consulting firm Mercer too is hiring to build 
capability to meet business growth. It is 
estimated that Mercer will expand hiring by 
15-20 percent in 2012.

Technology major HCL Technologies 
plans to create more than 

10,000 jobs globally
& a few thousand more in India
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Bullish on temp staffing 

Enterprises across business domains, 
mostly IT firms, seem to be quickly 
adopting temp staffing to beat margin 

pressures, maintain lean benches and also 
facilitate just-in-time hiring in a highly volatile 
market. According to temp staffing experts, 
temp workers account for 10 percent to 15 
percent of the actual employee base of IT 
companies as against 2 percent to 5 percent a 
few years ago. This share is expected to go up 
to 20 percent to 25 percent in the coming quar-
ters. As a matter of fact, temp staffing helps 
technology firms maintain a healthy bench posi-
tion, while still having quick access to a large 
pool of talent. According to Indian Staffing 
Federation, an apex body of temp staffing firms 
in the country, the demand for temp staffing by 
tech providers would go up by 40 percent to 45 
percent in the next couple of years. At the same 
time, temp staffing is slowly maturing with 
more sectors opening up to it. 

RBI issues guidelines on 
compensation

The Indian central bank, Reserve Bank 
of India, has laid down guidelines for 
compensation of executives at private 

and foreign banks. The guidelines based on the 
recommendations of the International Finan-
cial Stability Board (FSB) do not prescribe any 
quantitative limit on absolute pay, but deal with 
the structure of pay, which in the past favored 
excessive risk taking. According to the notifica-
tion issued by the RBI to all private sector and 
foreign banks operating in India, employees 
were too often rewarded for increasing the 
short-term profit without adequate recogni-
tion of the risks and long-term consequences 
that their activities posed to the organiza-
tions. The principles are intended to reduce 
incentives towards excessive risk taking that 
may arise from the structure of compensation 
schemes while calling for effective governance 
of compensation, alignment of compensation 
with prudent risk taking, effective supervisory 
oversight and stakeholder engagement. Accord-
ingly, guaranteed bonuses have been banned 
and risk management staff will have more of 
fixed component than the rest. 

As per the guidelines, foreign banks operat-
ing in India will be required to submit a decla-
ration to RBI annually from their head offices 
to the effect that their compensation structure 
in India, including that of CEOs, is in confor-
mity with the FSB principles and standards.

snippets

Corporate Appointments

Management Development Institute (MDI) has 
appointed Mukul P. Gupta as the Director of the Insti-
tute in Gurgaon and Murshidabad. Gupta has been 
with MDI since 2000 as a Professor of Marketing and 
has held various administrative positions.

MakeMyTrip has appointed Purva Misra as Senior 
Vice President - HR effective January this year. Prior to 
this, Purva was Director – HR at Max Healthcare.

Godrej Properties has appointed Pirojsha Godrej as its 
MD and CEO.

R.V. Kanoria, CMD of Kanoria Chemicals & Indus-
tries, has taken over as President of the Federation of 
Indian Chambers of Commerce and Industry. He took 
over from Marico Chairman Harsh Mariwala, effective 
January 2012.

B.K. Batra has been appointed as Deputy Managing 
Director of IDBI Bank effective January this year. Batra 
has been with the bank since 1983 and was working 
as an Executive Director looking after the corporate 
banking function and formulation of corporate level 
policies and processes.

B-school students prefer FMCG sector

According to the findings of the recent Nielsen survey, the fast 
moving consumer goods (FMCG) sector has been voted as 
the most coveted sector for employment by B-school students 

of the class of 2012. The ‘Campus Track’ nationwide survey 
conducted by Nielsen suggests that 36 percent of business school 
graduates prefer to work with FMCG firms, followed by companies 
in areas of management consulting (29 percent), IT consultancy or 
services (20 percent) and investment banking (20 percent). Other 
preferred places of work include Indian banks, financial institu-
tions, credit rating agencies, retailing and business conglomer-
ates. Given the growth potential of the FMCG sector and with the 
rebounding of IT/ITeS sector, the findings are on expected lines.

Based on Campus Recruiter Index, an index developed by 
Nielsen, Hindustan Unilever tops the list of most preferred 
recruiter, followed by Google, Aditya Birla Group, Accenture and 
McKinsey & Co. Other names that figure in the list of preferred 
recruiters are Infosys, Procter & Gamble, Boston Consulting Group, 
Citi Group, Microsoft, Tata Administrative Services and Axis Bank.





Accountable
Managers
Thomas DeLong affirms that managers’ inability 
to make honest conversations is the roadblock 
for leadership development 

Many organizations, especially in India, 
have begun to focus more seriously on 

succession planning and creating the next 
bench of leaders. Why do organizations face 
the issue of lack of leaders?

One of the biggest concerns in organi-
zations today is that people are not willing 
to be honest with each other. By this, I 
mean that if people cannot have an honest 
conversation then they cannot develop 
people in the long term. One of the prem-
ises of the book ‘Flying Without a Net’ is 
with respect to a person who is so driven 
to achieve, that slowing down to deal with 
human interactions can feel like a barrier. 
And without understanding the essence of 
human interactions, one cannot become an 
effective leader. So, while we all talk about 
developing our people, I am not sure how 
well we are actually doing it.

Where do you think lays the problem?
What I am suggesting is that firstly  

organizations have to realize that not every-
one wants to be the President. Secondly, I 
am not sure we allow people the space and 
opportunity to be different in organizations, 

and thirdly, there is no system to recognize or 
reward employees for having honest conver-
sations in organizations. 

The other thing I am worried about is rele-
vant not only in the developing economies, 
but is also true on Wall Street. On Wall Street, 
for example, if I am a successful trader, and 
I know how to make money, I may be made a 
manager even if I am only 27 years old. But 
at 27 years, while they may be good traders, 
they do not have the required experience to 
be managers. In developing economies as 
well, many young professionals are being 
put in managerial roles and then they are 
nervous, abusive, and can make stupid deci-
sions, because they do not know any better. I 
would rather see organizations grow slower 
and have more of a fundamental base by 
having managers who have some wisdom, as 
opposed to letting children become manag-
ers, if you want to grow the business. Some 
say that 2011 was not the best year for India 
because of the slowdown. But the slowdown 
was perhaps good for India as the economy 
was growing too fast and too many young 
people were being promoted into roles that 
they were not ready for.

Q

Q

LEADERSHIP

16 • People Matters • February 2012



People Matters • February 2012 • 17

While developing leaders is critical, it has 
a demand on their time which might slow 

down high performers. How can organizations 
address both concerns?

 I am not sure you can separate the two. 
If you separate those who are achievement-
driven and those who are human-relations 
driven, then you get a two-tiered system in 
organizations. So, the expectation is that if you 
are a high performer and you are highly driven, 
then you also have the responsibility to learn 
how to deal with people. You cannot ignore the 
human relations side of the enterprise. And too 
often, for individuals who surpass the numbers 
and bring in big revenue, organizations do 
not hold them accountable for how they treat 
others. In other words, we allow people to get 
away with things we should not.

What are the other challenges that act as 
roadblocks in leadership development in 

organizations?
The other challenge is how we talk about 

mentoring and coaching in organizations. Very 
few people are doing good mentoring – the 
systemic mentoring programs in organizations 
do not work. Mentoring is built on a visceral 
connection between two people and by assign-
ing ‘you to me’ when there is no connection, 
creates more problems. Most companies tend to 
outsource ‘managing’ to an external coach but 
it is managers who should be coaching employ-
ees and not external coaches. I also believe 
that many external coaches have no training or 
educational background to be coaches. There 
are no licensors or any licensing process if 
someone wants to be a coach. Organizations 
that outsource coaching and do not hold their 
managers accountable for coaching will have 
long term problems. ‘Management’ by defini-
tion means ‘developing others’, then why would 
you outsource it? – that is the lazy man’s answer 
to solving human problems in organizations. 
Instead of keeping aside a coaching budget, 
I would argue that organizations should ‘pay 
managers more’ and hold them accountable 
for developing people. Unfortunately, manag-
ers do not want to have honest conversations 
with their employees, so they are outsourcing 
‘having honest and difficult conversations’. 
Managers are abdicating their role.

How can organizations bring about the 
required change in HR’s role? 

To bring about this change, I think organiza-
tions need to reframe the problem and the goal. 
To me, the head of HR in any organization is the 

Q

Q

Q
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A person who is so 
driven to achieve, 
views human interac-
tions as a barrier to 
performance as it 
will slow him down
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CEO and it starts there. The management 
creates different expectations on what it 
means to manage and what that role should 
be. And then spend more time training the 
managers on the true role of management. 
I would also argue that most of what HR 
professionals do today is clean up after poor 
managers. So, train your management to be 
more effective, and have your HR profession-
als focus on organizational change require-
ments as internal consultants.

You have talked about high-need-for-
achievement-professionals. How are 

they different from high potentials in orga-
nizations?

There are some ‘high potentials’ that 
may have a high need for achievement, but 
the two are very different. A high-need-for-
achievement professional is someone who 
defines oneself based on the number of 
tasks one accomplishes – meaning, at the 
end of the day you are only as good as the 
number of things that you have checked on 

So what is the solution to this?
Firstly, teach your people how to stop 

and be more aware of how they impact other 
people and realize that they may be hurting 
others in their journey to succeed. Secondly, 
get some support as no one changes alone. 
Number three is to create a specific agenda 
of the focused things that you are going to 
do, and fourthly, act and do not blink (hold 
steady) and know that if you are feeling 
uncomfortable, then you are doing the right 
thing. When you are feeling a little vulner-
able and little self-conscious, it implies that 
you are going through the change process. 
A common mistake is that many people, as 
soon as they get close to their discomfort 
zone, tend to pull back and that leaves them 
feeling hollow and empty as they have not 
achieved what they wanted to achieve.

Is this a problem with leaders from 
the new generation or the increasing 

competition? 
Unfortunately, today most managers 

are managers because the person above 
them promoted them but, most often with-
out mentoring them for the role. And that 
cascades down to all levels in the organiza-
tion. So, sloppy management is the reason 
why young people are not developing, 
and they are learning bad habits from the 
management. What organizations should 
do is hold people accountable at all levels.

One of the reasons why there has been 
this paced job movement is because manag-
ers and employees do not want to have a 
difficult conversation. So when one wants 
to avoid a difficult conversation with their 
manager, they just quit the job and move 
on. Similarly, managers have not done a 
very good job in managing people because 
they did not create the right environment for 
employees to have difficult conversations. 

Isn’t this also an implication of the 
organization’s culture and what it 

propagates?
Yes, and that is the reason why this is 

something that goes back to the CEO to bring 
about the required change and that is why 
more and more organizations are increasing 
their leadership development budgets.

Q

Q

Q

Q

Instead of keeping aside a coaching budget, 
organizations should ‘pay managers more’ and 
hold them accountable for developing people

your list. Such a person is highly successful, 
very competitive, wants to be number one, is 
impatient, wants to be involved, is insecure, 
and has an overloaded agenda. And when 
this person has too many things to do, then 
the person starts to experience on-going 
guilt because no matter what they do, they 
feel they should also be doing something 
else. There is not enough time for them to 
accomplish all they aim for and this leaves 
them feeling bad about themselves as they 
start thinking that they are losing the race. 
They are so obsessed with accomplish-
ments, that they become blinded by their 
own achievements and do not realize that 
people around them  are paying a price for 
it– those in their private lives and those who 
work with them. And then you begin to think 
that all they care about is themselves, and 
that is a problem. Organizations will pay a 
price in the long run if they do not give due 
consideration to the human element. 

LEADERSHIP

Thomas DeLong is the Philip J. Stomberg Profes-
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author of “Flying Without A Net”.
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Discussions with senior profession-
als in the industry, both line and 
HR people, is drawing the picture 

of what 2012, and maybe the next 18-24 
months, could look like for jobs and talent. 
There is a general talk of uncertainty in 
business growth, but all agree that the 
actual actions on the ground are still of a 

New Year, 
New Priorities
Hiring for attitude and managing young 
talent are the new priorities

reasonably buoyant economy. The overall 
experience of 2008-2009, where there was 
a recessionary trend globally (India was 
still relatively insulated), is also at the back 
of people’s mind, being fairly recent. Here 
are the distilled five major trends out of the 
many conversations that I and my colleagues 
have had leading up to this year.

Companies will look for direct link 
between skills and jobs rather than pure 
qualifications: The pressure to fill ‘vacan-
cies’ given the growth phase, and the fact 
that educational qualification does not 
add to skill levels necessarily are posing 
a problem for companies. Companies are 
realizing that ill-skilled talent not only 
contributes to productivity loss, but quali-
fied (but unskilled) talent can potentially be 
an overhead in terms of training costs and 
expectations management.

Interestingly, the fallout is back-flushing 
into the educational institutions. Students 
and parents are realizing that just pure 
qualification does not make them employ-
able. An ASSOCHAM study says, “India is 
now home to 3,393 engineering colleges that 

talent strategy

By Bimal Rath
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have 14.85 lakh seats available. Maharash-
tra, Andhra Pradesh, Tamil Nadu, Karnataka 
and Uttar Pradesh have about 70 percent 
tech institutes. When admissions closed this 
year (2011), AICTE estimated that nearly 
two lakh seats were unfilled.”

Hiring for attitude at all levels will be 
more prevalent: This sounds a bit contra-
dictory to the first point made, but here is 
the catch. Employers and managers (and 
specifically HR managers) are quite fed up 
of the constant battle to manage employees 
whose ability and willingness to contribute 
is overshadowed by their lack of stickiness 
to organizations. An average employee 
is also looking for rewards quicker than 
contribution, and employers are constantly 
battling manpower costs, attrition and 
hiring pressures.

In a scenario like this, managers are 
increasingly valuing employees who may 
have average + skills, may not be super-
stars, but add positive energy to the orga-
nization with their positive language and 
a sense of balance. More importantly, they 
are neither time wasters for themselves or 
management, and are clearly focused on 
long term careers.

Small town hiring will become more 
sophisticated and sharp: The potential of 
smaller cities and towns as both consumer 
markets and employee markets has not 
been hidden. A recent published studies 
which captured trends of job openings in 
major 56 cities and 32 sectors, showed 
that from a sample of 6,53,782 employ-
ment opportunities generated during the 
period April-March 2010-11, Tier II and 
Tier III cities of India recorded a share of 
61.8 percent in total job creation out of the 
total. This is also a reflection of a “more 
hungry to succeed”, willing to learn, and 
less costly talent pool available in Tier II 
and Tier III cities.

What is also visible is the willingness of 
employers to access and engage with wider 
talent pools by going to next level cities and 
towns. 

The management of young talent will be 
priority: The proportion of population in the 
working age group (15-59 years) is likely to 
increase from approximately 58 percent in 
2001 to more than 64 percent by 2021 and 
there will be approximately 63.5 million new 
entrants to the working age group of 15-59 
years between 2011 and 2016. In 2020, the 
average Indian will be only 29 years old, 

compared to 37 in China and the US, 45 in 
West Europe and 48 in Japan.

There is a clear need for a completely 
new way of managing the new talent pool, 
albeit some core principles will remain the 
same. HR policies and traditional ways to 
hire, train, engage and retain are already 
outdated.

New, unheard of jobs will open up in 
newer sectors like healthcare, property 
management, hospitality, specialized infra-
structure, etc: Like any other economy, 
where newer classes of consumers are 
emerging in large numbers, newer products 
and services and related infrastructure 
will be developed. Employment generation 
will be a natural consequence. Add to that 
the growth of the economy, an aspirational 
population, and the youth with a consumer-
ist lifestyle and a new found confidence to 
spend; and it adds up a host of innovations in 

IN BRIEF

A snapshot of the 
changing rules of 
hiring and managing 
talent, as viewed by 
industry veterans

Bimal Rath is the Founder of Think Talent 
Services Pvt. Ltd.

talent strategy

Irrespective of how 2012 is for the world in 
economic terms, how we deal with the new 
trends in India will be key to determining the 
future of employment and talent for us

products and services, and specialized jobs 
and skills. Everything from sports manage-
ment to photography support can be a new 
vocation, skill and employment generation 
opportunity. This is also clearly driven by a 
spirit of entrepreneurship, which is clearly 
increasing with growing opportunities and 
confidence. Industries related to lifestyle 
and youth are generating jobs and voca-
tions never heard of before in significant 
numbers. The younger generation is also 
less enamored by typical 9-5 jobs and has a 
propensity to experiment with newer skills 
and applications to create value.

All in all, these issues have been talked 
about for a while now, but are clearly much 
more visible and prone to action now. Irre-
spective of how 2012 is for the world in 
economic terms, unless something dramatic 
happens, how we deal with these trends in 
India will be key to determining the future 
of employment and talent for us.
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While India ranks poorly on global indicators of doing 
business, there is no denying that it is today a fertile ground 
for budding entrepreneurs. The entrepreneurial space in 
HR, which has witnessed the success of early pioneers, is 
one such domain where a breed of smart entrepreneurs is 
beginning to unlock potential in business areas that were 
largely untapped. This story by People Matters uncovers 
unchartered territories within the HR domain, which are 
both profitable and scalable; and shares the exciting journey 
of successful entrepreneurs who have made it big

By Varun Talwar, Gyanendra Kumar Kashyap & Rajlakshmi Saikia

HR Entrep  reneurs
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E
ntrepreneurs create jobs; they drive 
and shape innovation, speeding up 
structural changes in the economy. 
By introducing new competition, 
they contribute directly to produc-

tivity and innovation. Entrepreneurship is thus 
a catalyst for economic growth and national 
competitiveness. While all these are true, a 
quick look at the Global Entrepreneurship and 
Development Index (GEDI) Rankings shows 
that the US, with a score of 0.72, ranks third 
while India, with a score of 0.23, ranks 53rd. 
The fact remains that as compared to other 
emerging markets, India is a less hospitable 
place for entrepreneurs to launch new busi-
nesses. According to the 2011 World Bank 
“Doing Business” report, out of 183 countries, 
India ranks a lowly 132nd in terms of ease of 
doing business and is 166th when it comes to 
starting a business. 
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HR Entrep  reneurs
Despite these very inadequacies of the 

Indian startup ecosystem, today India is a 
fertile ground for new entrepreneurs across 
business and is no longer clustered around the 
technology space. Markets are liquid, vibrant 
and the recent economic recession has demon-
strated the relative stability of Indian markets. 
Access to technology, increase in foreign 
direct investments and other de-regulation 
policies are throwing up new opportunities 
every day. As a matter of fact, majority of 
the Indian startups in the recent past are the 
brainchild of first-generation entrepreneurs 
from India’s middle-class. This is further 
corroborated by, “Entrepreneurs speak out: 
a call for action to G20 governments – the 
Nice Cote d’Azur 2011 Entrepreneurship 
Barometer”, released by Ernst & Young, 
which states that India has the strongest  
entrepreneurial culture among G20 nations.
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were $5.6 billion; Aon Hewitt’s revenue for 
year ending December 31, 2010 was $8.51 
billion, wherein HR Solutions (the new 
name for the consulting division) generated 
approximately 25 percent of consolidated 
total revenues in 2010. According to esti-
mates of American National Association 
of Professional Employer Organization 
(NAPEO), the largest trade association for 
PEOs nationwide, the Professional Employer 
Organization industry in the US grew a 
robust $10 billion in 2010, to $81 billion in 
gross revenues. The Outsourcing Institute, 
in association with Source Right, cites a 
report by NelsonHall(1)  which projects that 
the global standalone Recruitment Process 
Outsourcing (RPO) market would grow to 
$3.2 billion by 2013. According to Everest 
Group(2), in 2011, the global Benefits Admin-
istration Outsourcing (BAO) – one of the 
largest and the most mature markets in HRO 
witnessed a healthy growth of 12.5 percent 
to reach $5.4 billion in annualized revenue. 
Further, the latest Staffing Industry Analysts 
report(3) predicts that the staffing industry 
will grow to $126 billion by end of 2012.

A case for India
The global numbers are in a way reflec-

tive of the potential that prospective entre-
preneurs can unlock if they venture to tap 
into the HR domain. Organizations in India 
will require HR service providers who 
bring expertise and scale, whether they 
are grappling with growth and its intrinsic 
challenges - ramping up talent, enhancing 
capabilities, building global HR process; or 
with negative externalities in a recessionary 
market - cost pressures, focus on efficiency 
and productivity. And this is an opportunity 
that entrepreneurs can look forward to. 

The Indian HR space has witnessed the 
emergence of companies like Info Edge 
(India) -  Naukri.com, TeamLease Services, 
Ma Foi Randstad, Ikya Human Capital 
Solutions and PeopleStrong (though only 
five years old in the RPO vertical), amongst 
others, which have had the first mover 
advantage and are hugely successful in their 
respective domains. These players have 
helped in transforming the recruitment and 
staffing industry. In the same vein, there are 
a number of other functional verticals, such 
as PEO/ASO/RPO, which have had great 
success in developed countries like the US, 
but are yet to be fully tapped by entrepre-
neurs in India. 
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Through the journey, I have been driven by only one 
thing - my customers, both Internal and External.

Sumer Datta, Founder, Aamoksh Leisure Living & Former MD - 
APAC, Hewitt Associates

Source: NYSE Euronext & Annual Reports of respective companies

*for the year ending December 31, 2011	 **for the year ending December 31, 2010

***for the year ending April 30, 20011	 ****for the year ending June 30, 2011

The global scenario 
GEDI makes it amply clear that the US 

is the most enterprising big economy, with 
the EU region a close second while the rest 
of the world including China and India lag 
far behind. Seen in a positive perspective, 
endless opportunities await the entrepre-
neur of today, as long as calculated risks are 
taken and the right opportunities are seized. 
The domain of HR is one such example of 
entrepreneurial pursuit. The US market 
in the HR space boasts of players such 
as ManpowerGroup, Kelly Services, Aon 
Hewitt, Hexaware Technologies, Mercer, 
and ADP, amongst others. 

A look at the revenue numbers of these 
global players demonstrate the potential 
in this space. For instance, for 12 months 
ending December 31, 2011, Manpower-
Group recorded revenue of $22 billion. 
Similarly, for Kelly Services, Inc., another 
major player in the domain, the revenues 
for the year ending December 31, 2011 

Company
Annual 

Revenue
($ billion)

Indicators of Global HR Companies 

ManpowerGroup	 3.74	 22*

Robert Half International Inc.	 4.06	 3.78*

Monster Worldwide, Inc.	 0.89	 1.04*

Kenexa Corporation	 0.68	 0.19**

Korn/Ferry International	 0.81	 0.77***

Automatic Data Processing, Inc.	 26.85	 9.87****

Insperity, Inc. 	 0.75	 1.72**

Aon Corporation	 15.96	 8.51**

The Ultimate Software Group, Inc.	 1.72	 0.23**

Market Capitaliza-
tion ($ billion) as 
on Feb 1,  2012 
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Be it benefits consulting, RPOs, PEOs, 
or screening and workplace security, among 
others, the opportunities are huge as Indian 
organizations, for lack of choice of corpo-
ratized homegrown players in the domain, 
opt for the services of MNC players. PEOs 
enable clients to focus on their core compe-
tencies to maintain and grow their bottom 
line, while they take up the management 
of human resources, employee benefits, 
and payroll administration. The integrated 
service of effective management of critical 
human resource responsibilities can be 
outsourced in a cost-effective manner and 
it is here that the entrepreneurial opportu-
nities for PEO exists. With more companies 
looking to streamline their internal HR 
functions, offering end-to-end recruitment 
services is an alternative that the RPO 
service providers can tap into. Further, with 
increasing complexities in HR-related func-
tions, changing laws and regulations and an 

inherent pressure to cut costs, among the 
many choices for human resources depart-
ment, is the benefit of an HRO (Human 
Resources Outsourcing). HRO is a compre-
hensive solution for any business, which is 
aimed at relieving the client organization 
of its responsibility of administering and 
handling the human resource function. In a 
similar vein, entrepreneurs can also tap into 
the emerging domains of benefits consulting 
and screening, which are scalable, and at 
the same time, fundable. 

All these are manifestations of the busi-
ness potential lying ahead for entrepre-
neurs. For instance, there are no players 
in the PEO space in India while in the RPO 
space, there is a mere handful. Interest-
ingly, the value of potential companies in 
these spaces can be unlocked once they go 
public. The only Indian company to have 
gone public in this space is Naukri.com (Info 
Edge India) with recruitment services as its 
major driver; its market capitalization is  Rs. 
35.21 billion ($717 million, as on February 
2, 2012), comparable to Monster Worldwide 
Inc.’s market capitalization of  $890 million. 

HR Entrepreneurship in India
Success stories such as Noble House 

(that later merged with Hewitt, today Aon 
Hewitt), Naukri.com, TeamLease Services 
and Ma Foi Randstad, which have scaled 
up their operations, can serve as guiding 

cover story

RPO

Screening

HRO

Benefits Consulting

Health Benefits

PEO

Relocation

HR Software

Training

Staffing

HR Consulting

Introduction Growth Maturity Decline

indian hr market

Before we began, we studied the US market 
to understand what businesses were scal-
able in the HR space and analyzed those 
ideas in India by meeting with 40 HR heads.

Pankaj Bansal, Co-founder & CEO, PeopleStrong
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examples. Among others which are in the 
process to scale up and have found the busi-
ness idea and the organizational capability 
to do so, are Ikya Human Capital Solutions 
and PeopleStrong. A dipstick survey reveals 
that Indian HR entrepreneurs who have 
ventured into the HR territory have primar-
ily operated in three areas - HR consulting, 
coaching, and staffing. The key reason for 
this could be comfort with the idea as they 
have dealt directly or indirectly with these 
functions. In the process, they bypass busi-
ness opportunities which can be more scal-
able, competitive, and all the more enterpris-
ing in the long run. 

In the Indian context, a number of scal-
able HR business ideas like RPO, screening, 
HRO, benefits consulting, health benefits, 
PEO, and relocation, are still in the introduc-
tion stage. These can provide the entrepre-
neur an early mover advantage and a source 
of intellectual property. The challenge 
however will be the ability to meet the high 
service standards of existing global players. 

Other verticals such as HR software, 
training and staffing, which are in the 
growth stage, also present an enormous 
opportunity for current players to scale up.  
For owner-operated businesses, the need of 
the hour will be to move towards corpora-
tization - where management team, board 

of directors and shareholders, are three 
separate pillars of the company. 

Regardless of the stage in the lifecycle 
of the business, a scalable business idea is 
just the nucleus. It is equally important to 
have in place an ecosystem that nurtures 
the idea and takes it to its zenith.

The pillars of success
The business ecosystem is composed of 

investors, clients and employees (ICE), and 
entrepreneurs have to manage these three 
key nurturing stakeholders who individu-
ally pull them in different directions. The 
investors want to invest less money and 
get more value, and therefore expect the 
entrepreneur to charge the customers high, 
and pay employees low. Clients on the other 
hand, would want to pay less, yet have the 
service providers work more. Similarly, 
employees seek to maximize their value from 
the transaction by wanting to get paid more 
for less work. 

In this labyrinth, the ability of the entre-
preneur to manage these inherent conflicts 
is significant. Apart from these, there are 
two other important components that the 
entrepreneur needs to focus upon viz. 
strategic partners – companies that help as 
distributors and vendors; and promoters – 
people on the board of director and advisors. 
Put alternatively, an entrepreneur needs 
to take care of the components – strategic 
partners, promoters, investor, client and 
employees (SPICE). 

Different approaches have worked well 
for different entrepreneurs in the HR space. 
Sumer Datta attributes the success of his 
entrepreneurial journey to the great part-
nership Noble House had with Hewitt and 
for being the one to have brought the first 
of the big fours in HR Consulting to India. 
He says, “To create a successful business, it 
is critical that one is honest about what one 
is good at and what one lacks, and so the 
right strategic partnerships are important.” 

On a similar note, Sanjeev Bikhchan-
dani’s Naukri.com saw its fame because 
of its early mover advantage in the online 
jobsite space, which revolutionized the 
industry. Sanjeev approached the business 
with the need to ‘solve an unsolved problem 
which automatically drew his customer to 
the product’. He adds, “If you are solving a 
solved problem, you have to sell very hard 
because you are a ‘me too’. So being a ‘first 
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While business ideas continue to evolve to 
cater to customer needs, certain elements 
like transparency, hard work and growth 
for our people never change.

Ashok Reddy, Co-founder and MD, TeamLease 
Services

S	 Strategic Partners

P	 Promoters

I	 Investors 
C	 Clients

E	 Employees

The  Business Ecosystem
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mover’ or at least ‘very early mover’ or 
‘hugely differentiated mover’ is critical.” 

For Anil Sachdev, Founder of Grow 
Talent Company, having moved from creat-
ing one successful business to the other, it 
is the employees who make the initial team 
that matter and he opines, “As an entrepre-
neur, you must hire people who are smarter 
than you.”

The critical need for a successful 
entrepreneurial venture does not end at 
the unique business idea. Other elements 
including adequate investment, the right 
people and customers are also necessary to 
create a sustainable business proposition. 

Who is the best bet?
The larger question at this juncture is 

as to who is best suited to make the most of 
the opportunities in the HR entrepreneur-
ial domain that are yet to be tapped. The 
understanding of the client and investor 
perspective provide an edge to profession-
als from sales & marketing and finance. 
The success stories of Manish Sabharwal, 

Ashok Reddy and Mohit Gupta (all finance 
professionals) of TeamLease Services, 
Sumer Datta, yet another finance profes-
sional, Sanjeev Bikhchandani of Naukri.com, 
who prior to donning the hat of an entrepre-
neur was a sales and marketing professional; 
further lend support to such a hypothesis.

However, the HR professionals, given 
their HR knowledge and better under-
standing of the operational details, with an 
innovative and entrepreneurial mindset can 
potentially identify the gaps and cash-in on 
the business potential of the untapped HR 
domains. Anil Sachdev, Founder of Grow 
Talent Company and SOIL, K. Pandia Rajan, 
Founder & Non-Executive Chairman of Ma 
Foi Randstad, Ajit Isaac, MD & CEO, IKYA 
Human Capital Solutions, Pankaj Bansal and 
Shelly Singh, Co-founders, PeopleStrong, 
have all been successful HR professionals 
who have now emerged as successful entre-
preneurs too. While professionals from sales 
and finance, given their tendency to better 
understand the client and investor perspec-
tive, have been traditionally better bets, HR 
professionals with their keen understanding 
of the employee aspect (the need and the 
gap) need to don the cap of a marketer and 
a finance professional to tap into clients and 
investors. 

Entrepreneurs who are good integrators 
of ICE (investor, client and employees) are 
in fact the best bets. In a nutshell, it is the 
complementary characteristics of an oppor-
tunistic mindset combined with a unique 
attitude to evaluating risk that defines a 
successful entrepreneur.
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...have fun! If you 
are not having 
fun running your 
business, you 
should not  
do it

...focus on 
solving an 
unsolved 
problem

...build a 
great team; 
hire people 
smarter than 
you and share 
the wealth

...dream big, 
and have 
the vision 
to scale

... pay atten-
tion to your 
stakeholders’ 
needs

1 2 3 4 5

The Dos & Donts of Entrepreneurship

Do...

Advice for HR turned entrepreneurs: 
Do not behave like an HR manager, 
understand finance, EBITDA and finan-
cial models.

Ajit Isaac, MD and CEO, Ikya Human Capital 
Solutions
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What entrepreneurs need to be success-
ful are the competencies based on industry 
intelligence, multidisciplinary teams, market 
orientation, technical resources and tacit 
knowledge. Interestingly, given that talent 
has become one of the most important differ-
entiators in affording companies its competi-
tive advantage, this can be leveraged by HR 
professionals to start a successful entrepre-
neurial journey.  

The road ahead
Each market is different from the other 

and hence decisions cannot be merely taken 
on the basis of the market dynamics of devel-
oped economies. At best, they should be 
used for the purpose of reference. A clear 
market research and need based analysis 
is a must before zeroing in on a business 
decision. Today’s knowledge based economy 
is fertile ground for entrepreneurs in India 
who serve as the bridge between innovation 
and the market place. It is evident that there 
are inherent constraints for entrepreneurs, 
but regardless of these inadequacies, there 
have been many who have succeeded in scal-
ing their ventures. The opportunity in the 
HR space is wide open and there is every 
reason for budding entrepreneurs venturing 
into this largely untapped domain with the 
right focus on strategic partners, promoters, 
investors, clients and employees, to succeed. 
While, this is an opportunity open to all, HR 
professionals are in the best place to find 
solutions to unsolved needs that can become 
scalable business ideas; they certainly have 
the unfair advantage.
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...think valua-
tion, equity & 
exit. Focus on 
bringing the 
product & the 
market together

Varun Talwar is CEO, The HR Fund, (varun@thehrfund.com), 
Gyanendra Kumar Kashyap is Research Editor and 
Rajlakshmi Saikia is Deputy Editor, at People Matters.

Footnotes: 

1. 	 Is Today the Right Time to Consider an RPO Engage-
ment for the Next Hiring Wave? Bob Violino, The 
Outsourcing Institute  

2. 	 Benefits Administration Outsourcing Market: 
Mature yet Dynamic, Everest Group, September 
2011

3. 	 Staffing Industry Analysts - Staffing Industry Fore-
cast: April update – April 12, 2011

...think that 
the world is 
your friend. 
Don’t take 
anything for 
granted

...have a 
back-up plan 
for yourself, 
stick to your 
goal

...be compet-
itor-focused; 
grow the 
business at 
your own 
pace

...have an ego, 
and if some-
thing does not 
work, have the 
courage to 
change it

1 2 3 4 5
Do not...

In identifying opportunities, choose an idea 
which you are so passionate about that 
you are willing to spend the rest of your 
life doing it, no matter how little money 
you make.

Sanjeev Bikhchandani, Founder & Vice Chairman, 
Info Edge (India)

While there may be models that have worked 
for many entrepreneurs, they need to fall in 
love with the cause, which creates the right 
fulcrum for a successful business.

Anil Sachdev, Founder & CEO, School of Inspired Lead-
ership (SOIL) and Founder, Grow Talent Company
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Sanjeev Bikhchandani
Founder & Vice Chairman, Info Edge (India)

W
hen you talk about Naukri.
com, it is impossible to imag-
ine that the largest online 
company in India today did 

not even have an Internet account, or even 
a connection, when it began. Flashback 
2000, when India had only 14,000 inter-
net connections, here was a man who had 
launched an idea he never imagined would 
one day become the largest online staffing 
company in India. Sanjeev Bikhchandani, 
when sharing the journey of how Naukri.
com reached its present revenue size of 
Rs.300 crores explained how the idea of 
‘business of jobs’ emerged from his experi-
ence at IIM Ahmedabad and later, when 
working in the marketing division at HMM 
(now called GlaxoSmithKline).

When Sanjeev opted out of campus 
placement at b-school, it allowed him to 
spend time with companies and under-
stand the value they placed in salary infor-
mation of other companies while compet-
ing for talent on campus. Thus, Sanjeev 
saw a potential market for a salary survey 

on what companies were paying to fresh 
MBAs that led him to start a company in 
the HR space to bridge this gap. 

For the first 7 years, they drifted as 
they tried varied small ideas including 
databases, salary surveys, feasibility stud-
ies, training and everything else that came 
their way, just to survive, and operated out 
of the servant’s quarter above the garage 
at home. His drive to solve an unsolved 
problem and his belief in the potential of 
his idea ensured that he did not give up 
despite many struggles. The support of his 
wife, a classmate from business school, 
then working with Nestle, allowed Sanjeev 
the time and opportunity to enjoy the thrill 
of following his dream. So, in that sense, his 
wife was the first angel investor. And just 
as they had tried half a dozen small ideas, 
Naukri.com started as just another small 
idea, and they launched themselves as the 
first online jobsite in India.

The idea spurred from his working 
days at HMM when he would observe his 
colleagues read the office copy of Busi-

WHAT THE EXPERTS SAYENTREPRENEURIAL JOURNEY

Business of jobs
The business idea must serve the need-gap as 
identified from customer insight 
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ness India from the back as it carried 35-40 
pages of appointment ads. This often led 
to endless discussions around new jobs in 
the market, although they had no plans to 
move. Thus, Sanjeev saw potential in this 
high interest category of information. 

In 1992, the Department of Telecom 
(DoT) had an ad in TOI and HT in Delhi 
announcing the plan to launch a ‘VideoTex 
Service’. The concept was that there would 
be a server in one location in Delhi with 
50 public access terminals in the city for 
people to access information for a fee. The 
DoT advertisement sought proposals from 
information providers to host information 
on the server on a revenue sharing basis. 
They jumped on the opportunity and began 
to work on a proposal for a jobs database 
that would collate information on jobs from 
companies and consultants. Unfortunately, 
DoT called off the plan due to budget cuts, 
and that left Sanjeev with a fully baked plan 
for a business in 1993, sometime before the 
Internet came into India. He spent the initial 
6 months uploading job information using his 
programmer friend’s expertise and Internet 
access. So, Naukri.com was triggered from 
this consumer insight that job information 
was highly valued and fragmented, and 
there was a need to aggregate it and keep it 
current.

The story changed when recruiters 
began to learn about Naukri.com from 
candidates who often mentioned having 
seen the job opening on the website. For 
the first time, an alternative medium was 
introduced to HR heads to advertise jobs 
at a mere Rs.6,000 a year for an unlimited 
number of postings, or Rs.350 for a single 
job posting. The first cheque of Rs.2,100 
came from an auto parts company in Pune in 
September 1997.

Soon after its launch in April 1997, 
Naukri’s revenue in the first year was Rs. 
2.35 lakhs. But, Sanjeev continued to see 
the business as a small idea until their sales 
rose to 18 lakhs in the next year and it was 
at this time that he realized the potential of 
the business. It was then that they were first 
approached by an investment banker, but 
Sanjeev was not ready to scale the company 
so fast, until JobsAhead was launched 
having raised 7 million dollars of funding. 
That is when he realized that staying small 
was not a viable option anymore and this led 
Sanjeev to raise Rs. 7.3 crores in April 2000 
from ICICI Venture.

But soon after they raised funds, the 
dotcom dream went bust, so they decided 
to put the money in fixed deposit, and 
invest further capital to scale slowly. 
Sanjeev thought that the market meltdown 
in May 2001 was lucky because it allowed 
them to raise the required equity as well 
as time to scale slowly. In 2001, when the 
business was losing Rs. 25 lakhs of cash per 
month, it was their sales effort, which was 
able to turnaround the business. Having 
made losses for 2 years after raising money, 
they broke even and moved from Rs. 36 
lakhs to Rs. 10 crores in 3 years’ time.

Sanjeev views the first team in any 
venture as being very critical, and often 
comprises of people you know person-
ally, because they trust you and believe in 
you. Subsequently, their friends, and then 
friends-of-friends join the team. Naukri.
com went on to hire from the market in 
2001, as Sanjeev quips, “By then, you run 
out of friends, and you need to hire people 
10-15 years younger than you and they are 

There is no such thing as a failed entrepre-
neur. You are a failed entrepreneur only 
when you quit. Until then, you are simply 
not successful… yet!

not your friends.” Sanjeev believes that an 
entrepreneurial venture can grow only if 
it has the support of its initial team, and 
that it is only fair to share the wealth with 
those who help make the business happen. 
So, minus the IPO and VC dilution, about 
35 percent of the company’s wealth is kept 
for the people who made it happen.

In 2000, when Sanjeeev got busy with 
the IPO, Hitesh Oberoi, the present CEO of 
Info Edge (India), took over the operations 
of Naukri.com. Hitesh built a 200 strong 
sales team across 8 offices, which gave the 
required push to scale revenue, by creating 
bandwidth to introduce more products at 
various price points. 

While Sanjeev did not have a formal 
HR qualification, he was driven by his 
customer insight that unfolded the market 
need. And this helped him articulate a busi-
ness idea that had a ready market.

Read the full story at    www.peoplematters.in

THE FEW FIRSTS

Investor: ICICI Venture 
Capital

Customer: A Pune based 
auto parts company

Employees:  Friends, and 
friends of friends
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T
he journey of this eccen-
tric, enthusiastic yet patient 
listener saw its share of bumpy 
rides when he walked away 

from his management accountant’s job 
at Escorts in 1989. Hardly 5 years into 
his comfortable life, Sumer Datta was 
impatient and seeking a more chal-
lenging life. He approached the best of 
recruitment consultants but returned 
distraught at the horrid state of recruit-
ment firms in India then, as none had 
the capability or the inclination to help 
his cause. The opportunity to make 
things right dawned upon Sumer and 
he decided to resign from Escorts to 
start his own recruitment company.

Sumer went cold-calling to compa-
nies for 2 years and operated out of 
a friend’s office space until his first 
break, which came at the end of the 
second year when a friend asked him 
to find a stenographer at Rs.1,250. But 
Noble House, a name inspired from the 
book of James Clavell, was fortunate 
that its existence coincided with India’s 
liberalization and companies like AT&T, 
Motorola, HP, and others began to set 
up their India-entry offices in India. 
He religiously visited the AT&T office 
for the next two and a half years, 
befriended the Country Manager’s 
secretary, until she got Sumer that 
5 minute meeting with the Country 
Manager. His persistence brought him 
the first deal from AT&T nine months 
later, to do two jobs - find a business 
development manager for India, and a 
telecom specialist. 

Institutional builder
It is critical that one is honest about what one is good at and what 
one lacks, and fills the gap with the right strategic partnerships

WHAT THE EXPERTS SAYENTREPRENEURIAL JOURNEY

Sumer Datta
Founder,  Aamoksh Leisure Living & 
Former MD - APAC, Hewitt Associates
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AT&T led to Motorola, HP, and Xerox, 
and in 30 months Noble House had effec-
tively beaten all recruitment consultants. 
Sumer focused on hiring people for their 
attitude. His first two employees were 
people with no HR background but had 
great attitude - an apprentice working at 
The Taj and a rally driver.  

Towards the end of the fourth year, 
Sumer approached the ten ‘who’s whos’ in 
HR then - Bilt, Xerox, AT&T, HP, Motorola, 
GlaxoSmithKline, HCL, DCM, Escorts and 
Raymonds - to explore the idea of doing 
compensation benchmarking. He launched 
the ‘Corporate Personnel Club’ in 1991 
and the first compensation benchmarking 
report was typed on borrowed resources 
at the AT&T office. The idea clicked and 
membership rose to 120 by the fourth year 
and by 1995, Noble House had 14 employ-
ees and revenue of about 10-12 lakh. 

In 1994, Hewitt approached Noble 
House for a job pricing assignment and 
Sumer grabbed the opportunity at Rs. 
3,000 per job pricing, for two jobs. They 
continued to work together and one day, 
Noble House had a visitor from Hewitt 
Singapore wanting to discuss a new 
project. This was Noble House’s first big 
project to set up the HR office for Climate 

training man-days for his people, number 
of offices to be opened in the next 12 
months, the square feet area for each 
office space, and investment in technol-
ogy. For Sumer, it was critical to build an 
institution which was a brand to reckon 
with, and so this merger made absolute 
sense to him. 

Hewitt Associates then entered the 
payroll administration business and in 3 
years, became the largest HRO company 
in the country with about 100 people in 
consulting and 45 people in outsourcing. 
Around 2002, Sumer started coaxing his 
CEO in the US to set up off-shoring in 
India. But, being a mid-western orthodox 
conservative company, where they found it 
impossible to let go of work from Chicago 
to New York itself, off-shoring work to 
India was absolutely impossible. Sumer’s 
conviction in making India the off-shoring 
hub led to a 10,000 employees strong 
team only in that practice in India today.

In 2006, Sumer was made the Regional 
Head for Asia Pacific to lay the ground for  
the largest off-shoring business in Asia 
Pac following the buy-out of India Life in 
Bangalore, and a series of acquisitions, 
mergers and JVs in Singapore and China, 
as part of their growth strategy. 

His first two employees were people with no HR background 
but had great attitude - an apprentice working at The Taj 
and a rally driver

Control (a Ford Motor Company) on 
behalf of Hewitt. 

The synergy between Hewitt and Noble 
House led to their joint venture in 1996, 
and Sumer was thus instrumental in bring-
ing in the first of the top HR consulting 
companies into India. Both worked on a 
culture of ‘never say no’, ‘customer is God’ 
and ‘you never close your office’ approach. 
And soon Hewitt Associates grew to a 
team of 55 employees with offices in 
Mumbai and Bangalore, and revenue of 
around Rs. 60-70 lakh.

In 1999, they integrated, and Hewitt 
held 100% stakes in India while Sumer 
became their Global Partner. As part of 
the merger, he negotiated for number of 

Sumer quit Hewitt in 2007 when the 
absence of challenge in the job once again 
made him anxious. He attributes the 
success of his entrepreneurial journey 
to the great partnerships he made. To 
create a successful business, it is criti-
cal that one is honest about what one is 
good at and what one lacks, and so the 
right strategic partnerships are important. 
Sumer’s next entrepreneurial journey is 
to set up retirement homes in India. And 
once again, Aamoksh One Eighty, has 
found its partner in One Eighty, a Seattle-
based company which is one of the top 
companies in the globe in this space.

Read the full story at    www.peoplematters.in

THE FEW FIRSTS

Strategic Partner: Hewitt 
Associates

Customer: AT&T

Employee: An apprentice 
from The Taj, Mumbai
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It’s hypothesis testing
While you may start with an idea in mind, you do not know what is right until you do it

Manish Sabharwal, Co-founder and Chairman, TeamLease Services

Ashok reddy, Co-founder and MD, TeamLease Services

mohit gupta, Co-founder and Director, TeamLease Services

H
ere is a unique story of the trio 
who began their careers as 
investment bankers, but landed 
in a core HR business. Manish 

Sabharwal, Mohit Gupta and Ashok 
Reddy, three friends from school with very 
complementing personalities and work 
approaches, decided to join hands in 1998, 
and have not looked back since. 

India Life started with the idea to 
create a healthcare insurance company, 
but the constraints of government regula-
tions led them to evolve to an investment 
advisory firm for pension fund benefits. 
As Ashok said, “Starting a business is like 
hypothesis testing, you don’t know that it 
is right until you do it.” The journey helped 
them understand that the real pain points 
were in the administration of pension 
funds in the highly regulated market. 
Thus, through 1998-2001, India Life 
Pension Services was established to focus 
on pension administration, transaction 
processing and regulatory compliance.

Within 3 years, India Life built the 
largest payroll & pension administration 
company in India. They got their first 
client, Siemens, within 3 months of start-

ing business, when Siemens was going 
through its VRS process. India Life took 
on the task of settling the benefits for all 
4,000 employees who had applied for VRS. 
Servicing Siemens was exciting and full 
of learning as they together churned out 
reports and calculations for each employee 
from decade old ledgers that came filled 
in cartons. This led to other clients like 
Levi’s, SAP and Wrigleys, among others. 

The idea and the conviction helped 
them get funding on day zero when View 
Group helped them raise 2 million USD 
(then about 8-9 crores Indian rupees). 
Alongside, India Life was also acquired a 
Bangalore-based CA with its 20 customers 
and 9 employees who then became India 
Life’s first employees. 

By 2001, India Life had extended their 
product offering from administration of 
provident fund, gratuity and superannua-
tion, to actuarial valuation, to consulting, 
to conversion of defined benefits plan 
to defined contribution plan, and even 
ventured into payroll process outsourcing. 
Since the inputs for pension actually came 
from payroll, it was a backward integration 
which also became a greater lock-in on the 
customer. By then, India Life had grown to 
become the largest player in the country.

When Manish, Mohit and Ashok realized  
that the way forward for India Life was to 
go global, it led to the merger of India Life 
and Hewitt. During this strategic partner-
ship, Manish stayed on for a year to enable 
the transition, while Mohit and Ashok with-
drew from the business.

“The only way you can grow the business, 
is if you view the people who are below you 
as those who can grow to take on the role 
that you are playing”  - Ashok Reddy

WHAT THE EXPERTS SAYENTREPRENEURIAL JOURNEY
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This was also the time they realized 
that while companies needed people, they 
were unable to find them and hire them. 
Research showed that temporary staffing 
was a 120 billion dollar business globally 
then, while India had no single provider. 
But being a new concept, the challenge 
was on convincing the candidate side, 
as being ‘temp’ is not a lifestyle choice 
in India. But TeamLease hit the ground 
running, and while the plan was to start 
business in June 2002, they had to pre-
date the business date to April for their 
first client, Intel. By the end of its first 
year, TeamLease had 1,200 employees 
who were temped out and operated out of 
Delhi, Mumbai and Bangalore. 

The three founders always tell their 
people that their ‘chair is on offer’. So each 
time an employee made Manish, Mohit or 
Ashok redundant in their respective roles, 
it is an opportunity for them to concentrate 
on other aspects of the business.

The reality of the sick state of ‘employ-
ability’ dawned upon TeamLease when, 
while they hired a person every 5 minutes 
of their existence, less than 5% of those 
who came in, got a job. This became even 
more evident during the downturn when 
rejection rates began to soar as candidates 
having the necessary qualifications were 
found unfit for the job. This led Team-
Lease to enter the training space. The 
downturn also took a hit on the temping 
business and from 80,000 employees, the 
number fell to 45,000 employees in 2008. 

TeamLease used this time to overhaul their 
IT system, processes and training, which 
helped them prepare for its growth phase 
once the market bounced back. Presently, 
TeamLease is back to having 65,000-70,000 
employees and growing on a healthy 
margin. Since training would address the 
employability aspect, a Greenfield venture 
was initiated until the opportunity to 
acquire IIJT (a training institute) came, 
which was funded by Gaja Capital.

While ‘employment’ is catered to 
through TeamLease which focuses on 
bringing the element of supply and demand 
together, ‘employability’ is addressed by 
IIJT that focuses on ‘repairing’ people for 
the job. The latest inclusion, ‘education’, 
aims at ‘preparing’ people to bridge the gap 
of inadequate vocational education in India. 
The TeamLease University, due to start in 
Gujarat, is vocation-oriented and aims to 
prepare talent for the element of the job 
market and skills required by the industry.

To meet the additional funding 
required for investment in IIJT and to set 
up the TeamLease University, they raised 
the second round of funding from  ICICI 
Venture and Gaja Capital in April 2011. 
For TeamLease, the growth and scale has 
been possible all through because of their 
ability to gauge the market need and make 
the right investments in infrastructure, 
technology and people.

THE FEW FIRSTS

Promoters: View Group 
for India Life and Gaja 
Capital for TeamLease 
Services

Investor: Hewitt Associ-
ates

Customers: Siemens 
in India Life and Intel in 
TeamLease Services

Manish SabharwalAshok Reddy Mohit Gupta

Read the full story at    www.peoplematters.in
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T
he stories he heard from his 
parents, of India once producing 
70 percent of the world’s GDP 
and of being the center of wealth 

and learning for the world, inspired Anil 
Sachdev at a young age. In his journey 
through the Tatas and Eicher, to the 
creation of Grow Talent Company and 
SOIL (School of Inspired Leadership), Anil 
has always followed a cause which consis-
tently provided the energy to make the 
impossible, possible. 

The dream to create a consulting 
company spurred from his drive to make 
India the center for learning by creating 
a think tank. Things moved very fast for 
Anil and soon after completing his MBA 
from the University of Pune, he landed 
himself a job in the HR department of Tata 
Motors (called Telco then). Anil felt the 

The script was written
Happy relationships with clients is a critical differentiator for the success of 
any entrepreneur

Anil Sachdev, Founder & CEO, School of Inspired Leadership (SOIL) and Founder, Grow Talent Company

need to be in a company where he could 
influence policies. So, he joined Eicher 
as Head, Corporate HR, at the age of 23, 
much attracted by the values of ethics and 
compassion of its founder – Vikram Lal. 

The clarity of his personal vision is 
startling in the way he defined his 10 year 
plans for every agenda that Anil took on 
thereafter. In his interview with Vikram 
Lal, he shared his dream to create a 
think tank and a consulting company, but 
committed to serve Eicher for the next 10 
years. At Eicher, he got a chance to define 
India’s best example of HR excellence, 
which till today stands as a point of refer-
ence for all HR enthusiasts. The 10 years 
allowed Anil enough time to introduce new 
policies and test its sustainability. By the 
time he was 35, Anil was ready to set up 
his consulting company and think tank.

cover story
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But Anil’s commitment led Eicher to 
invest in his idea so he would stay on. So, 
along with 3 others, Anil started Eicher 
Consultancy Services (ECS) on April 2, 
1991 as a separate business under the 
Eicher umbrella. ECS had its own inde-
pendent Board and the team moved to 
a smaller office across the street from 
the Eicher headquarters. With limited 
resources, the first few months were 
difficult like any other startup. Anil’s keen 
eye for talent helped in creating the initial 
team. The association with Eicher and 
Anil’s active participation at the CII was 
instrumental in getting the first few clients 
for ECS - Crompton Greaves and The 
Indian Aluminum Company. 

ECS had a modest growth in the first 
5 years and grew from 5 employees to 50. 
They were the first to bring in many global 
players in the consulting space through 
their joint ventures, such as AT Kearney, 
until Kearney got acquired by EDS, and 
later SDG, a California based company 
which gave them a chance to work with 
professors from Stanford University. The 
synergy with SDG convinced Anil once 
again that he could step down as CEO 
after completing 10 years. And exactly 
after finishing 10 years on March 31, 
2001, Anil stepped out on April 1, just 
when ECS was making revenues to the 
tune of Rs. 20 crores and had a team of 
around 100 people.

With the focus to invest on the devel-
opment of human talent, Anil initiated his 
second entrepreneurial venture – Grow 
Talent Company in 2001. At 45 years, Anil 
decided to invest his retirement funds of 
about Rs. 45 lakhs into the equity of Grow 
Talent, and found his initial investors in 
Dr. Kewal Nohria, Former CMD, Cromp-
ton Greaves, Analjit Singh, Founder & 
Chairman, Max India and Yogesh Andlay, 
MD, Nucleus Software Engineers, who 
together raised the initial funding of Rs. 
2.5 crores. 

The first employees were people who 
were known to him, but as a principle, Anil 
never poached from his previous company. 
Grow Talent hired from MDI when they 
were very young and on the very first day, 
they got a day zero ranking at MDI and 
recruited two of their brightest students. 

Operating from the basement of his 
house, Grow Talent’s revenue in the first 
year was Rs. 2.4 crores, and in 5 years, it 

grew to the same size as ECS (revenue of 
Rs. 20 crores). Anil, then decided to step 
down to chase his next dream of setting 
up SOIL, on the five pillars of inspired 
leadership including ethics, mindfulness, 
compassion, sustainability and diversity.

In the meanwhile, Grow Talent had 
initiated an education vertical that began 
working with the University of North 
Carolina on global educational programs 
and executive education. While that was 
a small start, Anil was aware that SOIL 
would be capital intensive. This led to split-
ting the company into two – the consulting 
business and the education division. And 
they sold the consulting division to Right 
Management (ManpowerGroup), and used 
the money as seed capital for SOIL. Anil 
drew his strength from his clients through 
ECS and Grow Talent; he is proud to share 
that his happy relationships with clients 
has been a differentiator, and believes this 
to be critical in the success of any entre-

cover story
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Investor: Eicher

Customer: Crompton 
Greaves

Strategic Partner:  
AT Kearney

The dream to create a consulting company 
spurred from his drive to make India the center 
for learning by creating a think tank

preneur. SOIL is a unique co-creation by a 
consortium of 32 companies, most being 
Anil’s clients over the years.

Anil has already planned to step down 
from the position of executive manage-
ment by the time he turns 63. And why, 
you may ask? Is this his retirement plan 
finally? Most certainly not, for the script 
for what lies ahead is already in the 
making. Anil is increasingly beginning to 
spend more time on national service, and 
is working very closely with the Planning 
Commission where he is facilitating the 
plan to help India plan its development 
vision. Anil shared an instance of his first 
interview by Arun Maira (now Member, 
Planning Commission) at Tata Motors, 
“In my interview, I had told him that by 
the time I am in my fifties, I will enter the 
field of education and do some advisory 
work for the government and one day even  
work for the Planning Commission.” So the 
script, it seems, was written all along.

Read the full story at    www.peoplematters.in
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C
oming from a middle class and 
non-entrepreneurial back-
ground, Ajit Isaac obtained 
his bachelor’s degree in 

Economics from Loyola College and 
a Gold medal in his postgraduate 
program (Personnel Management & 
Industrial Relations) from the Madras 
School of Social Work. He began his 
professional career as a Management 
Trainee at Godrej & Boyce; and it was 
during his stint as Head of Corporate 
HR at Essar that he was selected for 
the British Council Chevening Scholar, 
under which he completed, ‘The 
Managers for Leadership Program’ 
from Leeds University. It was during 
these days in 1997-98, that he started 
understanding the opportunities that 
lay in the HR domain and the very 
thought to become an entrepreneur 
and venture into the unchartered 
territory was forged during 1999-2000. 
This was the time when the private 
equity market in India was undergoing 
a metamorphosis and raising capital 
was becoming easier for first time 
entrepreneurs. 

Ajit decided to end his brief stint 
with IDFC in the year 2000 to found 
Peopleone Consulting – a full spectrum 
HR services firm. His entrepreneur-
ial dream got a shot in the arm as he 
managed to raise approximately $1 

Ajit Isaac
MD and CEO, Ikya Human Capital Solutions

Dream big
Invest in the best people, the best infrastructure and the best technology
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million from JP Morgan Chase which 
was  the first private equity investment 
for HR activity in India. Ajit reminisces, 
“The idea of staffing really came from a 
trip to the US in 2001, where I realized 
that companies were using temp staffing 
for positions like clerks and secretaries, 
and there were many players provid-
ing this service. There was nothing like 
this in India. We saw the opportunity 
and created an offering around staffing, 
recruitment and executive search to cater 
to all needs of sourcing people.” 

The year 2001, was the time when 
telecom operators were readying them-

momentum continued with the acquisi-
tion of Magna – India’s largest profes-
sional staffing company.

The acquisition of Magna by IKYA 
was the largest transaction in the HR 
industry in India. On the acquisition 
spree, Ajit says, “We will continue to 
do acquisitions in areas where we do 
not have a presence or where we need 
to build on skills that we do not have 
internally.” With many firsts under 
his belt, Ajit further adds, “We look 
at being the first HR company to go 
public; we believe we have the horse-
power, scale and financials to take it 
to a public offering.”

Ajit has been instrumental in each 
of the landmarks in the Indian HR 
industry. Thanks to what Ajit terms as 
inorganic growth, IKYA, over the last 
2 years, has recorded a CAGR of 92 
percent and presently employs over 
45,000 people. His target is to grow 
at four times the GDP growth and if 
the current CAGR is any indicator, 
he is definitely miles ahead of it. It is 
perhaps the two rules that IKYA adheres 
to viz. “first don’t miss your budgets” 
and second “don’t miss the first rule” 
that keeps the balance sheet robust. 
He advises entrepreneurs who dream 
of making it big someday to invest in 
best people, best infrastructure, and 
best technology. For that matter, the 
very DNA of IKYA is ingrained in what 
is termed as FIT - Focus, Integrity and 
Teamwork. 

He, however, feels that the problem 
with HR entrepreneurs is that they tend 
to focus at the process part too much 
while entrepreneurs from the marketing 
and sales background look at contracts, 
revenue and sales numbers. Also, those 
who come from the financial domain 
understand metrics very well; so they 
know which metrics to track for market 
expansion or market penetration.

HR turned entrepreneurs 
can make the mistake of 
focusing more on processes,  
than on contracts, revenue 
and budgets

Read the full story at    www.peoplematters.in
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Investor: JP Morgan 
Chase

Customer: Airtel

selves to build capabilities in newly 
acquired circles. For Peopleone Consult-
ing, its first client for staffing was Airtel 
in the telecom domain. Ajit continued 
to manage and lead the company until 
2004, when he decided to sell a control-
ling stake Zurich based company 
Adecco, which today is the world’s lead-
ing provider of HR solutions. He joined 
the executive committee of Adecco and 
continued his association with it till 
2007. In 2009, he bought a significant 
minority stake in IKYA Human Capital 
Solutions, and also took on executive 
responsibilities. Thereafter, private 
equity backed IKYA Human Capital 
Solutions, which focuses on execu-
tive search, recruitment solutions and 
staffing services and provides value-
added services to a broad range of 
industry sectors, acquired Delhi based 
Coachieve Solutions offering recruit-
ment services to IT and ITeS space. The 
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W
hen you are driven by the 
pursuit of excellence to the 
extent that on day one you 
are clear that you want to 

build a business that is IPO-able, you 
know you are on the right track. The jour-
ney of only 6 years has seen PeopleStrong 
witness the realm of business ups and 
downs, from raising fund on day 1 to 
the tune of Rs. 50 lakh, to repeating the 
same four times over, to even consider-
ing a close-down at some time and today, 
standing strong as a business that is fast 
growing. 

PeopleStrong is unique in the sense 
that it was started by two individuals 
who have very different personalities 
and professional acumen. Perchance, 
their difference is what acted as a reality 
check at each point, enabling them to 
successfully create a scalable business. 
Pankaj Bansal and Shelly Singh had 
a collective industry experience of 14 
years when they started PeopleStrong. 
Pankaj drifted away from his success-
ful stint at Hughes Software first, to join 
Varun Talwar’s then newfound incubator 
‘Withya’ to learn the ways of entrepre-
neurship. And even as Varun and Pankaj 
deliberated upon the idea of starting the 
company, Shelly landed up lock, stock 

& barrel having quit her consulting job 
at Hewitt Associates. While Pankaj had 
the right eye on the idea, marketing and 
strategy, Shelly’s operational excellence 
was able to create the required initial 
base for the business.

The vision to grow big propelled 
PeopleStrong to do many things differ-
ently. They invested the first two months 
in creating process maps for HRO solu-
tions to help clients do things faster, 
better and cheaper. They enjoyed the first 
mover advantage and the focus to build a 
large company made them open to inviting 
external investors. The second round of 
investment was of Rs. 2 crores, when they 
first moved out of Withya’s incubator and 
into their first office with 37 employees.

In November 2008, PeopleStrong’s 
angel investors helped raise funds to 
the tune of Rs. 10 crores. More than 
the financial support, Pankaj and Shelly 
were able to leverage the emotional and 
sweat equity of the angel investors which 
helped scale the business.

Their first client was a UK based 
company LPC, that was setting up its 
back office in India. It was their first 
annuity client that had outsourced the 
complete HRO process to PeopleStrong, 
and remains a client to date. This set the 
ball rolling and then they signed up with 
Nokia and Microsoft.

PeopleStrong’s executive team compris-
ing of Pankaj Bansal, Shelly Singh, Devash-
ish Sharma, Kiran Kumar, Rajesh Batra, 
Naveen Gupta and Vishal Saha, played a 
vital role in taking the organization to the 
next level. As they grew, they focused on 

Have the vision to scale

PANKAJ BANSAL, Co-Founder & CEO, PeopleStrong

shelly singh, Co-Founder & VP - Transition & Process Development, PeopleStrong

Bringing onboard the right advisors and investors from the initial days is a game changer

The vision to grow big propelled PeopleStrong 
to do many things differently. They enjoyed the 
first mover’s advantage and were open to invit-
ing external investors from day one

WHAT THE EXPERTS SAYENTREPRENEURIAL JOURNEY
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hiring for the values PeopleStrong stood for 
– genuinity, ownership, velocity and flexibil-
ity (GOVF). Shelly shared the enthusiasm of 
one of their first employees, Anubhab, who 
was Pankaj’s mentee at MDI and willing 
to opt out of campus placements to join a 
startup. He worked with PeopleStrong for 
3 months without any pay and wanted to 
continue. But Pankaj and Shelly dissuaded 
him as it was too much risk for him to 
join a startup when he had better options. 
So, Anubhab joined TATA Motors, before 
returning to PeopleStrong and is today one 
of the top sales people in the company.

The initial values enabled them to take 
decisions that were aligned to their objec-

decided to invest the money on people, 
technology & infrastructure, in anticipa-
tion of payoffs, but instead were faced 
with recession. Recession, coupled with a 
committed investment on a new practice – 
RPO – without a ready market to sell, was 
like a suicide mission at the time. 

The original values enabled 
PeopleStrong to turnaround, forc-
ing them to revisit their decisions, and 
restructure the board. Today, everyone 
at PeopleStrong, including the internal 
HR team, is accountable for revenue. 
The new values that aim at ‘excellence’ 
in everything they undertake led the 
company to surpass the 2009-10 targets 

tives and that led to bringing on board 
the right advisors from its initial days. As 
the company began to scale, the initial 
values went through a revision in 2008, to 
incorporate how external facing custom-
ers and vendors view PeopleStrong. As 
Shelly affirmed, “We have always been 
over-obsessed with our values and that has 
worked out very well for us.” The values 
that drive the business today are integrity, 
passion, innovation and efficiency, which 
together lead to ‘excellence’ in everything 
they endeavor.

However, PeopleStrong felt a hit in 
December 2009 just when they had raised 
funds to the tune of 10 crores. They had 

by 120 percent when they bounced back 
in 2011. The recent acquisition of Summit 
HR in April 2011 added another wing to 
PeopleStrong’s flight, taking them closer 
to the very reason of their existence – 
to create a large organization that is 
IPO’able!

So have these young and new entre-
preneurs made it yet? In most senses 
– yes they have for sure. But Pankaj and 
Shelly are humble enough to admit they 
are perhaps still 3 years away from their 
initial dream as PeopleStrong has chosen 
to invest its profits in growth.

Read the full story at    www.peoplematters.in

THE FEW FIRSTS

Promoter: Varun Talwar

Investors: S. Varadara-
jan & Aadesh Goyal

Customer: UK based 
company LPC

Employees: Vikram Dhir 
and Gurjeet Kaur

cover story
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Execution matters most
Sustainable businesses can be created by the willingness of people to 
take risks in order to grow wealth and creativity in society

When was the first time that you felt you needed to set yourself 
free and venture out as an entrepreneur? 

It was when I was studying at the University and needed funds 
to subsidize my grant. I found I could buy men’s fashion shirts at 
wholesale rates and sell them to students in campus and make more 
money in a month than my whole year’s grant! I subsequently was 
an investor in a restaurant in Sydney when I emigrated there in 
1972, which we built up and sold 2 years later to give me my first 
capital, as until then it had all been on loans and credit cards. I 
then realized I needed to go and work for a larger company to gain 
experience of the corporate world, which I did in the late 70’s and 
early 80’s. I then decided to get serious and started a longer term 
business venture, Morgan & Banks (M&B).

How difficult was it to convince investors regarding the long term 
sustainability of your idea? 

The first ‘real’ business plan was put to a local Australian Bank 
for launching M&B in December 1984 and we asked for a 200,000 
AUD overdraft based on a ten page business plan that explained 
that Morgan (Geoff Morgan) and I were able to demonstrate a 
successful track record as recruiters working for others in the past 
(aside from my corporate HR experience prior to that) and now we 
wanted to change the industry sector and the ‘cottage industry’ 
approach of employment firms and executive recruiters to create 
a business that was the largest professional services firm for that 
sector, much in the way larger CPA firms that were emerging in the 
80s’! The meeting lasted 30 minutes and we got the loan on the 
spot. We both did high-fives down the street and the doors opened 
in January 1985!

Being a new business, what did it take for you to attract and 
retain your best people? 

Our reputation in the market was known to an extent and that 
helped, but fundamentally people were attracted to the vision and 
goals of M&B. Even on day one, we spoke of being the game changer 

Q

Q

Q
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Andrew Banks, Chairman, Talent2
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and becoming a market leader and people believed 
we could do it because we were confident!

Who was your first client? 
Our first client was a pharmaceutical 

company in Sydney that gave us a role to fill on 
day one. But then, we did not wait for the phone 
to ring; we went out and promoted like hell!

What according to you are the top things that 
a budding entrepreneur must focus on in order 

to succeed? 
•	 A vision and an idea of the business model 

that is the goal, and some tangible evidence 
or research that it is sustainable and customer 
centric, not idea centric.

•	 The ability to execute (or get the team to 
support your weaknesses). 

•	 Ensure you do the right things in the right 
order - LST (Logical/Sequential/Tactical). Many 
new businesses fail as they expand the wrong 
areas too quickly or do not focus on the basics 
and build ground up!

•	 Self confidence, so you are not knocked off 
your path by doubt.

•	 High energy.

•	 Good people skills and EQ to engender team 
work.

•	 Ability to back up the creative ideas with 
process, so nothing is lost by inefficient delivery 
of product or service to the customer.

•	 Understand the flow of money instinctively 
(cash flow/investment/sales versus profit and 
margin). Good entrepreneurs can almost feel 
their business and its ebbs and flows and react 
quickly (cut costs/get cash in/sell more/take 
complexity out).

•	 Never settle. ‘Success is a journey, not a desti-
nation’, so keep looking for improvements and 
adaptations, so the business stays abreast of 
your market and customers.

What should entrepreneurs avoid? 
Never stop listening to your customers and 

your best people. Stay humble and close to the 
root system of power that got you there!

Your advice for young entrepreneurs. 
No matter how good the idea, execution and 

how you deliver what you do for customers day-to-
day is everything. Get that right and the rest will 
look after itself, and remember, the goal is NOT 
to just make money. It is to do something that is 
better and more useful than anything currently 
in the market, and thus is your way of changing 
the world... just a little!

Q

Q

Q
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Workforce productivity holds the key to profitability. Hence the 
need to identify the parameters governing workforce productivity. 
People Matters – Kronos survey delves into workforce 
management practices in Indian organizations

The critical parameters determining 
profitability of any business organiza-
tion are workforce productivity and 

effective workforce management. For a vast 
majority of businesses, the single largest cost 
of doing business is their workforce and thus, 
workforce productivity and effective workforce 
management can improve the return on the 
organization’s largest single asset, its work-
force. Thus, the importance of an efficient as 
well as effective workforce planning becomes 
all the more critical. If workforce planning is 
duly taken care of, it will increase productiv-
ity by having adequate talent with the right 
skills, in the right place, and at the right time. 
As a critical organizational process, workforce 
planning involves proactive planning of talent 
to ensure that the organization is adequately 
staffed for optimal organizational productivity. 
In its business partner role, it is important for 
HR professionals to fully understand business 
cycles and how to align the talent pipeline with 
the business needs. The dynamics of the market-
place and the shortage of talent, further imply 
that attraction and retention of talent is all 
the more important to increase organizational 
productivity. If workforce planning is mastered, 
it will increase productivity by having adequate 
talent with the right skills, in the right place, 

Productivity
the key to Profitability

Key Findings

•	 90 percent respondents believe 
hiring and retaining talent is the 
most important challenge

•	 84 percent respondents believe 
that improving productivity of 
workforce is a key challenge

•	 Inaccurate manpower planning 
is the most significant factor that 
affects employee productivity for 
76 percent respondents

•	 70 percent of respondents do not 
have a system to track absenteeism

•	 82 percent respondents assert 
that they have a formal process to 
measure productivity

•	 28 percent agree that they have 
an automated system in place to 
measure productivity and track its 
improvement

•	 Workforce planning and schedul-
ing is the least digitized area with 
60 percent of respondents either 
using desktop office software or a 
manual system to manage it

Kronos - People Matters Survey

managing performance



People Matters • February 2012 • 47

and at the right time. This in effect will become 
a source of competitive advantage.

Workforce Management System (WMS) is 
an essential tool when it comes to business 
planning. As far as business cycles in any 
industry is concerned, manpower planning 
plays a very important role to complement 
business planning for higher revenues, better 
profits and efficient execution of growth plans. 
A workforce management system can help in 
manpower planning on the basis of demand 
drivers, forecast human resources plans, 
and then automatically support in allocating 
optimal workforce against such plans. Once 
allocated, WMS systems then help track and 
analyze workforce performance and practices 
to manage labor costs, minimize compliance 
risks and enhance people effectiveness.

HR functional heads need to become more 
transformational in today’s age of the ‘Knowl-
edge Economy’. If markets like India are going 
to emerge as bulwarks of the global economy 
and be in the forefront in the years to come, the 
people functions need to become more transfor-
mational to business by placing the right people, 
at the right place, at the right time to get the best 
value from their deployment. Over-scheduling 
or under-scheduling of people will only harm 
organizations with either a cost issue or a quality 
issue. As a matter of fact, HR leaders are increas-
ingly working and taking ownership of these 
aspects along with business and going beyond 
the administrative second fiddle with routine 
chores of recruitment, performance appraisals 
and payroll. HR is transforming itself to play a 
constructive business impact role of a different 
magnitude. This changing paradigm is expected 
to help enhance employee productivity and bear 
a positive impact on organizational performance 
– the key drivers for HR success.

In this light, People Matters – Kronos survey 
aims to assess the current maturity of workforce 
management practices and processes, while 
understanding their impact on organizational 
performance in Indian organizations. Improving 
productivity of the existing workforce follows as 
the most important challenge chosen by as many 
as 84 percent of the respondents. It is interest-
ing to observe that the area of productivity has 
gradually moved on towards HR’s area of influ-
ence. Workforce productivity has become an 
important lever for organizations to improve their 
overall performance and hence, comes under the 
radar of the complete CXO team. Companies are 
increasingly focusing on leveraging the different 
“people” areas, which can improve organizational 
performance and productivity.

With the Indian economy 
increasingly going global, 
workforce costs going 

up rapidly across industries and 
hiring skilled manpower becoming 
increasingly difficult, it is critical for 
organizations to enhance workforce 
productivity to remain competitive. 
The Workforce Productivity report 
comes at the right time that aims 
to understand the factors hindering 
workforce productivity in Indian 

organizations across verticals. In fact, measuring and managing workforce 
productivity has turned out to be one of the top HR challenges in India. By 
better understanding the factors that impede workforce productivity and 
managing them, organizations can transform their workforce to become a 
strategic differentiator. While organizations do have processes in place to 
measure productivity, most of them, it turns out, are not able to measure it 
effectively as they lack the necessary tools to track efficiency and productiv-
ity. The survey also seeks to help organizations find out the gaps in their 
automation processes. Along with it, the survey also aims to understand 
where organizations are on the people engagement maturity curve.

Organizations clearly need to automate their employee productivity 
measuring processes to be competitive. The survey results point to the 
lack of automation across industries be it manufacturing/ITeS/hospitality/
healthcare. They need to focus on three key issues viz. are they planning 
manpower well, how do they plan to execute the plans and how do they 
innovate so that their people are more transformational. It is not only 
imperative to have visibility on these three issues, but it also has to be 
in real-time for managers to make proactive business decisions. This is 
where cookie cutter approaches used by organizations are most unlikely 
to work. It is here that organizations also need to look at both the supply 
and demand side of challenges facing them. 

Given the rapidly changing business dynamics, organizations will have 
to be quick in defining processes and adopting tools to manage those 
processes in real-time. It is critical to understand that defining processes 
and deploying tools need to go in tandem. Organizations need tools to 
drive excellence, and they need to inculcate the sense of urgency to be 
tool driven. They need to put in place the right building blocks and tools, 
which are scalable and flexible. In the context of developing economies 
like India, the supply side challenges with respect to talent (workforce) is 
a given, and hence, the need to sincerely focus on employee engagement. 
If employees are engaged, organizations will automatically see a decline in 
replacement costs. The survey results highlight the costs associated with 
planned and unplanned absenteeism, which in some cases runs to as high 
as 25 percent. It is important for organizations to seriously address the issue 
of employee engagement and productivity, which will eventually help in 
the long term profitability of the organization. 

Key Learning from 
Workforce Productivity Survey
James Thomas, 
Country Manager –  India Operations, Kronos Inc
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Along with this, the survey also focuses 
on data collection and information on 
overall challenges the HR fraternity is 
facing today, with specific reference to the 
issues related to managing workforce and 
productivity. This is intended to help orga-
nizations look at measures to ensure that 
people are enabled to drive organizational 
performance. 

Factors affecting employee productivity
There are a range of factors that influ-

ence productivity in an organization. First 
being the nature of the industry and the 
maturity of the business. For example, there 
are different factors to consider when it 
comes to tracking productivity in cyclic/
seasonal and non-cyclical businesses. The 
second element that can affect productiv-
ity is how stable and automated are the 
processes. The third element is the working 
conditions that affect the overall quality of 
work and the output. And finally, the level 
of employee engagement that drives how 
much of discretionary effort people are will-
ing to put in their jobs. This discretionary 
effort is usually determined by the moral-
ity, motivation and level of enthusiasm that 
people working in the group have.

Beyond factors that are external to the 
organization, there are a few factors that 
are unique to India, like infrastructure and 
commuting challenges amongst others. 
Internal aspects like inaccurate manpower 
planning; lack of relevant training and skills 
from the workforce; lack of visibility and 
control; and employee absenteeism are 

the key factors that affect productivity in 
organizations today. A productive environ-
ment is also the result of organizational 
basics like allocating the right people with 
the right skills, ensuring that there is clarity 
in terms of what is expected from them as 
well as having the right tools and processes 
to deliver the expected.

Inaccurate manpower 
planning & deployment

Employee absenteeism

Lack of employee 
training

Lack of access to data 
to track productivity

Lack of visibility and 
control

Labor unrest

76%

45%

70%

36%

54%

19%
(Inaccurate manpower planning is the most significant 
factor that affects employee productivity, as revealed by 
76% of the respondents)

Manpower plan-
ning plays a very 
important role to 
complement busi-
ness planning for 
higher revenues, 
better profits and 
efficient execution 
of business plans

The key workforce chal-
lenge in IT/ITeS industry 
is keeping costs under 
control, with focus on 
levers like controlling 
& managing attrition. 
Dr. Ritu Anand, VP & Deputy 
Head - Global HR, Tata 
Consultancy Services

In order to align our people 
to the business strategy, we 
have adopted the balanced 
scorecard approach. We 
call it the ‘Steering Wheel’.

Saikat Chatterjee, Manager HR, 
South East & South West Asia, 
InterContinental Hotels Group

Employee productivity 
is impacted by both indi-
vidual ability and the 
ecosystem within which 
the individual needs to 
operate. 
Nandita Gurjar, SVP and 
Global Head HR, Infosys 
Technologies

Planning happens at 
the business level 
and is aligned to the 
culture and approach 
of the organization.

Prabir Jha, Senior VP & 
Head - HR, Tata Motors
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Manpower planning - key to productivity
Manpower planning decisions are taken 

at the business level, wherein it is aligned to 
the culture and approach of the organization, 
whether the company wants to invest in tech-
nology or in people or a mix of both. According 
to the survey, inaccurate manpower planning 
is the most significant factor that affects 
employee productivity, as revealed by 76 
percent of the respondents. This data point is 
further corroborated by qualitative responses 
too. Manpower planning is an important 
factor to drive and improve productivity and 
the absence of it can have a negative effect 
on the overall business performance. Interest-
ingly, the results of the survey indicate that 
75 percent of total respondent organizations, 
who have contractual workers, face higher 
business impact from inaccurate manpower 
planning and deployment. Not having the 
right people for the right roles, at the right 
time can severely affect the execution of busi-
ness plans. Most organizations that partici-
pated in the qualitative feedback shared that 
their manpower is linked both in terms of 
timing and in terms of strategic importance 
to the business plan.

Employee absenteeism and its impact 
Employee absenteeism negatively affects 

employee productivity in an organization and 
this fact is well corroborated by the survey 
findings. In fact, 45 percent of the respon-
dents agreed that employee absenteeism 
negatively affects employee productivity. 
Even though 28 percent of the respon-
dents claimed that they track absenteeism 

to measure productivity and productivity 
improvement, the reality is that more than 
70 percent of respondents do not have a 
system to track absenteeism. 

Absenteeism creates a disruption in 
the execution plan and it can affect the 
productivity of the group. In the case of 
a planned absenteeism, 68 percent of the 
respondents utilize a co-worker to fill in for 
the absent colleague. Only 14 percent have 
the supervisor or an outsourced temporary 
staff to replace the absentee. In case of 
an unplanned absenteeism, the scenario 
is altogether different where 21 percent 
of respondents use the supervisor to fill in 
for the team member who has not come to 
work. This has a great implication both in 
terms of the work, that gets affected at the 
supervisory level and also in terms of the 
additional load that the supervisor needs to 
fill in for people in his/her team not turning 
up at work. Interestingly, when absentee-
ism is planned, 8 percent of respondents 
do not fill in for the absent staff while for 
an unplanned absenteeism, 17 percent of 
the respondents do not fill in. The number 
of respondents who do not fill in for a posi-
tion that is vacant is due to lack of systems 
and processes to track that absenteeism in 
the first place with the required speed to 
meaningfully replace the person.

The impact of absenteeism seems to 
be correlated with the understanding of 
the business’s nature and cyclicality, the 
systems and process in place and the abil-
ity to interiorize absenteeism in manpower 
planning. 

we track customer 
patience, developing 
people, developing 
processes and financial 
impact to measure 
productivity.

Anoop Rawat, Head -  
Learning & Development, 
Fortis Healthcare India

The factors that affect 
employee productivity 
are direct and indirect 
factors which include 
Amongst others, finan-
cial contribution & 
strategic initiatives.

H.C. Ruben Selvadoray, 
GM - HR, Bharti Airtel

There is a self-induced 
pressure amongst the 
employees, which is 
because of immense 
competition.

Pankaj N. Gursahani, Associ-
ate Director - Sales Training, 
AstraZeneca Pharma India

We believe in the 
traditional method of 
asking HODs when in 
need and go on a case-
to-case basis.

K. V. Raambabu, MD, 
Pulse Pharmaceuticals

IN BRIEF

While organizations 
have processes in 
place to measure 
productivity, most are 
not able to measure 
it effectively as they 
lack the necessary 
tools to track effi-
ciency & productivity
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Measuring productivity
Organizations across industries track 

and measure their productivity in terms of 
goal setting and achievement of individual 
targets and key results. As survey results 
show, 62 percent of respondents use adher-
ence to time and deadlines for tasks assigned 
as a metric to track and improve employee 
productivity. Other metrics at the organiza-
tional level used to track productivity are 
employee cost to revenue or employee cost 
to profit generated. Unplanned absenteeism 
as a measure to track workforce productivity 
is used by 24 percent of respondents.

It is interesting that though organiza-
tions have a process to track productivity, a 

Today, most of our 
employee related 
processes run on a 
manual mode. We do 
not have an integrated 
system as yet.

Vivek Tripathi, CHRO,  
Lava International

At a process level, 
output is measured 
by employee, time on 
system, etc., and vari-
able incentives are 
linked to these.

Anju Talwar, Senior VP, 
Genpact

We track the effective-
ness of our management 
team by looking at the 
ratio of number of white 
collar employees for 
blue collar employees.

Suresh Dutt Tripathi,  
President - Corporate HR, SRF 

We measure our productiv-
ity based on how delighted 
our customers are and 
based on their intent to 
come back to our hotel.

Gurmeet Singh, Area Director - 
HR, India, Maldives and Pakistan, 
Marriott International

minority of them have an integrated system 
underlying this process. Automation can be 
one of the levers for increasing workforce 
productivity in organizations, while digitiz-
ing can ease the execution and improvement 
of these activities.

Challenges in measuring productivity
Lack of integration of processes and 

systems to provide consolidated informa-
tion are major challenges along with lack 
of coordination between different depart-
ments, when it comes to having in place 
an effective metrics/process to measure 
productivity. Respondents also cite lack of 
processes and limited use of technology, 
which constrain the ability to collect infor-
mation, consolidate data and process the 
same to measure productivity. The challenge 
is further compounded by the fact that the 
data collection is done by a group of people 
so the human intervention too poses a chal-
lenge in terms of identifying deviations and 
problems with the data.

The way forward
An integrated solution for manpower 

planning, workforce activity tracking 
(productivity and utilization tracker), atten-
dance and absence management seems to 
be a feasible option for organizations. The 
greatest benefits of having an integrated 
solution are the reduced errors & malprac-
tices and a greater degree of transparency, 
primarily because of minimized human 
intervention.

Automation can 
be a lever for 
increasing work-
force produc-
tivity, while 
digitizing can 
ease execution of 
these activities

Individual 
accomplish-

ment of 
targets & 

goals

Adherence 
to time 

deadlines 
for tasks 
assigned

Ratio of 
employee cost 

to revenue/
profit gener-

ated

Ratio 
of tasks 

completed 
per unit of 

time

Unplanned 
absen-
teeism

100%

62% 60%

42%

24%

Metrics to Measure Employee Productivity 

Goal setting and achievement of individual targets is followed across all industries to track 
productivity at the individual level
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What are the key people strategies for 
companies, given the increasing talent 

challenges and complex business scenarios?
Firstly, companies need to start by looking at 
their leadership styles and corporate culture. 
Today’s top talent is very choosy, and they 
would not work for the old command and 
control style leadership, nor for an organiza-
tion, which puts low value on people through 
its practices. So, the first strategy is to ensure 
you know what these two are like, and then 
have plans to improve them to the ‘employer 
of choice’ levels. If an employer is unsure – 
they should look on Twitter and Facebook and 
see what the younger generation is saying 
about them. That is the best place to find a 
wake up call.

The second strategy is to have a clear set 
of plans to develop your top talent, and ensure 
that the customers of these plans understand, 
accept, and are committed to. Otherwise, they 
will not be staying for very long with you. 
Implied in this answer, is that you need to have 
talent buy-in to their development plans. They 
will not be committed to unknown surprises. 
They are only fun on your birthday.

Optimize the 
Intangibles
Peter Wilson shares with People Matters his 
take on the need to redefine talent management 
for greater value to business

What should companies define as their 
talent priorities?

The key issue now is known as talent 
segmentation. Companies need to know the 
major drivers of business value and success. 
Talent then gets segmented against each 
of these drivers and the ‘highest value 
talent members’ are those people who can 
contribute the best to the most significant 
business drivers and outcomes. In short, 
today, talent means a capability to produce 
on the things that matter. A few years ago, 
long term potential was seen as important. 
These days the competition does not allow 
you that luxury. Top talent means today, 
not tomorrow.

How will HR’s role evolve in the back-
drop of the changes happening in how 

the function contributes to business and the 
bottom-line?

HR is no longer a back room function. 
If HR hides in the back room, they will 
soon find themselves holding a cardboard 
box and standing next to the trash. HR is 
a business function and it needs to talk 

Q Q

Q
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directly. They must work through their 
people. If they are not happy with what they 
have got relative to what they need, they 
have to rework the organization’s human 
capital model and practices. Smart HR is 
always at the table to drive this. If not, the 
CEO will find an HR Director , and hand 
the incumbent a cardboard box to pack up 
and leave.

In your report, people@work/2020, you 
have correlated globalization and next-

generation attitudes. How will this impact 
talent management and therefore business?

It is critical. Baby boomers are now at an 
average age of 60. Gen X will soon hit their 
50s. Gen Y is in the engine room already, 
and they are becoming the dominant labor 
cohort. So, talent management without them 
is an oxymoron. My research on people@
work/2020 showed that the psychological 
wiring of Gen Y as humans is the same as it 
has always been. But there are some subtle 
differences – they like their tech devices and 
want to manage their work and life through 

‘Highest value talent members’ are people who can contribute the 
best to the most significant business drivers and outcomes

the language of business, and in order to 
produce business value in the plans and 
strategies, HR must prepare the organiza-
tion’s people.

Best practices research shows that 
a firm’s intangible value comes from its 
people. Having well-selected, trained, and 
developed people to perform at their best is 
the job of HR. HR is about preparing capabil-
ity to enable operational management that 
drives performance. 

A recent People Matters-Monster.com 
study showed that CEOs spend up to 40 

percent of their time on talent concerns. What 
are your comments on talent management 
increasingly finding its place in the CEO’s 
agenda?

Jack Welch of GE was the first global CEO 
to define this in the early 1990s, as about 
the time necessary for the top executive to 
be spending on his people. That was over 
20 years ago and, if anything it has become 
more important. 

Most CEOs understand, after a few 
days in the job, that they cannot do things 

them; they want to work with socially respon-
sible companies, and will give up salary to 
move to one that is, from one that is not; they 
are looking for strong observable styles of 
servant leadership, that is both ethical and 
inspiring; they want to improve themselves, 
and talk about it with their friends.

All these features change the direction 
finders in the talent management process. 
HR must adjust to these expectations and 
needs, or it will be working on the wrong 
things and handing top management data 
on talent abilities and needs, which is 
misleading.

Having held non-directorial roles on the 
Boards of many companies, what are 

the talent challenge facing companies across 
industries?

All of the above and also, as Chairman of 
two companies, I know that there are very 
powerful IT systems to measure business 
potential and growth, organizational and 
leadership culture, and also how to assess 
talent potential. So, I ask my top manage-
ment, questions to find out what they have 

IN BRIEF

Talent strategy must 
have a clear plan to 
develop top talent 
and ensure that the 
same is well under-
stood and accepted 
to by the top talent

Q

Q

Q

and what it tells us about the people we 
have, and how the organization believes it 
is performing.

If we do not have enough of the core data, 
I ensure my CEO is exposed to the work of 
best practice role models that do. If he or she 
does not get it after that, the exposure neces-
sary may be to new career opportunities 
elsewhere, because a neglect of talent is a 
very material risk to organizational welfare, 
health and growth, and you cannot have a 
CEO who does not know what he needs to, 
and expects your company to either survive 
or grow. My boards review our progress 
on these issues quarterly, or as required, 
for example with major appointments due. 
We also take a direct part in selection and 
career development processes for senior and 
emerging high potential people, so that we 
can get our own ready talent.

talent Strategy

Peter Wilson AM is National President of the 
Australian Human Resource Institute
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The Disciplined 
Leader
Envisioning the future, a leader has to show great 
determination to fight prevailing mindsets and long-
standing traditions

LEADERSHIP

In our organizational life, we come across 
situations that pose the challenge of ‘to 
be or not to be’. During the phase of 

transformation, a leader has to juggle with 
views and counter views. There are optimists 
and cynics. The business of transformation 
is never easy. It involves confusion, conflict, 
risks and occasional self-doubt. There is 
always a risk of making many colleagues 
unhappy. Yet, an intelligent leader will have 
to make a call notwithstanding all these 
problems. Lack of decisiveness can be a seri-
ous flaw in a leader, retarding the growth of 
an organization. Unless a leader is willing to 
take risks, he will never be able to do what 
he is capable of doing.

When you begin transformation, a 
number of predictable and unpredictable 
problems arise. Bowing down to these 
problems can decelerate the organizational 
growth. Facing the problems head on with 
sheer guts and determination, is the stuff of 
effective leaders.

During my tenure in BOB, I faced innu-
merable situations where I was advised by 
my well-wishers against undertaking risky 
ventures. But, with due respect to their 
suggestions, I did not hesitate to move 
forward, since I was convinced with the 
ideas for change.

One such experience and a landmark 
decision for the bank was when immediately 

after assuming charge as CMD, I planned 
the rebranding exercise - a revamp involv-
ing the change of the bank’s logo, which 
was an emblem of identity since years. 
Majority of my colleagues in the top manage-
ment cautioned me about the timing of the 
proposed change when there were many 
other pressing priorities to be pursued.

But, I believe, some decisions need to be 
taken even if they go well beyond the bounds 
of usual advice, rationale and analysis. Such 
decisions are guided simply by one’s own 
inner voice. I was guided by my belief that 
the timing was just right to create a new 
persona for BOB, to regain the confidence 
of customers and the larger public. The 
decision of rebranding gave maximum mile-
age to the bank’s business, in spite of some 
initial hiccups.

Envisioning the future, a leader has 
to show great determination in not just 
removing obstacles from his vision, but to 
fight prevailing mind-sets, legacy attitudes, 
hierarchy, bureaucratic structure, and long-
standing traditions. At times, a leader is a 

Business transformation is never 
easy. Leaders will have to make 
decisions despite all problems

By Dr. Anil. K. Khandelwal
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LEADERSHIP

loner in propagating the change. But does 
he flounder at those instances or does he 
delay his plans? No. Risk taking is a verse in 
the leader’s Bible for doing business. Many 
organizations are saddled with accumulated 
problems on many fronts because at some 
point of time the leaders failed to decide for 
the future. Decisiveness and determination 
are key to growth and sustainability of the 
organization. Leaders who dither to take 
decisions, put their organizations on to the 
path of decline. Decisive leaders are focused 
and show great amount of resilience.

Leaders also need to demonstrate high 
levels of personal discipline that includes 
time management, respect for the time of 
others and adherence to the promises made. 
Most people at the top are found grumbling 
about shortage of time in attending to many 
important things that they would like to. In 
fact, there is always deficit of intentions 
than  time. In my work life, I have met some 
excellent leaders who are able to do multiple 
things including pursuing their hobbies 
and maintaining a happy balance between 
work and family. I have also met a number 
of senior executives who leave office late 
at night and in the process, not only create 
disequilibrium in their own work and life, 
but also in the lives of their subordinates. 
Effective leaders are invariably effective 
time managers.

In 2008, during my brief professional 
engagement at Asian Institute of Manage-
ment at Manila, I met an extraordinary 
gentleman Washington Sycip, an 85 year 
old gentleman, the Chairman Emeritus of 
the Asian Institute of Management and who 
also headed a large conglomerate. Once, 
he gave me an appointment to meet in his 
office at 8 am. I had kept my fingers crossed 
because he was returning only at midnight 
after a long haul flight from the US. But to 
my surprise, sharp at 8 in the morning, he 
received me in his office, smiling and joyous, 
and there was no trace of fatigue on his 
face. He told me that, for years, he followed 
a discipline of starting work at 8 am. I was 
simply flabbergasted on seeing the true 
model of self-discipline. Such encounters 
and meetings helped me inculcate discipline 
in both, my professional and personal life.

For the top man, keeping time is the 
most crucial aspect of his effectiveness. Not 
keeping time, frequently changing appoint-
ments and meetings, elongating meetings, 
habit of late sitting or late coming can 

be very demoralizing for the colleagues, 
subordinates as well as for customers. It 
also impairs the reputation of the company. 
When the top man does not follow personal 
discipline, it is likely to percolate down with 
adverse consequences. The other dimension 
of personal discipline relates to personal 
behavior. Etiquette and manners apart, 
simple things like dealing with subordinates 
and colleagues with dignity and elan is 
something that leaders need to be conscious 
about. Short tempered leaders often run the 
risk of inhibiting their colleagues to openly 
contribute in terms of ideas and come out 
with creative solutions. 

A sensitive aspect of discipline, which 
often remains undiscussed but highly 
speculated in corporate corridors, relates 
to apparent abuse of official position for 
personal gains. Official travel to synchronise 
with personal conveniences, arranging board 
meetings to facilitate attending marriage or 
any other function in the family of directors 
and such other acts dilute the credibility of 
the leadership. Most complaints and RTI 
enquires in the public sector relate to such 
areas of indiscretion on the part of leader-
ship. Leaders need to be doubly conscious 
as they are always under scrutiny of their 
colleagues, with thousand eyes looking at 
them and any departure from the expected 
norms of behavior and conduct is instantly 
noticed. Deficit in exemplary behavior at the 
top is often the cause of pent-up disillusion-
ment in the ranks. Egregious violation of ethi-
cal behavior in a leadership position can do 
incalculable damage to corporate reputation.

Leadership is therefore not about power 
and perquisites, but about responsibility and 
accountability. This is the biggest challenge 
of leadership.

Dr. Anil K. Khandelwal is an HR professional 
who made it to CEO of Bank of Baroda (BOB), a 
staid large public sector bank and turned it out 
in a short tenure of 3 years. In this column, he 
shares his code of leadership that helped him 
achieve extraordinary business results. His book 
Dare to Lead (Sage 2011) captures his experience 
of the turnaround. Dr. Anil Khandelwal can be 
contacted at akk1948@gmail.com

IN BRIEF

An effective leader is 
one who is willing to 
take risks and take 
decisions while work-
ing on transformation

Decisiveness and determination are key to 
growth and sustainability of the organization. 
Leaders who dither to take decisions, put their 
organizations on to the path of decline
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How do I cope with non clarity in my role? How can I make a 
business case so the organization sees the need to invest on L&D 
for the HR team? Find the answers to professional and ethical 
dilemmas faced by our readers at their workplace

Our Expert, VIVEK PARANJPE, Consultant & Strategic HR Advisor to Reliance Industries

Don’t be patient, just dive in, 
align, and start performing

I head the HR department in a small orga-
nization and there is a lot of ambiguity with 
respect to my role. With an experience of 5 
years in HR, I find it very difficult to cope with 
this non clarity in my role where there are 
often situations where I am merely distrib-
uting offer letters while the recruitment 
decisions are owned by the CEO and busi-
ness heads. I do not see my career moving 
anywhere in this company. How do I address 
this situation? Should I be patient and wait 
it out, or should I address my concern with 
the management?

Providing role clarity to the people in 
the company is the management responsi-
bility and this has to be championed by the 
HR function. If you do not have role clarity, 
no one can help. You have to initiate this 
yourself. I am sure you know the reasons 
why you were hired in the first place; you 
also know the explicit and implicit under-
standing between you and the people who 
hired you. This becomes the basis for your 
engagement.

In your case, it is obvious that you 
have not been able to establish the sound 
working relationships with your CEO and 
the business heads. Maybe you are yet to 
establish your credibility too. It is clear 

that there exists a mismatch between what 
they expect you to do or they believe you can 
do and what you believe you can do or are 
expected to do. In such a situation, you cannot 
be patient and wait it out.

Recruitment decisions that you have cited 
in the questions have to be always made by 
the CEO/business heads. HR’s role is to source 
the right candidates, provide opinion/advice 
as one of the panelist and facilitate the selec-
tion process.

First and the foremost, take stock of what 
your strengths are, talk to your CEO on what 
you can do and what you believe you should 
be doing. Understand his/her mind and opin-
ion on what he/she believes they can do and 
should be doing. Get clarity on your position-
ing and start operating from your strengths 
rather than your beliefs on what your role 
should be. Your career will start moving up 
only when you demonstrate your capabilities, 
knowledge and skills. Just start performing. 
There is no point in sulking, this just creates 
negative energy. Your full alignment to the 
CEO to begin with, followed by alignment 
with the business heads should be the start-
ing point. Classical HR organizations or the 
classical expectations from HR are difficult to 
exist in a small business. You have to be fully 
appreciative of the business needs and figure 
out what contributions you can make to help 
your organization succeed. 

the counsellor

The Counsellor
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Resentment to daily updates is 
just a symptom

I am a manager in a growing BPO organi-
zation in the Indian IT city. We have recently 
hired 3 new MTs from a reputed business 
school, and I am facing trouble working with 
them. While they keep saying they will do 
the job on the said deadline and I do believe 
they will do it, but I feel compelled to take 
daily updates from them and this seems to 
annoy them. As it is their first corporate proj-
ect, I need to take daily updates on the work 
done to ensure we are on track, while the 
MTs are anxious from these daily meetings 
and updates to report the work done. Since 
I am heading the project, while I know they 
are capable of committing to the deadline, I 
cannot do away with taking these updates as 
it is my responsibility at the end of the day. I 
am not sure how to take stock of this situa-
tion. I fear there is a disconnect between my 
managerial style, and the expectation of the 
MTs. Could this be due to the generational 
gap? Please advice.

Smart, well-educated, capable and confi-
dent people do not like to be micromanaged 
and that is what you seem to be doing. Older 
people may just tolerate, while younger 
people do not, because they have several 
options, which the older people did not have 
during their young age hence, maybe they 
have developed the tolerance.

On the one hand, you say that you 
believe they are capable and you are sure 
they will deliver the expected results and 
on the other hand you expect the daily 
updates. Is this not the contradiction? You 
have stated that “you feel compelled” to 
take daily updates. My question is why? Do 
the three MTs know where this compulsion 

Vivek is a Senior HR professional with over 35 years 
of experience, ranging several leadership positions, in 
India and abroad. He leads his consulting practice since 
2003 and presently works as a Strategic HR Advisor to 
Reliance Industries, and is also an independent Director 
on the Board of Motilal Oswal Financial Services Ltd. 
Prior to this, he was based at Singapore for several 
years where he was Director HR - Operations at Hewlett 
Packard for the Asia Pacific Region.

Allow Vivek to clear your career and professional 
dilemmas by writing to us at  
ask@peoplematters.in

Role of a manager is to help employees 
succeed and for this, he is expected to 
provide coaching, mobilize resources, give 
the team necessary updates, provide role 
clarity, set goals and communicate regularly

is coming from? Is it because of the criti-
cality, complexity or the importance of the 
project or is it because of the managerial 
style that you have developed over time. 
From the question it is not clear to me. 
Please communicate clearly the reasons for 
such reviews. If your reasons have a sound 
logic and the business case, any reasonable 
person will not resist.

Role of a manager is to help employees 
succeed and for this, he is expected to 
provide coaching, mobilize resources, give 
the team necessary updates, provide the 
role clarity, set goals, communicate regu-
larly, motivate them and of course ensure 
periodic reviews, recognize good work done, 
celebrate success against each milestone, 
etc. A manager has to ensure that his team 
members see the bigger picture and are 
aligned to him/her.

My questions: Have you personally estab-
lished your own credibility with these MTs? 
Do they see you performing the roles that I 
have just illustrated? You have stated that 
you are heading the project; while that is a 
truth, it is also a truth that these 3 MTs are 
part of your project team and are equally 
responsible for the success of the project. Do 
they believe in this? Is it your project or your 
team’s project? Have you made these young 
MTs an integral part of your team; did you 
share the vision and the importance of the 
project? Have you established a good infor-
mal as well as formal working relationship 
with these young new comers? Do they see 
value and the importance in your expecta-
tions of the daily project updates? Do they 
believe that you are adding value on a daily 
basis? Do they see the importance of these 
daily reviews? 

Resentment to daily updates is just a 
symptom of something that has not been 
done right; it has nothing to do with the 
generation gap.

the counsellor
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Passion to Serve
Gurmeet Singh, Area Director of HR - India, Maldives & 
Pakistan, Marriott International Inc., shares with Basuri 
Dutta how change in the hotel business led to critical 
changes in their approach to people management

Master class: creating great workplaces

What are the key trends in the way people 
will be managed in the hospitality indus-

try in the near future?
Any change in the approach to how 

people are managed in organizations, is 
completely a function of the requirements 
of business. There has been a sea change 
in the way hospitality is perceived today. 
Ten years ago, if I visited China I could have 
never imagined eating a dosa or listening to 
Hindi music. But today in Beijing, I have 10 
Indian restaurants to choose from. Today 
with lots of people travelling internation-
ally, air travel becoming easier, businesses 
becoming more globalized and lots of NRIs 
returning to India, the customer profile has 
changed. Today’s customer has tasted the 
international hospitality experience, which 
provides a comparable benchmark with 
respect to the service design.

Earlier, when few domestic chains 
competed with each other, the customer 
expectation was of a different kind. With 
the international brands coming in, service 
design has undergone a transformation. 
Alongside, the expectations of the well-trav-
eled customer, who has experienced inter-
national service quality have also changed. 
Therefore, the HR function now needs to 
get out of its offices and onto the battlefield. 
Stronger networks, better market intelli-
gence, keeping pace with the latest trends 
in induction, training or compensation and 
the need for redesigning of all of these has 
become extremely critical.

Today, there is a non-negotiable demand 
to create transparency at the workplace. The 
current generation is more goal-oriented 

and feels dejected when they are not recog-
nized for their efforts. The meaning of loyalty 
has changed. If it took 5 years for a person 
to become a manager, it is not necessary 
that today’s generation will also wait for 5 
years to become one. Back then, for a hotel 
management graduate, the hotel industry 
was the primary career option available but 
today, they have numerous other options 
like aviation, customer service, call-centers, 
banks, etc. The talent competitors have 
become very diverse and employability has 
increased manifolds. 

The management style is changing and 
will be more driven by empowerment. Even 
if employees make mistakes, have faith in 
them. ‘Take care of your people and they 
will in turn take care of the customers and 
the customers will keep coming back’. This 
indeed needs a mindset change. 

What characteristics should a people 
manager possess and why?

The ability to listen is the single most 
important characteristic that every people 
manager should possess. In a people inten-
sive industry, where people come from a 
diverse spectrum of socio-economic back-
grounds, from a Dharavi chawl to Malabar 
hill, a people manager has to engage with 
this entire spectrum. The ratio of educated 
and qualified people with college degrees to 
those who have no educational qualifications 
in a hotel is about 40:60.

In the kitchen, there is a big department 
of dish-washing and for the people employed 
there, the only job 365 days a year is wash-
ing dirty dishes. To keep the motivation 

Gr
ea

t P
la

ce
 to

 W
or

k®
 

In
st

it
ut

e 
Se

ri
es

Q

Q



People Matters • February 2012 • 61

ing because attrition is not coming down 
and people are still leaving. So, what is the 
point in having all this training?” The Chief 
Executive turns around and says, “I prefer 
to have a situation where people are trained 
and then some of them leave, rather than 
having a situation where we do not train our 
people and they do not leave. Imagine what 
will happen to my company?”

What makes it so difficult for most orga-
nizations to become great workplaces?

The only thing I can think of is passion. 
You need passion to build great workplaces. 
With what degree of passion is one doing 
the job that one is assigned? Sometimes, 
people do things just to tick off an item in 
the checklist. If 10 people are given the same 
recipe and ingredients for the same chicken 
curry, it will still never taste the same. The 
ones that are done with passion will always 
come out as the winners.

Master class: creating great workplaces

levels of that set of employees high, so that 
they keep going at their routine job, is a far 
higher challenge than motivating a qualified 
professional who graduates from a hotel 
management institute.

Listening helps in empathizing, under-
standing the problems and then finding 
solutions. 

Do share an example of managing people 
which has been personally rewarding and 

meaningful for you.
This was not very long back at one of 

the hotel properties. There was a person 
in house-keeping who I used to observe on 
the floor. He was very good with people, 
very well built, had a desire to do some-
thing meaningful, but he was very active  
in the labor union, carrying out signature 
campaigns and instigating associates. One 
day, while sitting in the cafeteria, I struck a 
conversation with him and asked him why 
he was doing all this. He told me that he got 
some kind of a kick out of it. I told him that 
if his purpose was to look after the welfare 
of the employees, he should do something 

What are the top 5 people concerns that 
you face every day. Personally, what has 

been the most challenging aspect of manag-
ing people?

The first one is maintaining consistency 
in people practices. It is a more challeng-
ing task when each hotel is an independent 
property, owned by a different owner and 
one is responsible for management of such 
properties. Updated knowledge is also 
becoming scarce among professionals. 
People are too confined to their own domains 
and market knowledge is missing. I see this 
urgency to complete the job and tick the 
check-box, without the same being thought 
through. Sometimes, people fall into the trap 
of having a microscopic view of their own 
hotel property, ownership being separate, 
ignoring the overall Marriott view.

What is your elevator pitch to justify 
investment in strong people practices?

I have a situational story. An operational 
manager goes to a Chief Executive and 
says, “Why do we need to spend so much 
on training our people? Let us stop all train-

IN BRIEF

Today’s employees 
are well-informed 
and goal-oriented, 
and demand 
recognition for every 
achievement

Take care of your people and they will 
in turn take care of the customers
constructive and meaningful and still get 
that sense of accomplishment that he could 
in many other ways, than being a union 
leader. He came back to me a few days later 
asking what I had in mind and I told him 
that I wanted him to be a part of my depart-
ment. He said he did not know anything 
about HR and I told him that it was my 
responsibility to ensure that he learnt and 
did something meaningful. Today, he is an 
assistant manager HR in one of the newer 
properties. His salary has doubled and he 
is at a point in life from where he can make 
a significant difference. It is heartening to 
see someone grow from the role of a union 
leader to a manager, handling complex 
responsibilities. His talking to the associ-
ates and narrating his own experiences has 
a far greater impact on them compared to 
some of the MBAs doing the same, since 
there is a greater connect. These things 
make the HR cake taste better.

Q
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A strange experience when you speak 
in external seminars and conferences, 
is listening to your own introduction. 

It sounds so awesome, you wonder if it is 
you and nervously look around to ensure 
that somebody else is not getting ready to 
speak. During one such introduction, I was 
called the quintessential HR professional…

Eh! I of course needed Google for deci-
phering ‘quintessential’ and a lot more help 
to decipher “HR professional”. 

Once I figured the meaning of quintes-
sential - I had a new project to figure out: 
What is a typical “HR Guy”?

Who is he? 
It is more likely a she and not a he. For 

some reason, women outnumber men in this 
profession. At my last count - for every ‘he’ 
there were three ‘shes’ 

Hmmm... should I change “guy” to some-
thing else? – (Let me get to a central commit-
tee, put a policy together and come out with 
5 recommendations to choose from…) 

Before I get carried away… This is 
what I found that the world thinks of us 

The HR Guy

By Elango R.

- bureaucratic, policy driven and process 
book bound! 

Agreed. Human Resource professionals 
over the years have become an integral part 
of business and play a very active role in 
success or failure. However, we still struggle 
with legacy talent, hard-wired perceptions 
and a lot of baggage. If we need to assert 
ourselves and be seen on the same level 
as the CFO or a business head, we should 
explore the following:

1.	 HR is not a support function – HR is the 
custodian
We should segregate the employee 

services function of payroll, shared services, 
etc... from our real job. Protect the joint 
interests of people and organizations. HR 
is the custodian – it is the representative 
of business to the people and the people 
representative to the business. We should 
be seen as non partisan and objective. HR 
today is mostly seen as a service provider, 
support function and representative of busi-
ness interests.

2.	 There are enough people to take care 
of P&L but not enough to take care of 
people
We should understand business but 

understanding people is our core compe-
tence.  In all the rush to be business 
aligned, let HR not forget that their core 

different strokes

In all the rush to be business aligned, let HR not 
forget that their core job is people acumen and 
their primary responsibility is people

HR should understand business but not forget that understanding 
people is HR’s core competence
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There are enough 
people to take 
care of P&L but not 
enough to take care 
of people

job is people acumen and their primary 
responsibility is people. However, to do that 
job, HR must understand business but need 
not become the custodian of the P&L. A lot 
of people get paid to do that. HR has to be 
the balancing factor. 

3.	 HR is a specialist role not a generalist 
role 
Many organizations treat HR as a rota-

tion job. Many individuals treat HR as a 
good place to be whether they have the skill 
or not. We have to stem that tide. Like you 
need to be a CA, you need to be a certified 
HR professional to get in the job. Or at least 
we should demand that within 24 months of 
taking this profession, we get people certi-
fied. SHRM, NHRD and some progressive 
business schools have this facility – CHROs 
must actively push for this. 

Maybe, this is the time to get an ICAI 
equivalent in HR. Is somebody listening?

4.	 Policy, Process vs People, Speed
I struggle with this many a times. A 

manager seeking an exception is very upset 
when you say no. But saying yes means you 
start a culture of exception and nepotism. 
A policy and process ensures fairness and 
transparency but at the same time slows 
you down. Without policy and process you 
can’t manage and at the same time you 
need them. When is too much too much 
and when is it too less? With time, there is 
a balance with the right attitude we should 
be able to find.

5.	 Seat at the table 
Many very senior HR professionals 

complain that they are brought in at the last 
minute of transactions, decisions and many 
a times are not at the decision making table. 
I find this really ridiculous – I guess this is a 
combination of weak HR professionals and 
business leaders not realizing the impor-
tance. This will change if we as HR profes-
sionals demand and deliver at the decision 
making table. No point in complaining! We 
got to start being seen as important to the 

decision process – it is not an entitlement 
but an earned right. How many HR profes-
sionals are thinking this way? 

Like it or not – the HR profession is a 
critical function but may not be seen so 
across businesses. Otherwise, why do so 
few CEOs come from the HR fraternity; 
negligible companies have HR professionals 
on their board. 

Whatever the reason, we as a commu-
nity have to break this and enter the 
mainstream for which we need the confi-
dence of both the people at the shop floor/
cubicle and the suits in the board room. 
A tough call! But isn’t that why we chose 
this profession? If it was easy we would 
have done our CA and become a CFO (I 
am kidding I can already see somebody 
typing how difficult the CA exam is and I 
am being stupid!) 

I firmly believe that a company that puts 
people interests on par with their share-
holders will be the best company. Maybe a 
little low on ROI but big on Gross National 
Happiness. Eventually all of this adds up to 
our Karmic list… 

Are you as an HR professional ready for 
your Karmic duty in your chosen profession?  

Love to hear your feedback as always, I 
am passionate about the HR profession and 
would love to see it become the differentia-
tor for all the right reasons.

different strokes

We got to start being seen as important to the 
decision process - it is not an entitlement but an 
earned right. Are you as an HR professional ready 
for your Karmic duty in your chosen profession?  

Elango R, is the Chief Human Resources Officer 
at MphasiS and author of the book “You Don’t 
Need a Godfather”. You can read his blog on www.
ElangoR.com and follow him on Twitter  
@agastyasays
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20 january 2012, Vivanta by taj, bangalore

The last of the three-series roundtable organized by BIMTECH, 
People Matters & Aon Hewitt witnessed an august audience of 
industry veterans & academicians in Bangalore, who shared their 
experiences and learnings on the science of developing leaders

The increasing complexity in business 
has made leadership development 
a critical performance indicator for 

organizations. This draws the focus of the 
management towards an urgent need to 
pay attention to leadership development as 
a continuous process, to develop leaders 
across all levels in the organization.

The last of the three-series ‘BIMTECH- 
People Matters- Aon Hewitt’ roundtable on 
the ‘Art and Science of Developing Leaders’, 
focused on the third element of the leader-
ship story. Having established the need for 
leadership, the roundtable at Bangalore 
particularly focused on how organizations 
can explore the science of developing lead-
ers, which is an urgent need for most. 

Dr. H. Chaturvedi, Director, Birla Insti-
tute of Management Technology shared 
some vital numbers in his inaugural speech 
that had the audience thinking. He said, 
“Earlier, companies used to grow 3-4 
percent annually, but in the recent past, it 
has been found that companies are growing 
at a rate of around 150 percent. The chang-
ing circumstances and business dynamics 
demand a close discussion to look at the 
best practices in HR, particularly in leader-
ship development, in order to predict future 
growth.” 

In this backdrop, leadership develop-
ment is a need that is seen across levels. 
There are certain critical aspects that 
can, in the least, prepare organizations to 
steer on the right path for developing lead-
ers. Today’s organizations must take into 
consideration aspects such as - are excellent 
leaders made or born; how can one develop 
leadership in oneself or other; can leader-
ship be taught in a classroom session or is 
it to be developed over time; how do Indian 
leaders differ from their western counter-
parts; or are western models of leadership 
relevant in the Indian scenario.

events

Best practices in HR, particularly in 
leadership development, are critical in to 
predict future growth of organizations.

Dr H. Chaturvedi, Director, Birla Institute of 
Management Technology
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Ajay Soni shared insights from a research, which 
brought forward matters of concern for CEOs of large 
businesses facing a leadership pipeline problem. He 
shared nine themes that can enable the development of 
a strong leadership pipeline, as derived from an AON 
Hewitt research. He emphasized that retaining and 
attracting top performers to emerge as leaders, requires 
investment on building a leadership brand. There must 
be a talent review process through which potential talent 
can be checked through multiple lenses, such as IBM’s 
360 degree appraisal. Further, leadership potential 
identification is becoming younger day-by-day as compa-
nies begin to start identifying leaders at a much early 
stage. Dayanand Allapur, Head - HR, TESCO, affirmed, 
“Programs like ‘Catch them Young’ are able to identify 
young leaders who are willing to face such challenges 
at an early age.”

The implications of India becoming a global player, 
propels a need to initiate global leadership accel-
eration programs in organizations. Dr. Santrupt Misra, 
CEO, Carbon Black Business, Director - Group Human 
Resources and Director, Aditya Birla Management Corpo-
ration shares his thoughts, “A common notion is that only 
a MNC needs to have global leaders, which is incorrect 
as even a domestic company requires global leaders to 
manage its supply-chain, competitors and customers who 
could be global.” S. Chandrashekhar, VP - HR, IBM adds 
to this and says, “The global mindset is about leveraging 
the best people across the globe, grooming them and 
developing the required competencies.”

Further, the leadership DNA must be imbibed 
through an organizational process of mentoring for 
future leaders. As Dayanand explained, the role of 
mentors is critical in facilitating employees to move 
ahead and lead. 

The discussion also centered on creating an envi-
ronment to learn when people are pushed out of their 
comfort zone. Having identified the leadership potential 
in employees, organizations must show confidence in 
them and provide them with more challenging tasks. As 
Sanjeev Sahi, Group President - HR, GMR explains, “The 
organization must create an environment for experimen-
tation that will allow people to grow.” 

Prof. J. Philip, President, XIME, Bangalore, explained 
how earlier scientists opined that behavioral aspects 
had nothing to do with leadership development, but now 
they claim that traits of leadership are visible through 
one’s behavior. Therefore, organizations can effectively 
identify the leadership qualities relevant to their busi-
ness, should they incorporate the appropriate practices. 
The roundtable discussion ended on the need for ‘bright 
sizing’ in organizations, and not just ‘right sizing’, which 
is of essence in present times. And for this, organizations 
have to get the right ingredients in place, to nurture the 
right leadership brand, and DNA in order to attract lead-
ers across all levels, retain them as well as encourage a 
continuous feed to the leadership pipeline. 

events

Leadership potential identification 
is increasingly focusing on identify-
ing leaders at an early stage

Ajay Soni, Practice Leader, Leadership 
Consulting, AON Hewitt, Asia-Pacific

Mentoring will facilitate employ-
ees to move ahead and emerge as 
leaders

Dayanand Allapur, Head - Human 
Resources, TESCO

As the leadership brand evolves 
with time, companies must focus on 
building their leadership brand 

Dr. Santrupt Misra, CEO, Carbon Black 
Business, Director - Group HR and Director, 
Aditya Birla Management Corporation

Components of leadership behav-
iors such as extrovertism, 
emotional intelligence, communica-
tion ability, are powerful attri-
butes of being a successful leader

Prof. J. Philip, President, XIME Bangalore

Leadership development is not an 
art but it is a scientific issue. 
Companies must take time to mould 
the leadership plan 

S. Chandrashekhar, Vice President - 
Human Resources, IBM

Grooming leaders can be done 
through the process of churning 
the brain and the heart as both 
dimensions must operate together 

Sanjeev Sahi, Group President - Human 
Resources, GMR
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All India Management Association 
(AIMA), the national apex body for 
professional management in India 

envisages helping businesses evaluate how 
to build competitiveness of professional 
managers and in the process, bring excel-
lence and sustainable advantage. Their 
endeavor is to bring this excellence on 
one platform where managers can benefit 
by sharing experiences by benchmarking, 
networking and learning from each other. 

Under this umbrella, talent management 
and human resources become central to 
many of the initiatives that AIMA under-
takes, both in training programs and confer-
ences and within this theme, compensation 
and rewards is particularly important in 
this quarter. R. Sankar, Executive Director 
and Head – People & Change Consulting, 
PwC, Knowledge Partner for the event, 

From Design
to Delivery
AIMA National Summit on Recent Trends in Compensation & Rewards

expressed, “Rewards is an integral part of 
talent management and there is no talent 
management without rewards, careers and 
leadership.”

This is the time for employers to broaden 
their perspective and learn from best prac-
tices in this space as they gear for the next 
financial year. As most organizations revisit 
their compensation strategies, plan their 
appraisals and look forward to new trends, 
ideas and practices during this time of the 
year, AIMA organized the National Summit 
in Compensation & Rewards to support this 
process. The two-day seminar brought into 
light, new trends and practices in the compen-
sation & benefits space. It initially empha-
sized on how compensation and rewards play 
a role in not only attracting but also retaining 
talent and the way executive rewards can be 
the drivers for strategic change.

events
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The summit also stressed on the impor-
tance of the role of communication. Orga-
nizations might have the best schemes and 
great implementation strategies but the 
challenge is whether or not that is being 
communicated to the employees in a clear 
manner. Sharing his views, P. Dwarakanath, 
Summit Director & Director – Group Human 
Capital, Max India, said, “Organizations 
should establish a total rewards philosophy 
which is consistent, fair and equitable and 
it should be transparent and communicated 
well. The need of the hour is to focus on 
differentiation, specially based on perfor-
mance to create a high performance culture 
to enhance productivity.” 

Domain experts also looked at practi-
calities of designing variable compensation 
and long term incentives, including ESOPs, 

R. Sankar
Executive Director and Head – People & Change 
Consulting, PwC

“Organizations can either look at rewards in a 
very narrow way and view it as compensation, 
data, surveys, etc., or have a broader perspective 
and link it to their talent management strategy.”

Kamal Singh
Director, All India Management Association

“AIMA has been organizing several programs on human 
resource management and we believe that if India has 
to really make its mark, it would be through its people. 
The competitive edge that the country enjoys today is its 
young population. AIMA is giving a lot of thrust to bring 
this talent forward and bring a lot of insight globally on 
this platform. 

The purpose of the Compensation and Rewards Summit 
was to bring together all the relevant challenges faced 
by HR managers and leaders, on one platform. Apart from 
sharing insights into how compensation can be managed 
effectively, the intent is to look at the evolving trends as 
well. The seminar covers all aspects of compensation, right 
from design to delivery, including communication mecha-
nism and administration mechanism. Particularly at this 
time, when the industry is under severe pressure of perfor-
mance and delivery performance, what has been achieved 
in the past few quarters, is not that encouraging. So, how 
do we look at compensation as a parameter there? The aim 
is to understand how to move from one end to another 
end as far compensation and benefits is concerned.”

P. Dwarakanath
Summit Director & Director – Group Human  
Capital, Max India 

“The philosophy of the organization, reward & 
recognition policies, and compensation strategy 
should align with the business strategy.”

by sharing case studies. The purpose was 
to not only highlight how to design these 
compensation tools but also how to manage 
them and communicate them effectively.

The competitive advantage that India 
enjoys among others is its young popula-
tion. The Summit held an exclusive session 
completely dedicated to Gen Y, and how to 
compensate and reward this segment at 
the workplace. The panellists focused on 
the varied expectations of this workforce 
and how to maximize the total reward 
strategy for this segment. The discussion 
gained more relevance because of the 
active participation of Gen Y profession-
als in the panel itself. AIMA once again 
delivered a complete learning experience 
for managers on how to make the best of 
their budgets for 2012.

events
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NHRDN seminar  ‘The new ABC of 
talent acquisition – acquiring, brand-
ing & cost optimization’

academicians and students, supporting women in 
corporate roles. People Matters was the magazine 
partner for the event.

Innovating the future of organizations 

MTHR Global along with ITM Group of Insti-
tutes organized an event on ‘How HR can 
innovate the Future of Organizations’. The 

event took place in Kharghar, Mumbai where about 
350 diverse professionals gathered. The workshop 
combined elements of teamwork, language of art, 
power of ideation and driving forces of humans. The 
style used was that of artist Jackson Pollock, which 
abandons restrictions on brushes and easels. Energy 
and passion were evident on the faces of participants. 
Yet another inspiring event from MTHR Global.

ISTD national convention

The 42nd ISTD National Convention took place 
at Kolkata this year. The event witnessed 
numerous eminent speakers, HR thought 

leaders, practitioners, business professionals and 
students from across the country. Theme of the 
conference was ‘Value creation through human 
development’ and it included six technical sessions 
besides the inaugural and valedictory sessions. 
Some of the other sub themes for the conference 
were ‘Leading High Performing Organizations’, 
‘Human Development for Business Excellence’, 
‘Strategic HR for Value Creation’, ‘HR as the facilita-
tor for Values and Ethics’, ‘Leadership Development 
for Competitive Edge’ and ‘Innovative HR Strategies 
for Attracting, Shaping and Retaining Talent’. The 
convention also witnessed the Dr. Nitish De memo-
rial lecture and a special address by Bob Morton, 
Chairman, IFTDO Board. The Advisory Body Meet-
ing and National Council Meeting on the first day 
were other significant events of the Convention. 
People Matters had the privilege to be the media 
partners for the event.
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National HRD Network & Shine.com orga-
nized a knowledge enriched one day semi-
nar on “The New ABC of Talent Acquisition 

– Acquiring, Branding & Cost Optimization”. The 
Seminar explored in-depth understanding and 
emerging trends in the various sub domains of 
talent acquisition throughout the day. Some of the 
eminent speakers for the event were; S. Y. Siddiqui 
- Managing Executive Officer, Admn (HR, Finance, 
IT & COSL), Maruti Suzuki & National President- 
NHRDN; Raghavendra K – VP & Head HR, Infosys 
BPO; Biswarup Goswami - Chief of HR, Emaar 
MGF Land; Renu Bidalia – Vice President- HR, Tata 
Communications; Vijay Deshpande - Vice President 
& Head HR - JK Tyre & Industries; Ayaskant Sarangi 
- Director-Organization & Staffing, GE India, John 
Mathai – DGM (HR), NTPC, Gagan Bhargava - Group 
Head HRD, NDTV and many more. Each of the speak-
ers focused on the global trends, which are emerging 
in the talent acquisition space in an interactive and 
engaging module. People Matters was the media 
partner for this learning event.

Developing Women Business Leaders

All India Management Association (AIMA) 
hosted a national conference on the theme 
‘Developing Women Business Leaders’ in 

New Delhi. The event focused on themes like Busi-
ness Imperative for W – the Power of Womenom-
ics, Providing Enabling Environments to Deliver 
Successful Women Leaders, Gen Y, etc. The event 
witnessed many eminent speakers from the 
industry, who shared their insights on the various 
aspects of leadership and challenges for develop-
ing women business leaders in today’s times. The 
Conference saw many young and senior women 
and men managers, professionals, CEOs, HR & 
diversity leaders from both public and private 
sectors, entrepreneurs from different fields and 

Speakers at the NHRDN Seminar 

Speakers during the ISTD National Convention 
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upcoming events

Note: Please note that this list is not exhaustive. We update this information on a regular basis. Please visit our website www.peoplematters.in/events for 
more information on events. If you wish to share information about upcoming events, please contact Pushkaraj Bidwai at pushkar.b@peoplematters.in

Events	     Dates	      Location                      ORGANIZED By 

Total Rewards Conclave	 2 February	 Gurgaon	 People Matters

How to Win Friends and Influence People:  
The Global Workshop 	 7 February	 Mumbai 	 Dale Carnegie

Management Development Programme on  
HR for Non-HR Managers 	 8-10 February	 New Delhi 	 NIPM

CII HR Conclave 2012	 10-11 February	 Jaipur	 CII

“Become a Certified N.E.W.S. Executive Coach” in India 	 13-18 February	 Gurgaon	 Think Talent Services

India Leadership Forum	 14-16 February	 Mumbai	 NASSCOM

Seminar on The Pluses of Benefits & Rewards-  
Moving Beyond Compensation	 16 February	 Mumbai	 NHRDN

2nd Women’s Conference 2012	 16 February	 New Delhi	 NHRDN

World HRD Congress 2012	 16-18 February	 Mumbai	 Fun & Joy at Work

Measuring Return on Investment on	 21 February	 Mumbai	 Richard Ivey School of 
Executive Education			   Business & People Matters

Train the Trainer Workshop on LSIP	 23-25 February	 New Delhi	 School of Inspired Leadership

Measure Mind 2012	 24-25 February	 Kolkata	 ILS Impact

2nd Automative HR Conclave	 16 March	 Mumbai	 Society of Indian Automobile  
				    Manufacturers
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Strategic workforce Planning

The Conference Board hosted 
a series of events in Mumbai, 
Bangalore & Gurgaon this month 

on the topic Strategic Workforce Plan-
ning (SWP). The roundtables were 
led by Dr. Mary Young, Principal 
Researcher – Human Capital, The 
Conference Board, who focused on SWP 
and how employers can ensure they 
have the right talent to execute their 
business strategy. She also stressed 
on the point of how SWP can enable 
companies to identify gaps in talent 
supply and demand, and to align their 
HR strategy with business priorities. 
The briefing highlighted new research 
findings from The Conference Board 
on global practices in SWP and the 
experiences of Indian companies with 
significant experience implementing 
Strategic Workforce Planning (SWP).

BraveNewTalent series  

On January 6, BraveNewTalent 
organized the first event of 
the “Talent Series” – a conver-

sation about talent and technology 
focusing on the future of talent in 
India. About 40 people from organi-
zations as varied as KPMG, Amazon, 
SAP, Hewlett Packard, Genpact, Intel, 
Oracle and Nike attended it. The 
panel comprised of some very exciting 
speakers like Pratik Kumar, Execu-
tive VP-HR of Wipro and President, 
Wipro Infrastructure Engineering; 
Madan Padaki, CEO of Erudient, a 
Manipal Group Company; Krishna 
Prasad, Chief Experience Officer/
Head of Digital of Dentsu and Lucian 
Tarnowski, Founder & CEO of Brave-
NewTalent. People Matters was 
privileged to be the media partner 
for this event.

Panelists during the BraveNewTalent Series



The dictionary describes ‘feedback’ 
(“feed”+“back”) to represent the 
return of a part of the output in a given 

process or system to its input. The term ‘feed-
back’ was originally used by scientists launch-
ing space shuttles to communicate data with 
the space vehicle in order to maintain peak 
performance.

In the organizational context, feedback 
is the cornerstone of communication and 
performance effectiveness process. As an 
individual, it helps us become more self aware 
and get in touch with our blind spots. The 
absence of a feedback mechanism (formal or 
informal) could result in creating blind spots – 
when you will never know how you are doing 
(current performance) and what you can do 
better or differently (potential).

When was the last time you sought feed-
back from your leader, colleague, significant 
other, family member or friend? How often do 
you invite it? Management research proves 
that high performing individuals proactively 
and periodically seek feedback to assess how 
they are performing, to determine the conse-
quences of their actions and modify their 
behaviors. Here is a quick guide to giving 
and receiving feedback.

Giving feedback
•	 Feedback must be backed by data or 

specific incident or patterns of behavior.
•	 Be descriptive in sharing what you have 

‘seen’ the individual ‘do’ or ‘say’.
•	 Do not judge or label the person while 

sharing feedback.
•	 A good feedback conversation helps estab-

lish the dots between actions, reaction and 
consequence

•	 If you experience resistance (the other 
person gets defensive), it would help to 
step back (re convene later) or reframe 
the manner in which you are providing 
feedback to help them understand your 
perspective.

•	 Time your feedback by ensure that you and 
the seeker are in the right frame of mind.

Feedback is a Gift
Receiving feedback
•	 Be specific on your request – it’s a good 

idea to share the reason why you are seek-
ing feedback and what specific behaviors 
or areas you want the other to focus on.

•	 When the he/ she starts sharing feed-
back – just listen, don’t defend or give 
explanation.

•	 Ask open ended questions or specific 
examples to make sure you understand 
the other’s perspective.

•	 Keep asking – “what else”, “anything more 
you want to add” to get the details.

•	 Focus on the future by asking advice on 
what you must do differently or better.

•	 Summarize in your own words what you 
have understood after the conversation to 
communicate what you have understood 
and the missing links.

•	 Sincerely thank the person for their time 
and inputs.

•	 Take some visible actions to demonstrate 
how you have incorporated the feedback 
you have received.
Find opportunities to give and receive 

feedback. It shows that you care about your-
self and the others in your environment. 
Remember feedback is a powerful tool to help 
you and the others realize their full potential 
and release their brilliance!!  

Want to try: The only way one can learn 
the art of giving and receiving feedback is 
by practicing. As the next step, this is what 
I recommend

Find one person you want to seek feed-
back from and ask them these questions:
•	 What are the areas of strength that I can 

leverage?
•	 What are the areas of development or 

opportunities that I need to work on?
•	 What do you see are ways in which I can 

maximize my potential?

Jaya Narayan is an alumini of Tata Institute of 
Social Science with over 15 + years of rich multi 
organizational experience. Her passion includes 
executive coaching and organizational development. 
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In the organiza-
tional context, 
feedback is the 
cornerstone of 
communication 
and performance 
effectiveness 
process

Jaya narayan
nohrgyan.blogspot.com
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B
ased on interactions with over 
30 buyers and sellers in the 
compensation and rewards 
space, People Matters covers 
the upcoming trends and 

landscape for 2012 and maps the offerings 
and service providers in this space.

This supplement also includes the 
listing of products and service providers 
available and completes specifications 
for the buyers’ reference.
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Service Providers
Kenexa
Talentonic
ESOP Direct
QuadMo
BenefitsPLUS
Sodexo
The Deals Point
Rideau
TriggerO
Medall
Purple HR Consulting

Total
Rewards

2012
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A deep dive into the trends, the expectations of organizations 
and what the providers have to offer in the rewards industry

T
he pulls and pressures of optimizing 
human resource management have 
been increasing over the last few 
months and in the next financial 

year, they will continue to rise. HR decision 
makers are increasingly looking at making 
each of the HR functions more efficient 
and effective. HR transformation and the 
emergence of players in the HR Industry 
will facilitate this journey.

Traditionally, the consulting service 
providers have dominated this segment, 
from access to data for benchmarking 
purpose, to support in reward and compen-
sation strategies, to design and implemen-
tation of reward programs. 

Today, there are many players, which 
are emerging strong in this space. There 
are the consolidated consulting giants, 
boutique firms, niche advisory services 
for tax and long term equity, insurance 
brokers, reward and recognition special-
ists, technology platforms and organiza-
tions focusing on providing corporate well-
ness solutions and other extrinsic benefits 

like childcare and concierge services. All 
these players aim to solve the challenges 
that organizations are facing in this func-
tion and represent a growing sub-segment 
of the HR Industry.

The landscape: An overview
The problems to be solved have led to 

business propositions on their own right. 
Each of the challenges are related to the 
different components of the Total Rewards 
structure or to the function itself.

One way to dissect this landscape is 
to separate the elements and to identify 
players that specialize in them. Firstly, any 
total reward structure would have a cash 
or compensation component. This would 
include near-cash allowances included for 
tax purposes; benefits like life insurance, 
mediclaim, cars on lease and others; some 
element of Short Term Variable Pay (STVP), 
like incentives, commissions and bonus, 
all payable in the same appraisal cycle; 
Secondly, there could be long term vari-
able incentives, like ESOPs, or deferred 
cash; thirdly, recognition and non-monetary 
rewards and finally, extrinsic rewards like 
any benefit derived from corporate wellness 
plans, childcare, concierge service, office 
pickup and drop services, and access to 
discounts derived from grouping. 

Today, there are players who have 
found their space targeting one or more 

Rewards
Landscape & Trends

One of the barriers to outsourcing is 
the resistance to sharing confidential 
information with an external service provider

rewards special

IN BRIEF

This special from 
People Matters 
collates views of 
industry experts in 
the Total Rewards 
space and aims at 
bridging the prevail-
ing gap between 
buyers and sellers

By Rubi Taj & Arijit Chakraborty
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of these elements, supporting organiza-
tions to design, deliver and maintain them 
effectively. For the purpose of this story, we 
have focused only on pure compensation and 
rewards components, keeping aside other 
elements that are also a part of the Total 
Rewards definition, like culture, training & 
development, and career.

Each component would have its own 
ecosystem comprising of consulting firms, 
technology platforms and specialist part-
ners, and the offerings will range from high 
expertise-low volume, to transactional-scale. 

Total Rewards consulting
The consulting space in this segment 

aims at targeting rewards strategies 
adopted by companies. The scope of involve-
ment can be as broad as looking at how the 
reward strategy leads the talent manage-
ment strategy, to focusing on deployment 
of the reward strategy. 

In the consulting arena, there are the 
management consulting companies like 
E&Y and PwC that have a human capital 
practice that caters to support clients’ 
needs. These are full service firms that can 
provide end-to-end consulting in rewards 
and adjacent areas like taxation, legal and 
compliance that can emerge from a rewards 
intervention.

Subsequently, there are the full-fledged 
human capital management consulting 
outfits, like Aon Hewitt, Hay Group, Mercer 
and Towers Watson that have a wide service 
offering across the human capital value 
chain including other areas beyond Total 
Rewards.

Also co-existing in the consulting space, 
are the boutique consulting providers like 
Talentonic that targets the same space and 
there are players like ESOP Direct and Just 
Esops that focus purely on consulting and 
implementation of ESOP plans. 

Most often, these consulting companies 
provide advice, access to technology and the 
ability to implement and handhold the client 
until the reward system is stable. Some of 
these players also have an outsourcing arm 
for payroll and benefits administration.

Insurance brokers & insurance providers
The biggest expense in the non-cash 

Total Rewards basket is that of medical 
insurance. Medical inflation has been high 
and the challenge for organizations is to 
ensure that they get the right insurance 

policies without increasing the premiums. 
The viability to group and negotiate rates 
for life and medical coverage has made this 
space increasingly attractive. Some organi-
zations use insurance brokers like Mediman-
age, Vantage and Marsh to negotiate prices 
and compare products and some contract 
directly with the insurance company. In 
between the organization and the broker 
or insurance company, there are compa-
nies that manage the entire mechanism 
of payment and claim processing between 
the insurer/broker, the health care center 
and the employee (company), E-Meditek is 
such an example. These companies provide 
a common platform for insurance compa-
nies, corporates, brokers and individuals to 
manage their claims. 

Buyers are unaware of the options available in 
the market and even if they are conscious of the 
services, the value proposition is not clear

Specialized benefits providers: Car 
leasing

Car leasing is normally used either as a 
perquisite (cars offered for senior manage-
ment) or as “tools of the trade” (cars for 
roles that require commuting like sales, for 
example). In the first case, industry bench-
marking, taxation considerations and the 
compensation philosophy of the organization 
determines the provision of this perk. The 
second case, normally occurs in industries 
wherein their employee base is spread 
across cities, like agri-based companies, 
pharma, and chemical companies where 
cars are provided to execute the work 
more efficiently. On the one hand, it makes 
employees mobile, while on the other hand, 
companies need not maintain these costs 
on their balance sheet as the provisions of 
dealing with car insurance and servicing is 
leased to a leasing company.

Rewards & recognition, getting warmer
Rewards, recognition and loyalty 

programs have succeeded in creating a 
niche space for themselves in India. While 
organizations have been traditionally 
designing and administrating reward and 
recognition programs in-house, a new range 

Total
Rewards
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of players have emerged who can bring 
efficiency, technology, expertise and scale 
can help organizations in devising rewards 
and recognition policies more strategically.

Looking at this sub-segment, there are 
three categories of service providers:

First, there are companies who provide 
gifts, coupons, certificates, access to 
discounts, etc. These organizations provide 
opportunity to employees to get access to 
new products at discounted rates. Some 
of the e-commerce companies are eying 
this space to provide best deals derived 
from grouping people in an organization’s 
cluster.

Second, there are companies that 
provide a technology platform; a web-
based solution with a self-service model 
where managers can recognize and reward 
employees. This model also enables manag-
ers to make an instant decision without 
waiting for an approval because the budget 
and business rules governing the recogni-
tion system are built into the system. Such 

software are either available on SaaS 
(Software as a Service) model with a low 
monthly user fee and no capital expendi-
ture, or they can be integrated on SAP or 
the company’s HR systems. A considerable 
number of these companies also provide an 
extensive catalog of products for employ-
ees to choose from, whereas some players 
provide options of redeeming points in 
cash via payroll. The technology platform 
also offers ‘Facebook’ style customized 
portals, which are designed for the purpose 
of sharing and communicating recognition 
across organizations, thereby leveraging 
the power of “social recognition”.

The third category, is that of recogni-
tion providers. The focal point of these 
providers is to assist organizations achieve 
targeted business results with the help of 
recognition. This is done by identifying the 
behaviors to be impacted, designing a suit-
able recognition program and using a tech-
nology platform to implement and analyze 
the data, which is utilized to observe the 
complete progress and effect of the recogni-
tion initiative.

However, in many cases, it is difficult to 
segment the service providers into these 
three categories as there are some players 
who offer the complete suite of services, 
while others either offer one or a combi-
nation of two of the services mentioned 
above. For a ready list of these players, 
refer to the listing of service providers in 
this supplement.

Companies will strive to 
benefit employees without 
changing their CTC, which will 
see the emergence of non-cash 
and non-monetary benefits

rewards special

Companies have their 
rewards and recogni-
tion budgets and polices 
but they lack an institu-
tionalized framework 
and willingness from 
the top management.
Paras Arora, Co-founder and  
CEO, TriggerO

Total rewards needs to go 
beyond the traditional defini-
tion of total compensation 
and needs to support busi-
ness objectives and re-inforce 
the desired culture within 
the organization.
Dhritiman Chakrabarti, Country 
Leader (India), Towers Watson 
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Smart organizations are 
carrying out extensive 
surveys to find out 
what their employees are 
looking for & are aligning 
their benefits & rewards 
to the expectations of 
their employees.
Mark A. Szypko, CCP- GRP, Kenexa

Organizations are increas-
ingly concentrating on 
creating learning and 
development opportuni-
ties which are life related 
to help employees connect 
with a part of their life.
Sandeep Banerjee, MD & CEO, 
Edenred
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Corporate wellness
At a macro level, corporate wellness 

includes everything from fitness, ergo-
nomics, physical, mental and emotional 
health. Client organizations have started 
viewing this space from a larger perspec-
tive. Employers are now using health 
to improve productivity and along with 
offering various medical benefits to their 
employees, they are also organizing regu-
lar health checkup camps. It is becoming 
increasingly important for employers to 
ensure that there is optimum employee 
engagement, which can only happen when 
they are physically and mentally healthy. 
This is an emerging area and a lot of 
players are specializing in these services 
but there seems to be an opportunity for 
players in silo, which provide end-to-end 
corporate wellness solutions. 

Challenges
With the exception of consulting 

(albeit to some extent), the compensation 
and rewards marketplace is still in a very 
nascent stage in India. The services that 
are mostly used are salary benchmarking, 
buying of data and specialized support 
for complex products like insurance and 
long term equity based plans. The level of 
outsourcing in the rest of offerings is still 
low as compared to matured markets like 
the US. MNCs tend to outsource more 
in general and specifically in rewards. 
Some have even outsourced their entire 

administration of compensation and 
benefits program. Indian organizations 
and even most Indian multinationals 
engage with service providers only in 
very specialized cases. From running 
their PF funds, superannuation trusts, 
to administration of payroll and manag-
ing reward and recognition programs, a 
majority of organizations have opted to 
keep this function in-house. 

These are the key challenges that orga-
nizations face when considering outsourc-
ing in this function: 

Sharing of sensitive data like payroll 
or employee records can be bottleneck. 
One of the barriers to outsourcing is the 
resistance to sharing sensitive/confiden-
tial information with an external service 
provider. For most services in this space, 
this is a requirement for the model to 
run. For example, if an organization is 
considering outsourcing their reward 
and recognition program, one of the key 
requirements is to map the entire data-
base on the engine so that the reward 
points can be distributed and are encash-

The level of outsourcing in the 
Total Rewards space is still 
low as compared to matured 
markets like the US
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It’s not only about cash 
components of rewards but 
the need is to focus on reten-
tion, organizational culture, 
learning & development and 
career opportunities.
Sandeep Chaudhary, Regional Prac-
tice Leader, Compensation Consult-
ing, Asia Pacific, Aon Hewitt

Fixed pay should be attrac-
tive enough to acquire 
talent but retention will 
come only as a result of 
the long term pay, there 
has to be a balance.
Judhajit Das, Chief of HR, 
ICICI Prudential Life Insurance 
Company

A large part of the 
reward program will 
be deployed in driving 
longer term business 
imperatives that build on 
intrinsic strengths.
Charu Dewan, Head HR, Lease-
Plan India

A lot of organizations 
are now concentrating 
on wealth creation 
and how to retain good 
talent for the longer 
term.
Deepak Dhawan, Founder & 
CEO, Talentonic

Total
Rewards
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Organizations are 
apprehensive about 
the fact that there 
might be a gap 
between sales and 
delivery of service 
providers. The concern 
is that sales might 
subdue content and 
methodology

Compensation & Rewards 
Consulting
-	 HR consulting practices of audit firms; 

E&Y, PwC, KPMG and HR consulting 
practices of technology firms: IBM, 
Accenture.

-	 Specialized consulting firms: Aon 
Hewitt, Mercer Consulting, Towers 
Watson, Hay Group

-	 Niche’ or specialized players: Talen-
tonic, Kenexa, Purple HR Consulting, 
Cerebrus Consulting, ESOP Direct, 
Just Esops (for ESOP consulting), 
Rideau (for reward & recognition 
consulting)

Benefits
-	 Companies providing insurance 

advice and brokerage:  Medimanage, 
Marsh India, Vantage India

-	 Car leasing services:  LeasePlan India, 
ALD Automotives, Arval

-	 Emerging corporate wel lness 
services:  Quest Diagnostics (labo-

Total Rewards
Service Providers*

ratory testing, information, and 
services), Medall (diagnostic service 
centers),  1 to 1 Help.net  (counseling)

Reward & Recognition Space
-	 Emerging players in this space 

providing a combination of consult-
ing, technology, platform and 
implementation support: Employee 
benefits and reward programs: 
Benefits Plus, Corporate Perks, 
Edenre d,  Grassro ot ,  Payback 
(i-mint), QuadMo,  Rideau, Sodexo 
SVC India, TriggerO. 

-	 Loyalty programs, discount and 
catalog: Accentiv India, eYantra, Gift 
Links,  Klisma, Loyalty One, Privilege 
Corner, RewardPort,  The Deals 
Point. 

*This is only an indicative list and should not be 
seen as exhaustive. We encourage our readers 
to write to us to complete this classification to 
info@peoplematters.in

rewards special
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Managing the Health 
Risks of employees 
will play an important 
role in improving 
productivity and 
engagement in the 
coming years.
Dr. Sumit Dutta, MD, VP & 
GM, Quest Diagnostics

The focus is to understand 
the ecosystem and how 
best one can deliver value, 
sustain and evaluate 
employee behavior from a 
reward perspective.
Sridhar Ganesan, Managing Consul-
tant-Mumbai Operations & Head 
- Reward Services, Hay Group

Equity compensation 
has been in use in India 
for almost 2 decades 
and has certainly 
evolved as a stable and 
well accepted form of 
compensation.
Harshu Ghate, Co-Founder & 
CEO, ESOP Direct

Esops have become quite 
prevalent across all 
sectors and even conven-
tional sectors have started 
using them as attraction, 
retention, reward and 
performance driving tools.
Tarun Gulati, Founder & CEO,  
Just Esops
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able. Although service providers claim to 
be equipped to manage this responsibility, 
there is a huge apprehension and overall 
cautiousness from the buyer’s side in 
terms of the level of efficiency of service 
providers.

Distributed workforce poses a chal-
lenge in deployment. Some industries have 
distributed workforce across cities and not 
every employee has access to a computer 
or even Internet in order to deliver those 
services. Most service providers today 
provide modules that can be delivered on 
smartphones to solve this problem.

No clarity over value proposition from 
available options. Buyers are unaware 
of the options available in the market 
for them and even if they are conscious 
of the services, the value proposition is 
not clear.

Identifying the right vendor that will 
deliver the value proposition. Organiza-
tions are apprehensive about the fact 
that there might be a gap between sales 
and delivery. The concern is that sales 
might subdue content and methodology. 
Buyers strongly focus on methodology, 
content, competence and the ability to 
bring senior level experience and poten-
tial in a project.

Build or buy dilemma - Many of the 
services and products available, target a 
problem that is either being tackled with 

internal resources in some cases or not 
being tackled at all. Client organizations 
will need to assess the requirement of 
scale, expertise and advantage vis-à-vis 
the required investment. 

When it comes to outsourcing, there is 
no right or wrong answer; it is a decision 
to be taken by the management team in 
the organization. The decision whether 
or not to outsource rests on a number 
of parameters including that of internal 
expertise, access to technology that will 
bring efficiency to that function, strategic 
positioning of HR in that given organiza-
tion and most importantly, availability of 
service providers that can provide those 
services bringing in the edge of expertise, 
efficiency and scale. Organizations will 
have to examine intricately the exact ways 
in which outsourcing certain elements 
can either bring value or add value. The 
service providers on their part need to 
educate the buyers to minimize the pres-
ent trust deficit.

When it comes to outsourcing, 
there is no right or wrong answer; 
it is a decision to be taken by the 
management team in the organization
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In insurance, the market 
is going to expand and 
people would want more 
and more specialized 
health care treatment in 
the best hospitals.
Anil Khanna, CEO, E-Meditek

R&R must be treated 
as an extra layer 
and must not be 
linked in any way to 
salary structure or 
confused with pay 
packages.
Girish Khare, CMO, 
RewardPort India

Recognition is still 
clubbed with Rewards 
and is an “Act of Faith”, 
a “Nice Thing to Do” in 
most companies.
Jayanth Narayanan, VP & 
MD, Asia Pacific Opera-
tions, Rideau Recognition 
Solutions

The EVP may be redefined 
with more stress on 
‘softer’ aspects and 
how employees perceive 
different total rewards 
benefits and the way they 
would like to use them.
Vivek Nath, Managing Director, 
Towers Watson

Total
Rewards
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Trends – 2012

The impact of the global economic reces-
sion has had varying effects on econo-
mies across the world. The affect in 

India is lesser but it is deeper than what was 
estimated by financial experts. The contagion 
of the crisis has spread across India, but on 
a macro level, the effects are subdued owing 
to the potency of the domestic demand, the 
prevalence of domestic investment financ-
ing and robust balance sheets of corporates 
in India. Despite these factors, the Indian 
economy is bearing the brunt of the down-
turn and the overall economic growth of the 
country is gradually decreasing. A recent UN 
report stated that India’s economic growth 
will remain restrained at 7.7 percent in 2012 
and 7.9 percent in 2013. According to RBI’s 
recent monetary policy review, the baseline 
projection of GDP growth for 2011-12 is 
revised downwards from 7.6 percent to 7.0 
percent.

As per Nalin Singla, Global Head – 
Rewards, Ranbaxy Laboratories Limited, the 
effect on the economy would not have been 
so strong in the past because the compensa-
tion levels in India were relatively low but 
in the present context, India is cutting thin 
on arbitrage and Indian salaries are at par 
with any developed economy and hence, the 
impact is more significant. Sandeep Chaud-
hary, Regional Practice Leader, Compensa-
tion Consulting, Asia Pacific, Aon Hewitt, 

opines, “There is a definite global crisis in 
Europe and US, and as a result, India is also 
seeing an impact. With poor politics and 
poor governance,our situation is not becom-
ing better and our GDP has been revised to 
a humble 7.6 in 2011. Organizations will be 
more cautious in 2012.” Industry experts do 
not see the current situation in a very posi-
tive light, but there is an element of cautious 
optimism slowly sneaking in.

Effects on Total Rewards
In light of the gloomy economic scenario, 

industry players have to rethink and recon-
sider their employee engagement policies. 
Organizations are faced with the challenge 
to not only retain and engage employees, but 
also to continue doing so with cost in mind.

In this scenario, the entire concept of 
Total Rewards is gaining new momentum. 
The theory of Total Rewards, which evolved 
not more than a decade ago, is undergoing 
a transformation of sorts. Rewards, which 
were primarily viewed as a mere black box, 
have moved into a completely different 
sphere and are considered to be the most 
crucial tools for employee engagement. 
With the advent of MNCs in the last two 
decades, organizations have started getting 
involved in market studies to comprehend 
trends and practices, and are increasingly 
trying to understand the existing ecosys-
tem to work on delivering value, sustaining 
and evaluating employee behavior from a 
reward perspective.

rewards special

PREDICTION

Increase in the 
variable compo-
nent, differentiation 
and freedom to 
choose will redefine  
compensation struc-
tures in 2012

Rewards will come 
for higher contribu-
tion not only in one’s 
own area but also in 
allied areas and other 
aspects of the organi-
zation.
Rajesh Rai, Director HR, 
Benetton India
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HR departments are 
looking for solutions 
to increase employee 
engagement and provide 
maximum benefits to 
their employees at 
reduced costs.
Partha Neog, Co-Founder,  
The Deals Point

Organizations are 
beginning to realize 
that employees today 
place a much higher 
emphasis on Recogni-
tion & Visibility for 
their achievements.
Rohit Rawal, Co-founder, 
QuadMo

What will differentiate 
organizations is the abil-
ity to leverage technology 
based portals, calculators 
and simulators to empower 
employees to utilize their 
benefits optimally.
Sonali Roychowdhury,  
Head HR, P&G
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There is a more holistic approach 
towards rewards and companies are realiz-
ing that even though data might be an inte-
gral element for factual comprehension, it is 
equally important to have a reward philoso-
phy in place. “Attract, retain and motivate is 
not a choice but an outcome and therefore, 
we see a lot of our assignments focusing on 
design and philosophy,” says Sridhar Gane-
san, Managing Consultant-Mumbai Opera-
tions & Head - Reward Services, Hay Group. 
As a result, organizations are gradually 
moving away from a data driven approach, 
towards a more philosophical approach.

Trends - What will happen 
in 2012?

Variability driven by unpre-
dictability
The combo of economic downturn and 
volatility in the market has given rise 

to a sense of unpredictability and an element 
of cautiousness is prevalent. Across indus-
tries, HR professionals are experiencing that 
while there is a substantial talent pool keen 
to join the big brands in the industry, there 
are people who are holding the company to 
ransom. This is one of the major reasons as 
to why the predictability in the compensa-
tion and planning of costing for the year is 
reduced and this predictability is going to 
further reduce in 2012. As a result, there 
will be a pressing need for organizations to 

construct a balance between retention and 
consistency. This will ultimately put demand 
on the rewards and compensation team to 
work towards retention, as replacement has 
a higher cost factor involved. Companies will 
either follow their existing paths or think out-
of-the-box and innovate in terms of imbibing 
a sense of excitement amongst employees 
to grasp their attention. More importantly, 
organizations will have to innovate and 
create a structure, which provides flexibility 
at the unit level.

Variable pay will be linked with the 
overall performance of the individual and as 
organizations cannot reduce or avoid incre-
ments, productivity will have to maximize. 
The percentage of variability at senior levels 
is almost 50 percent whereas it is anywhere 
between 20-30 percent for middle manage-
ment employees. 

Segmentation and focus on 
performance
Performance management has been 
in the limelight now and ratings are 

linked to the payouts. Organizations are 
focusing more on reliability of performance 
rating, which is linked directly to the perfor-
mance of the organization, which in turn 
is linked to the final payout. With limited 
budgets, the criterion for differentiating 
performers from non-performers is going 
through a transformation and companies 
have raised the bar of their acceptance of 
low performance.

1
2

The focus will shift to 
increasing variability in 
compensation, which is 
directly linked to employee 
performance and to company’s 
performance to some extent.
Gokul Santhanam, Senior VP & Head 
- Global Compensation & Benefits, 
MphasiS

Companies are being 
cautious and it won’t 
be surprising that 
the average increase 
across levels might be 
single digit.
R. Sankar, Executive Director 
and Head - People & Change 
Consulting, PwC
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The trend of companies 
looking at reward 
and recognition more 
strongly is definitely 
increasing because the 
market place has become 
more competitive.
Paul Shoker, Founder & CEO, 
BenefitsPLUS

There will be a steep differ-
entiation level between 
performers and non 
performers and multiple 
ways of further differen-
tiation will be devised.
Nalin Singla, Global Head - 
Rewards, Ranbaxy Laboratories

Total
Rewards
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Segmentation in terms of rewards linked 
to the kind of existing workforce present in 
an organization, will be a major trend this 
year. The priorities and expectations of the 
new workforce are considerably different 
and that will persuade companies to work on 
restructuring their pay packages and make 
them more flexible. “There will be changes 
in structuring pay packages and flexibility 
around those designed for this younger 
workforce,” says Puneet Swani, ASEAN 
Information Product Solutions Business 
Leader, Mercer. This indeed will be a step 
towards empowering the employees with a 
choice to decide their own compensation 
and benefits structure.

‘Cost to Company’ approach
Compensation is gradually becoming 
a part of ‘Cost to Company’ in the 
IT/ITeS and other service industries. 

One such example would be that of cash 
compensation against perks, where an 
employee has the choice of converting bene-
fits and perks into cash. Companies will also 
strive to benefit employees without changing 
their CTC, which will see the emergence of 
non-cash and non-monetary benefits.

A closer look
Show me the money

The trends in the cash component will 
differ, based on industry standards. The 

banking sector will get some respite as 
interest rates, which went sky high, are 
expected to come down considerably. This, 
in turn, will give boost to the real estate and 
automobile sectors as a result of which they 
will devise better reward strategies. In the 
retail sector, FDI will have a significant posi-
tive impact and other industries like BFSI, 
FMCG, hotels and hospitality, will also pick 
up pace in 2012.

As far as compensation is concerned, 
industry players have differing views. 
According to Rajesh Rai, Director - HR, 
Benetton India, the average salary increase 
would go up to at least 12 percent from 
11 percent in 2011 and therefore, reward 
strategies may undergo further changes. 
Likewise, Sridhar Ganesan, Head - Reward 
Services, Hay Group feels that the increment 
will still be double digit, anywhere between 
10-12 percent, though the ratio of fixed to 
variable in this context would depend on 
the economy and outlook of the particular 
organization. Sandeep Chaudhary, Regional 
Practice Leader, Compensation Consulting, 
Asia Pacific, Aon Hewitt, says, “Sectors that 
are a little concerned with the situation will 
see 8-10 percent increase in salary, whereas 
the insurance and pharma sectors will see 
10-15 percent increase in salaries.” Puneet 
further adds, “The double digit salary hike is 
definitely coming down after a considerable 
increase 2 years ago. Now, we are more in 
the range of 12-13 percent depending on the 
industry one belongs to.”

3
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In the absence of a strong 
talent management process, 
it is unlikely that a company 
will have a well thought of 
compensation strategy.
Sudhir Sohoni, Founder Director, 
Purple HR Consulting

Rewards and recognition 
programs are rapidly becom-
ing a necessity in the way 
companies attract, retain and 
motivate employees.
Ashish Talwar, MD, Motivation Solu-
tions, Sodexo SVC India

Companies have raised the bar of 
their acceptance of low performance 
and there is a very visible differentia-
tion in terms of performance.
Puneet Swani, Information Product Solutions 
Business Leader, ASEAN, Mercer
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On the contrary, some industry experts are 
of the opinion that a hike in the fixed compen-
sation will not be as high as the last financial 
year, and in some cases, they might not happen 
at all this year. Gokul Santhanam, Senior Vice 
President & Head - Global Compensation & 
Benefits, MphasiS, opines, “Some companies 
might even resort to salary cuts in order 
to take care of the impact they are facing 
from the global recession.”Although a few 
industry experts are optimistic regarding the 
increments, owing to the vulnerability of the 
market, industry players perceive cautious-
ness. Whatever the case may be, the emerging 
role of variable pay is quite evident. Organiza-
tions are increasingly considering redesigning 
their compensation strategies in order to align 
with the present market situation.

“Because of the pressure of talent acquisi-
tion and the shortage of talent, one of the 
problems companies are facing is the pres-
sure to improve short term compensation 
as compared to long term,” says Deepak 
Dhawan, Founder & CEO, Talentonic.

The problem that arises is that compensa-
tion is not looked at from a strategic perspec-
tive in India. The idea of long term compensa-
tion is not well marketed to the employees 
and there is a trust deficit. Compensation 
alone cannot change the culture of the orga-
nization; there has to be a balance between 
the vision, leadership communication and 
compensation design. There has to be a 
right mix of benefits, variable pay and fixed 
pay to retain, motivate, engage and attract 
talent. Along with the monetary elements, 
the non-monetary elements are equally 
crucial. The monetization of programs 
and making it a part of the overall reward 
design has become imperative.

Emerging strong: Non-cash components
Non-cash components are an emerging 

component in today’s total rewards scenario. 
Insurance, corporate wellness programs 
and other support benefits like concierge 
services, gyms, child care centers, etc. are 
all a part of non-cash compensation. Judha-
jit Das, Chief of HR, ICICI Prudential Life 
Insurance Company, says, “HR policies are 
also becoming more aligned to benefits and 
are gradually acknowledging the relevance 
of flexibility like sabbaticals, continuing 
education, more relaxed maternity norms 
for women, marriage leaves, etc.”

Medical costs are increasing at an alarm-
ing pace and insurance premiums are rising 
at a rate of almost 20 percent a year. Employ-
ees want more and more specialized health 
care treatment and their expectations are 
going higher. Companies are witnessing an 
increasing number of claims as employees 
feel it is their entitlement to avail a five star 
facility even for a very minor disease. This 
misconception has to be changed and hence, 
employers are working at innovative designs 
in terms of co-pay options where a part of 
the premium is paid by the employer and 
one part is taken care of by the employee.

Also, from a benefits perspective, life 
insurance policies are becoming more 
prevalent as compared to the traditional 
healthcare and personal accident insurance 
policies. “As healthcare costs and expecta-
tions increase, people will continue to buy 

The need of the hour is to indigenously 
innovate best practices and look at rewards 
and recognition from a holistic perspective

Short term vs long term pay
From a reward framework perspective, 

long term incentives are gaining prominence 
to drive business agenda and right behav-
iors. Organizations want to focus more on 
creating wealth and remuneration for their 
employees. Long term incentives are becom-
ing a vital element of the entire rewards 
framework and companies are involving 
their employees in the overall organizational 
growth. The purpose is to imbibe a sense of 
ownership within the employees so that they 
feel they too are a part of the overall organi-
zational goal. Equity compensation is emerg-
ing as one of the most important components 
of long term incentives and is evolving as a 
well accepted form of compensation. Even 
though during the last recession, there was 
reluctance in terms of investment, the confi-
dence in the economy is back. A number of 
companies are resorting to ESOPs as a part 
of long term incentives. The instruments of 
ESOPs are linked to the growth story of the 
economy and as long as that continues, the 
instrument will continue.

Contrary to the belief that long term 
compensation is taking the front seat, some 
industry experts stress that short term 
compensation is going to be the focus. 

rewards special
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insurances and apparently employees will value medical 
benefits offered to them,” says Anil Khanna, CEO, E-Meditek. 
Consequently, many business groups in India have started 
offering medical benefits on actuals, which is a very high 
impacting benefit and is explicitly being communicated to 
employees.

Corporate wellness
Employers are using health benefits to increase productiv-

ity; hence, the significance of corporate wellness becomes all 
the more important. The scope of employee wellness has broad-
ened and at a macro level, includes aspects of fitness, ergonom-
ics, mental health, etc. Employers are looking at supporting 
their employees to remain healthy and fit as that consequently 
will enhance the overall organizational performance.

Rewards & recognition
“Rewards and recognition programs are rapidly becoming 

a necessity in the way companies attract, retain and motivate 
employees, as today’s dynamic workforce is looking for instant 
recognition on achieving every milestone,” expresses Ashish 
Talwar, Managing Director – Motivation Solutions, Sodexo 
SVC India. Total Rewards covers all four aspects - compensa-
tion, benefits, environment for employees to enjoy the time 
they spend in the organization, and the development and 
learning potential of employees. In the rewards and recogni-
tion space, companies are structuring creative and meaningful 
benefits to fill the emotional connect. “Employees today also 
expect a much higher frequency of recognition and are not 
always satisfied waiting till the end of the quarter or the year 
for their recognition to come through,” says Rohit Rawal, 
Co-founder, QuadMo.

Given the gloom and uncertainty prevailing in the economy 
,coupled with very less increase in fixed pay in the near future, 
companies are looking at devising strategies to enhance their 
reward and recognition programs. As a result, companies are 
preparing to spend more on reward programs and the focus 
on intangible benefits will take the forefront. Employers are 
empowering their employees with more choices in terms of 
rewards, thus experiential products are becoming the obvious 
choice. The rewards space is growing at a rapid pace and is 
becoming an integral component of the Total Rewards arena.

Going forward
The time is apt for organizations to help their key employ-

ees stay productive, focused and loyal. Retention will gain 
more importance than ever before and budget constraints 
will also play a vital role in influencing the compensation 
strategies of employers. The need of the hour is to innovate 
and look at rewards and recognition from a holistic experi-
ence. Short term variable pay is expected to take the fore-
front, whereas a lot of companies will also look at long term 
incentive plans to retain and motivate their talent pool. Going 
forward, organizations will have to uphold a more extensive 
perspective of Total Rewards and also focus on non-cash 
components and the value of benefits.

Total
Rewards



Kenexa is in the business of improving 
companies and enriching lives because to us, 
business is personal. We improve companies 
by enriching lives and we enrich lives by 
improving companies. We understand that 
business has two sides–the performance side 
and the personal side. The performance side 
is about driving results. Success and failure 
are constantly measured, defining metrics. 
And because business relies on metrics, we 
rely on measurable outcomes that prove we 
have helped companies become better. The 
personal side is all about relationships. We 
believe relationships are personal bonds that 
are as fragile as they are strong. That is why we 
strive to build trust from the beginning of the 
relationship and then keep it. We have been in 
the business of studying human behavior for 
24 years. And our unique portfolio of products 
and services is backed by behavioral science 
insight and a combination of technology, 
content and services – a statement only we 
can make. 

Clients’ profile
Kenexa provides compensation data and 
software solutions to large and mid-sized 
corporations around the world, spanning all 
industries. 

Overview of services

•	 CompAnalyst - flexible, on demand, modu-
lar market pricing and analytics software

- Centralized repository for managing 
compensation surveys

-	Tools for building composite market rates
- 	Standard and custom reporting on compar-

ison of employee pay to external bench-
marks and internal salary ranges

- 	Job description management
- 	Salary structure development and manage-

ment tools
-	Merit budget modeling

•	 IPAS – global compensation data for high-
tech multinationals

-	Nearly 400 participants across 100+ coun-
tries

-	Key data on base salary, incentives, allow-
ances, benefits, long-term incentives and 
merit increase budgets

-	Breakouts by revenue, geography, industry 
segment and new hires versus existing hires

Key differentiators
Two of our organization’s key differentiators are 
our Breadth of Compensation Solutions and our 
Depth of Experience.

Breadth of compensation solutions
Kenexa’s highly configurable software, 
including CompAnalyst and IPAS, help HR 
and compensation professionals automate 
and streamline critical talent management 
processes, to make the job of attracting, retain-
ing, developing and rewarding top talent easier 
and more effective - in part, by knowing how to 
meet a candidate’s salary expectation.
  
Depth of our experience
Kenexa’s compensation system experts 
understand technology and our technologists 
are trained and certified in compensation. 
This unbeatable collaboration has resulted 
in award-winning, best-of-class compensa-
tion software products that reflect HR best 
practices in the workplace. Our commitment 
to quality and ability to deliver highly effective 
compensation solutions sets us apart from our 
competitors.

Engagement models	
Our team of compensation experts provides 
implementation and training, as well as support 
during and post implementation.

Pricing
Please contact us for pricing details.

Offices in India

Vizag
Plot No. 1, Hill No. 3
APIIC IT & ITES SEZ
Rushikonda
Visakhapatnam - 530045
Andhra Pradesh, India
Tel: +91-0891-3918599

Hyderabad
8-2-502/1AG, 3rd Floor
Uma Aishwarya House
Road No. 7, Banjara Hills
Hyderabad - 500034
India
Tel: 91-11-0402-335-1270
Fax: 91-11-0402-335-1844

Contact Details
contactus@kenexa.com
www.kenexa.com
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Talentonic has been in operation for over 24 
months and has already acquired intellectual 
property in its name, having invested in and 
developed a unique compensation manage-
ment solution, which can be customized to 
meet the needs of clients.

Clients’ profile
For our product solutions, we would target 
organizations, which have a reasonably 
sophisticated C&B environment and an appre-
ciation of technology solutioning. It would be 
ideal if they already have an ERP solution and 
are therefore, well-versed with HRIS issues.  
Our services would be attractive to large and 
medium size organizations with employee 
strength of over 2000.

For our consulting services, we go across the 
spectrum. 

Overview of services
1.	 Strategic HR consulting
2.	T otal compensation design
3.	 Variable income design
4.	D esign of long term compensation and 

equity compensation plans
5.	 Take Action Solutions, a technology based 

solution for action oriented individuals and 
team development initiatives, designed to 
address various organization wide initia-
tives such as a new leadership compe-
tency model and a values initiative or an 
employee engagement action planning. In 
collaboration with Center for Talent Solu-
tions in Denver, Colorado

6.	 Talentcomp is our compensation manage-
ment product, which has an annual bonus 
as well as a salary review module

a.	 Talentcomp intergates with any ERP 
system. It is a smart compensation solu-
tion, which offers corporations an end-
to-end capability to plan and create the 
bonus and annual salary review policy 
for their employees, to simulate the dollar 
impact, to enable individual managers to 
review and moderate the proposals, to 

print letters and enable payouts. All this in 
a controlled environment, which supports 
compliance with audit and Sarbanes Oxley 
requirements

b.	 Talentcomp offers the flexibility to define poli-
cies separately for different strategic business 
units, grades, functions and locations

c.	 The talentcomp database is ready to deliver 
most of your HR analytics requirements from 
recruitment to attrition including some smart 
analytics, which a C&B manager is always 
looking for

7.	 TalentMap is our HR analytics service area. 
We partner with Lunexa Advantage, a BI firm 
out of SF, California to bring a capability to 
define business requirements, operate at the 
database level for data integration strategies 
and source rationalization as well as at the 
technology layer to design dashboards and 
train the client team

Key differentiators
Our key differentiator is our product–service 
integration DNA. We combine strong practical 
HR experience across public and private sectors 
and across the old and new economy; we also 
interface that strong practical experience with 
understanding of best practices in consulting 
and consulting methodology.

Engagement models
1.	 Long duration HR Advisory services to assist 

organizations to build the entire infrastructure 
from organization structure to compensation. 
Particularly useful for rapidly growing organi-
zations and start-ups

2.	 On the technology side, we work flexibly to 
cater to engagement models that suit the 
client context and requirements

Pricing
Retainer model on a per diem basis, which 
typically suits long term strategic HR work. On 
compensation design and strategy assignments, 
we work on an effort basis. On the technology 
side, we work on both upfront fees as well as 
per user charges.

Offices in India

New Delhi
C-771, New Friends Colony
New Delhi - 110065
Tel: +91-11-41629838

Gurgaon
Suite No 1009, 10th Floor
Park Centra, Sector 30
Gurgaon - 122001, Haryana
Tel: +91-124-4654513

Contact Details
deepakdhawan@talentonic.com
sanjaylakhotia@talentonic.com
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ESOP Direct is India’s leading company 
focused on designing, structuring and manag-
ing of Employee Stock Option Plans (ESOPs). 
We are India’s only end-to-end service provider 
in the equity based compensation space. Our 
service offerings cover the entire life cycle of 
equity based compensation plans that include 
plan design, compliance & reporting, option 
valuation, on-going plan administration and 
management & participant services. Our goal 
is to ensure that your ESOPs are successful.

We have designed equity based compensa-
tion plans for varied instruments such as stock 
options, stock appreciation rights, phantom 
stocks, employee share purchase plans, etc. 
We manage your plans on our proprietary 
web-based platform MyESOPsTM, which facili-
tates easy any-time access and online transac-
tion capabilities.

We have designed more than 500 plans for 
companies and manage more  than 250 plans 
covering over 1,00,000 employees located 
globally.

Clients’ profile
We service a diversified clientele that includes,
i.	A ll the sectors including, banking & 

financial services, IT & ITeS, media & 
entertainment, manufacturing, telecom, 
realty, infrastructure, power, microfinance, 
healthcare, etc.

ii.	 Listed and unlisted companies including 
public sector undertakings. 

iii.	 Start-ups, SMEs, large organizations
iv.	 Family-owned businesses
v.	D iversified groups

Overview of Services 
•	 Plan conceptualization, design, legal docu-

mentation, statutory approvals, employee 
communication & roll out

•	 Compliance & reporting 
-	Option valuation using black scholes and 

lattice model
-	Share valuations for grant & tax purposes
-	Accounting as per Indian, US GAAP & IFRS

•	 On-going plan administration and manage-
ment having online transaction capabilities 
using our proprietary platform  MyESOPsTM 

•	 Participant services
-	Cashless exercise through a trust route 
-	ESOP funding (a speedy & a hassle-free solu-

tion to provide ESOP funding for employees)
-	Market trends and benchmarking data
-	Trust creation and trust management

We offer everything that makes your ESOP 
successful. 

Key differentiators
Our strength lies in our focus, experience, 
thought leadership and our strong domain 
expertise 
•	 Focus

-	Equity compensation is all that we work in
-	End-to-end solutions in stock-based compen-

sation
-	Holistic approach – HR, legal and accounting 

perspective
•	 Thought leadership

-	Knowledge of diverse practical problems 
faced by corporates post ESOP implemen-
tation

-	Continuous value addition to clients based on 
practical knowledge, benchmarking surveys

-	Strong focus on research and knowledge 
base

•	 Experience
-	Track record of more than a decade
-	Experience across industries, sizes and 

stages of companies

We are the only company in India, offering end-
to-end services that cover the entire life cycle of 
equity based compensation. 

Engagement models
Project-based consulting
Outsourced plan management

Pricing
We work on varied pricing models from a fixed 
price consulting assignment to a success based 
/outcome based transaction pricing.

Offices in India

Pune
KPIT Cummins Campus
Plot No.35 /36
Rajiv Gandhi Infotech Park
Phase -1, MIDC Hinjewadi 
Pune - 411057
Tel: +91-020-66525284/85

Mumbai
H-16, Saraswat Colony
Sitladevi Temple Road
Mahim, Mumbai - 400016

NCR
Universal Business Centre
Universal Trade Tower
2nd Floor, Sector 49
Sohna Gurgaon Road
Gurgaon - 122101
Tel:91-9891270231

Contact Details
Tel: +91-020-66525284/85 
info@esopdirect.com 
www.esopdirect.com
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When was the last time you asked:

Is my R&R program creating a strategic 
value for my firm?

The Rewards & Recognition (R&R) paradigm 
is shifting. No longer can R&R programs 
be limited to just a merchandise catalog 
for employees to choose from. Employees 
today expect a whole lot more: increased 
visibility for their achievement enhanced peer 
recognition and more frequent appreciation. 
R&R programs, effectively implemented, can 
today be a strategic differentiator for firms and 
not just an expense on the balance sheet. 
Recognition programs can play an exciting 
and significant role in enhancing employee 
engagement & productivity. With the right 
analytics, they can also brilliantly complement 
performance reviews in identifying and retain-
ing high-performers.

QuadMo is today partnering with HR leaders 
to be at the fore-front of strategic value creation 
for firms via R&R. Our industry leading Social 
Rewards & Recognition (R&R) platform, SPOT-
LIGHT, brings innovative, exciting and easy to 
use features which are successfully encour-
aging, engaging & empowering employees, 
thereby increasing productivity, motivation & 
loyalty to the corporates.

Overview of services 
Some key features of our solution, spot-
light:

•	 It’s a centralized platform
Our solution is a one-stop platform for HR, 
managers, business unit heads, peers & 
employees and for all types of rewards

•	 It’s social
QuadMo’s innovative offering include an 
exciting & path-breaking social platform

•	 It has video, voice, mobile
This exciting feature allows personalized 
video & voice congratulations from senior 
management to be delivered directly 

to employees with exciting mobile-based 
features

•	 It brings badges, icons, certificates
A whole host of configurable & exciting 
badges/icons to make it a dynamic offering

•	 It allows a plug & play reward catalog & reward 
points mapping
We can plug-in your existing vendor’s catalog 
or allow you to select from our catalog. The 
freedom is yours!

•	 It has the best business rules & workflows
We have the most comprehensive workflows 
for nominations & approvals

•	 It offers on-demand reports, analytics & budget 
tracking
Identity: High performers, most engaged 
employees, most active nominating manag-
ers, etc.

Some special differentiators
•	 We are changing the R&R game. The good 

news is, you get to write your own rules – 
our solution is completely customizable per 
corporate

•	 Our social platform allows you to decide how 
social you want to be!

•	 The only R&R solution, where personalized 
video congratulations can be delivered 
directly to employees’ mobile phones!

•	 An optional LinkedIn app for you to enhance 
corporate branding & referral recruitment via 
your R&R program

Testimonial/referrals	
Some of our esteemed clients are: 
•	 The largest private life insurance firm in India;  
•	 The captive center of the 3rd largest retailer 

in the world (A Fortune 100 firm);  
•	 One of the largest outsourced product engi-

neering IT firm in India;  
•	 One of the most iconic & innovative Fortune 

100 Firm (India region);
•	 One of India’s leading software product firm; 
•	 One of the largest power generating firms 

in India; 
•	 One of the largest RPOs in India.

Offices in India

QuadMo Solutions
#32/1, Ground Floor
18th Cross, Sadashivanagar
Bangalore - 560080
India

Contact Details
Tel: +91-080-6533 3330
Fax: +91-080-2361 9696

To schedule a personalized 
demo: please send us a note on 
corporate@quadmo.com or 
please call on +91-9900000533
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BenefitsPLUS is an ISO 9001:2008 certified 
company. Headquartered in New Delhi, India, 
BenefitsPLUS aims to be India’s leading 
service provider of next generation recognition 
and reward programs. We manage programs 
for some of the largest corporates, banking 
and mobile operators in India, reaching over 
20 million customers.

The focus and objective is to create and 
manage incentive, loyalty, privilege, reward 
and recognition solutions that work for brands, 
HR personnel, employees and channel part-
ners in a simple and easy to understand way.

BenefitsPLUS provides a 360 degree solution, 
which includes a ready to go Internet and 
mobile enabled platform, catalog sourcing 
and management with over 5000 products 
and services from the best of the brands 
across over 30 categories, payment gateway 
for redemptions, fulfillment, MIS reporting 
and customer service. BenefitsPLUS strives 
at getting discounts of up to 90 percent on 
MRP and gives exclusive privileges to all our 
members over a closed user group.

Overview of services
BenefitsPLUS  offers a  comprehensive and 
completely end-to-end managed service for 
managing reward & recognition, loyalty and 
privilege programs for three key segments 
of its clients:

a.	E mployees
b.	 Channel partners (dealers, distributers, 

agents, etc.) and
c.	 Segmented end-customers

The program is white-labeled and creatively 
designed to maximize effectiveness and 
attractiveness for the end users to drive perfor-
mance and delight. The service is completely 
supported by creative assistance, regular 
and multiple modes of communication and 
redemptions, customer service helpdesk, 
technical integrations on intranet/SSO and 
Internet, real-time report and management 
modules, hosting and maintenance, ware-
housing and fulfilment centres and a wide 

variety of products and services at exclusive 
CUG prices from leading brands in India. 
Thereby, making it the company’s own innovative 
program, driving engagement and performance 
bringing delight to its users.

Key differentiators
BenefitsPLUS  provides a hassle free, plug-n-play 
engagement program for its clients with in-house 
management capabilities and benefits

•	 Easy to design and implement
•	 A white labeled service - It’s your own 

program!
•	 An exclusive deals catalogue with unique 

offers
•	 Completely managed program: Full service 

provider
•	 Communication is key: Creative support 

and execution
•	 All round engagement activity support
•	 Brand shop & merchandise: Custom 

branded products
•	 Highest levels of IT infrastructure & data 

security mechanisms
•	 Complete logistical set-up: The backbone 

of ecommerce!
•	 Transaction protection including warranties 

and insurance
•	 Convenient payment and redemption 

options for end-users
•	 Closely listening and adapting to user 

feedback

Engagement models
BenefitsPLUS helps in strategic designing of 
programs and offers flexibility to create and 
execute bespoke solutions for its clients. 

Pricing
BenefitsPLUS  proposition comes with the most 
competitive and value for money pricing options 
for its clients.

Testimonial
BenefitsPLUS  manages over a 100 key programs 
in India and some of these include Essar’s My 
Exclusive privileges, Wipro Advantage, Whirlpool 
Genie, Indus Tower’s i-Appreciate, Birla Sun Life’s 
Galaxy Awards program and many more.

Offices in India

BenefitsPLUS Media Private 
Limited
Corporate Office
77-B, 3rd floor, IFFCO Road 
Sector 18, Gurgaon
Haryana - 122015, India
www.benefitsplus.in

Contact Details
Paul Shoker, CEO
engage@benefitsplus.in
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Sodexo in India

Sodexo Motivation Solutions launched opera-
tions in 1997. Sodexo Motivation Solutions is 
a market leader by far, delivering solutions 
through employee benefits and incentives & 
recognition services, like online rewards plat-
form ‘Say Reward’, Gift Pass, Meal Pass and 
Electronic Meal Card. 

•	 400 employees
•	 3 million beneficiaries
•	 10,000 corporate clients
•	 25,000 affiliates across 1,400 cities

Sodexo on-site service solutions delivers 
more than 100 different food and facilities 
management solutions to more than 1,000 
sites, Sodexo is a market leader in India in 
terms of revenue, consumers served and 
employees retained. 

Sodexo, world leader in ‘Quality of Daily 
Life Solutions’
Quality of life plays an important role in the 
progress of individuals and the performance 
of organizations. Based on this conviction, 
Sodexo acts as the strategic partner for compa-
nies and institutions that place a premium on 
performance and employee well-being, as it 
has, since Pierre Bellon founded the company 
in 1966. Sharing the same passion for service, 
Sodexo’s 413,000 employees in 80 countries 
design, manage and deliver an unrivalled array 
of on-site service solutions and motivation solu-
tions. Sodexo has created a new form of service 
business that contributes to the fulfillment of 
its employees and the economic, social and 
environmental development of the communi-
ties, regions and countries in which it operates.

Clients’ profile
The company has a rich clientele comprising of 
multi-nationals, large Indian group companies 
and public sector units. Its client base incorpo-
rates most of the leading companies of India. 

Overview of services
Sodexo is a market leader in providing motiva-
tion solutions to their clients.

We offer our clients with a whole range of 
tailor-made motivation solutions that helps 
build commitment, engagement and loyalty in 
employees, business partners and customers 
boosting overall performance matrix.

We provide service in the following areas:
1.	E mployee benefits
2.	 Incentives and recognition – rewards, recog-

nition & loyalty programs

We provide these solutions through a range 
of products like online rewards platform ‘Say 
Reward’, Gift Pass, Meal Pass and Electronic 
Meal Card:

Say Reward - It is an end-to-end web-based 
business solution, which allows you to create, 
manage and deliver powerful reward schemes 
for employees, channel partners, customers 
and associates.

Sodexo Gift Pass - India's most admired range 
of gift voucher, accepted at over 12,000 outlets 
across 450 cities for a wide range of products 
and services.

Sodexo Meal Pass - India’s preferred prepaid 
meal voucher to provide uniform meal benefits 
to employees, accepted at over 18,000 outlets 
across 1,400 Indian cities for food and bever-
ages.

Sodexo Meal Card - A card based meal solution 
to facilitate tax free meal benefits to the employ-
ees and end-to-end payment solutions to food 
vendors at the company premises and cafeterias.  

Key differentiators
•	 Trusted brand which has made its mark by 

understanding and delivering on client’s need 
over the years

•	 Customized tools & technology platform to 
launch, manage and measure rewards & 
recognition programs

•	 Rich experience and a global expertise in 
managing reward & recognition programs

•	 Widest affiliate network of more than 25,000 
merchant partners spread across 1,400 cities

•	 Leading meal voucher and gift voucher 
service provider in India

Engagement models	
Dedicated client relationship team for servicing 
existing clients; An experienced team to engage 
with prospective clients.	

Pricing
Competitively priced to give the customers best 
value proposition for their spend.

Offices in India

Sodexo SVC India Pvt. Ltd.

Ahmedabad: 91-079-4421 4421
Chandigarh: 91-0172-260 0532
Hyderabad: 91-040-4034 0400
Kolkata: 91-033-24852800
Mumbai: 91-022-43214321
New Delhi: 91-011-43694900
Bengaluru: 91-080-40333444
Chennai: 91-044-43949001
Kochi: 91-0484-4044466
Pune: 91-020-6640 6757

Contact Details
K. Sivakumar
Head - Incentives & Recognition 
Programs, Motivation Solutions
Sodexo SVC India Pvt. Ltd.
siva.kumar@sodexo.com
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The Deals Point makes work rewarding. 

The Deals Point provides a platform for 
companies to reward and engage their 
employees in a cost effective manner. It  
connects corporate employees with service 
providers allowing for a mutually beneficial 
relationship. 

Thedealspoint.com brings special offers 
and exclusives across various segments 
like dining, holidays, insurance, utilities, 
hospitals, etc., which are personalized as per 
your employee demographics, preferences 
and usage.

Clients’ profile	
Solutions can be customized for any organi-
zation’s employee benefit solutions.

Overview of services	
Thedealspoint.com provides an extensive 
range of services in the rewards space:
•	 One single platform to redeem reward 

points across various lifestyle segments
-	 Reduce rewards costs by up to 20 

percent
-	 Increase employee satisfaction by 

providing more choice and convenience
-	E nd HR overheads in managing the 

rewards process
•	 Special employee offers for products and 

services from different merchants
-	 One place to come before buying any 

product or service. Employees get 

special offers from the best of merchants 
across different lifestyle needs

-	 Free for corporates and employees

Key differentiators
The key differentiators which place us on a 
completely different platform are:
•	 Wide choice of products and services – dining, 

travel, gifting, health, apparels, home-needs, 
groceries, car services, real estate and more. 
Vendors include Apollo pharmacy, Mahindra 
Services, Home Town, Religare, Cleartrip.
com, Thyrocare, Expedia.co.in, among others

•	 The very best of offers for your employees, 
customized as per your employee demograph-
ics and locations

•	 Pan India presence
•	 Strong service level guarantees
•	 No integration required with your IT and other 

departments. Solution up and running within 
7 days

Engagement models	
We create a customized online site for your 
employees to avail special offers and redeem 
rewards. Employees can log in from anywhere 
to avail the privileges.

Pricing
The basic model is free for companies and 
employees. Customized solutions are available.

Testimonial/referrals
Prominent clients include HCL, Ericsson, Encore 
Capital, Quatrro.

Offices in India

C-1, 1151, Vasant Kunj
New Delhi -110070
Tel: 91-9899001271

Plot No 64, 
Vittal Rao Nagar, Madhapur 
Hyderbad - 500081
Tel: 91-9849416664

Contact Details
Rohit Malhotra
Rohit.malhotra@thedealspoint.com
support@thedealspoint.com 
Tel: 91-9818351300
www.thedealspoint.com
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We are a 99 year old company focused on 
delivering employee recognition solutions to 
global organizations, helping them achieve 
maximum business impact using employee 
recognition. 

We help our clients inspire greatness in their 
people through the power of recognition and 
rewards.

Delivering recognition and reward solutions 
that inspire employees to succeed is core 
to Rideau’s beliefs. Our expertise helps our 
clients build positive relationships with their 
people to reflect the company’s values, 
increase revenues and exceed customer 
expectations. Together, we can create better 
workplaces, better businesses, and ultimately 
a better world.

When looking at recognition solutions, most 
organizations realize they cannot use a one 
size fits all program. Your company’s goals, 
culture and especially, its people, are distinc-
tive and deserve to be thought about in a well 
planned out and thoughtful way.

Rideau offers a full suite of recognition and 
reward solutions — from strategy, program 
design and education, web-based technology 
platform to communications programs, tools 
and support services. It’s a complete turn-key 
approach.

All of our recognition and reward solutions 
are tailored to meet our clients’ unique needs 
– strategically, technologically, and globally.

Clients’ profile
Large companies (10,000 employees plus) 
comprising of knowledge workers/skilled 
employees (banks, financial services, insur-
ance, retail, FMCG, IT & ITeS).

Overview of services
Complete employee recognition solutions 
– recognition program strategy & design 
(consulting), cloud based technology platform 

for recognition program implementation, social 
recognition platform, award merchandise fulfil-
ment, manager training & education, analytics 
& reporting.

Key differentiators
Focused on delivering maximum measurable 
business impact using employee recognition. 
Revenue model based on business impact and 
domain expertise. We also work with clients to 
target specific behavior improvements using 
employee recognition. We are an award/reward 
neutral service provider (i.e. our revenues/fees 
are not linked to the value of the award products 
purchased – so we can help clients achieve maxi-
mum business impact while spending the mini-
mum possible amount on award/reward products.

Engagement models
•	 Consulting – Recognition program assess-

ment, strategy & program design
•	 Training – Manager education 
•	 Technology platform for recognition program 

implementation – Software as a Service (SaaS) 
model with monthly fee (based on number of 
users) – No upfront capital expenditure on 
software or hardware

•	 Complete outsourced recognition program 
management – all of the above plus on-site 
program management support (front-end 
customer service, help desk, award merchan-
dise fulfilment management, communications)

Pricing
•	 Consulting – Fee of typically INR 2-10 lakh 

depending on the scope of work and complex-
ity of the organization

•	 Training – INR 10,000 to INR 60,000 per 
session 

•	 Technology platform – All inclusive per 
employee per month fee (No upfront fee or 
investments on hardware or software)

We are also open to gain sharing based variable 
pricing models.

Testimonial/referrals
Available on request

Offices in India

Bangalore
Rideau Recognition Solutions
KRS Infra Business Centre
51, MCHS, HSR Layout
Bangalore-560034

Contact Details
Jayanth Narayanan
VP & MD,
Asia Pacific Operations
jayanthnarayanan@rideau.com

Recognition in India Blog:
rideauindia.blogspot.com

Real Recognition Radio:
realrecognitionradio.com
Tel: +91-9845990910



TriggerO enables leaders to drive culture 
and manage change in the organization, by 
recognizing and rewarding desired behaviors. 

NASSCOM calls it one of the 15 innovative 
products of 2011. 

Clients’ profile
Companies with distributed workforce, decen-
tralized offices, aggressive growth plans, 
progressive HR policies and multi-generation 
employees, would love TriggerO. BFSI, retail, 
FMCG, telecom, technology and service 
sectors are the ideal users; however, Trig-
gerO can be used by any organization across 
industries and employee strength.

Overview of services
TriggerO is an enterprise social recognition 
platform to drive a culture of appreciation, 
innovation, learning and collaboration using 
R&R as a reinforcement mechanism. 

It’s a turnkey solution for 360˚ R&R, employee 
engagement and collaboration needs. Social 
framework makes it easy to use and viral. The 
advanced analytics module helps stakehold-
ers measure the ROI of rewards and engage-
ment expenses. Predictive intelligence makes 
it possible to identify and correct the weak links 
of your organization. 

It seamlessly connects with any existing HR 
or ERP system of the company.  

Key differentiators
•	 Ease of use – no training required to use 

TriggerO!  It’s intuitive and viral
•	 Break the silos – organization wide 360˚ 

engagement, recognition and collabora-
tion on easily configurable social frame-
work

•	 Powerful workflow engine – gives you flex-
ibility to design most appropriate program 
for your organization

•	 Employer branding – with social apps, your 
employees become your brand ambas-
sadors

•	 Advanced business analytics – interactive 
graphical reports to measure the ROI  

•	 Cloud power – access through secure 
web, mobile and tablet interfaces. No IT 
overheads

•	 Multi-store marketplace – employees can 
redeem their rewards from thousands of 
products and services

Engagement models
•	 Turnkey solution – consulting, HRIS integration, 

program development, customization, reward 
fulfilment, logistics, internal marketing, analytics

•	 Self managed – any company can create its 
own ‘recognition network’ using TriggerO by 
just registering on our website

•	 Custom module – we work with our clients for 
their custom R&R and engagement require-
ments

Pricing
Pricing model – per user basis. No setup, no 
contract!
1.	T riggerO Basic with the redemption market 

place – FREE!
2.	T riggerO Enterprise – typically does not cost 

more than a cup of coffee per employee per day!
The price goes down significantly as the number 
of users’ increases.

Testimonial/referrals
We are working with big brands of various indus-
tries and looking forward to close 100 clients 
this year.

“I wish to appraise you that the employee connect 
platform powered by TriggerO in Aircel is a grand 
success and is unique in many ways. I appreciate 
the team’s attitude to come quickly with innova-
tive solutions for various HR interventions. Your 
support has been a great game changer for 
us in Aircel HR. Aircel was named 8th among 
best Employers in Aon Hewitt survey 2011.”  
(Hari A.P. GM, Corporate HR, AIRCEL)

“Hi Team, I want to thank you for all your inno-
vative inputs so far. We are delighted to have a 
platform where our HR managers can actively                                   
create campaigns and monitor them on an ongo-
ing basis. I see this platform to take over complete 
employee engagement initiative in Convergys 
globally. I congratulate you for creating personal-
ized product range, which has been appreciated 
across our organization.”
(Ashish Garg, Director-HR, Convergys India)

“Our reward and recognition tool is unique in the 
telecom sector.”
(Chandan Chattaraj, CHRO, AIRCEL as said in The 
Human Factor, June 2010)

“TriggerO is among 50 emerging companies of 
India and among top 15 innovative products for 
2011.”
(NASSCOM Emerge, 2011)

Offices in India

Head Office
TriggerO, A-75, Sector 58 
Noida (UP)-201301
http://www.triggero.com 

Branch Offices
Mumbai
Bangalore

Contact Details
Paras Arora
paras@triggero.com
Tel: +91-98108 32252

Manish Pathak
manish@triggero.com
Tel: +91-99713 92805
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MEDALL Healthcare Pvt. Ltd. (MEDALL) is a 
chain of medical diagnostic service providers 
based in India. MEDALL has been established 
by Mr. Raju Venkatraman, a highly successful 
serial entrepreneur, with a vision to provide 
pathology, radiology imaging and other 
services to help serve and solve the health-
related challenges of its customers; and to 
provide the highest level of diagnostic confi-
dence to physicians and employers.

MEDALL operates 52 diagnostic centers in the 
four southern states of India.

Clients’ profile
MEDALL has a very powerful team of 100+ 
radiologists and pathologists, and performs 
about 2 million studies per year in its fifty six 
centers. Our strategy is to build a chain of one-
stop shops for all diagnostic needs for doctors, 
employers and corporate. Medall has been 
very successful in providing health check-
up solutions to clients from various industry 
sectors like Renault Nissan, Scope interna-
tional, Yahoo, First Source, Leela International, 
RBI, Indian bank, Infosys, Capgemini, TCS and 
so on. Medall is known in the industry for its 
analytics capabilities, which helps in providing 
insightful health information to corporate to 
take care of their health. 

Overview of services
Keeping ‘Health is wealth’ and ‘prevention 
is better than cure’ in mind, we offer you the 
most comprehensive preventive health check 
packages, for the early detection of lifestyle-
related diseases. Our health assessment 
program aims to protect and preserve good 
health, preventing ill health and treatment 
of any diseases. Health checks have been 
recognized as a great employee engagement 
program by our clients.

Our health packages offer you a wide range 
of screening programs to suit individual needs 
and industry requirements. For example, 
employees in the manufacturing sector face 
vision and hearing problems in later stage 
of their life. Our clients have created a health 

program for their employees based on analysis 
of preventive health checks conducted by Medall.

The Health on Wheels bus is an initiative to ensure 
that people who cannot come to our centers for 
their diagnostic needs can avail the same quality 
services at their doorstep. The mobile center is an 
air-conditioned bus with its own power genera-
tor with various sections like the reception area, 
doctor’s consulting area, blood collection area, 
ultrasound and ECG zone and the x-ray zone. 
All these facilities give the customer a complete 
range of services needed for a ‘Master Health 
Checkup’. These services can be rendered 
to factories/Corporates/IT companies at their 
premises, so people can take care of their health, 
without leaving their workplace.
 
Key differentiators
Our brand reputation has been built on high qual-
ity, timely delivery and consistency. MEDALL’s 
highly trained and motivated workforce demon-
strates the passion to serve and the desire to 
make a difference in the quality of life of its 
customers.

Medall not only conducts health checks but also 
comes up with useful information and advice for 
employees sustained good health.

Engagement models
•	 Health checkup Camps – Health on Wheels
•	 Pre-employment health checkups
•	 Annualised health screening programs
•	 Platinum health checkups for senior manage-

ments and CXO’s
•	 Group health consultations 
•	 Cognitive behavioral assessment
•	 Diet management programs
•	 Fall management for senior citizens
•	 Stress management programs

Training programs on the following can be given:
•	 How to increase your immune system
•	 How to quit smoking
•	 Lifestyle management
•	 Fall management for senior citizens
•	 Cholesterol control
•	 Diabetes control

Offices in India

Corporate Office
67, TNPL Building
IInd Floor, Mount Road
Guindy, Chennai - 600032
Tamilnadu, India
Tel: +91-011-44 4345 7800
Fax: +91-011-44 4345 7810
Email: info@medall.in
 
Contact Details
Mayank Batra
Product Head – Lab diag-
nostics & health checks 
Tel:+91-9962364567

Pratik Gaglani
Circle Head - Bangalore
Tel: +91-9500093181

Sukaran Singh Saluja
Circle Head - Chennai
Tel:+91-9940615015
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Purple HR Consulting is into strategic, policy, 
process and systems related consulting. It 
partners with CEOs and HR heads on matters 
relating to creation of HR strategy, design 
of OD interventions, talent management 
processes, leadership development, trans-
formation management, compensation and 
total rewards initiatives, helping companies 
to co create industrial relations and employee 
engagement programs amongst other areas.

Purple HR Consulting has created proprietary 
tools on mapping professional skills and for 
the creation of professional skills dictionary 
which can be used in any kind of an organiza-
tion whether for profit or otherwise.

Purple HR Consulting specializes in creating 
the building blocks for delivering outstanding 
performance and believes in nurturing growth 
and being sensitive to people as it recognizes 
that the key to success lies in people sensitiv-
ity as much as in organized processes.

Purple HR Consulting Private Limited is a 
pure play strategic HR and organization 
design consulting company with a wide 
range of clients in auto, agri, industrial 
marketing, manufacturing, and the like. It 
was founded in 2010 and has done some 
interesting work in designing organizations 
for growth, employee branding, employee 
engagement, restructuring the organization 
and leadership development. Pune is the 
head office and we operate from offices in 
Pune and Bangalore.

Our vision
To be the most preferred HR solutions 
provider in people strategy, operating 
systems and processes, which creates a 
positive business impact.

Our mission
To nurture and grow relationships on a long 
term basis with select organizations, partner-

ing with them so as to achieve outstanding 
performance with a human touch.

Clients’ profile	
Purple has worked with very large companies 
as well as midsized emerging enterprises 
some of which are MNC’s and others promoter 
driven.

Overview of services
Purple partners with companies to build 
capabilities to create sources of competitive 
advantage so as to excel in execution of busi-
ness strategy. For enabling this, Purple has 
developed standard operating procedures 
for various HR practices so as to evolve need-
based, relevant and useful solutions.

Purple has completed projects in creating HR 
strategy, organizational restructuring, organi-
zation design for growth, employee engage-
ment, compensation strategy and positioning, 
leadership competency framework and devel-
opment center among others.

We dare to link our fee to the actual outcome.

Key differentiators
All Purple consultants are from premium 
institutions and with substantial work experi-
ence in the world’s most leading companies 
as line managers and hence, are able to 
foresee issues that arise in implementation 
at a very early stage, which enables creating 
well thought off solutions that are practical 
and yet create a paradigm shift.

Engagement models
Purple works on project basis as well as on 
retainership assignments.

Testimonial/referrals
Purple has completed/has ongoing consulting 
assignments with companies in engineering, 
manufacturing, auto & auto ancilliary, agri, 
power equipments and service industry.

Offices in India

104 Maple Wood 
Opp. Aga Khan Palace
Nagar Road, Yerawada 
Pune - 411006

201 Astoria
10 Benson Cross Road
Benson Town
Bengaluru - 560046

Contact Details
Sudhir Sohoni
sudhirsohoni@purplehrconsulting.com
Tel: 91-9823010099

Shivangi Page 
spage@purplehrconsulting.com
Tel: 91-9922902494

Archana Singh 
archanasingh@purplehrconsulting.com
Tel: 91-9986263173

www.purplehrconsulting.com
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