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he Army, Navy and Air Force

are known for their commit-

ment to invest in training and

development. They equip their
officers to handle any situation when
crisis hits. Their ethos is built on their
belief that “the more you sweat in
peace, the less you bleed in war” and
this ethos drives their philosophy of
investing in people’s development. The
question that a corporate CFO might
ask is whether there is a way to effec-
tively measure the ROI in the absence
of a war? Does the return only matter
when one derives the benefits?

There are several reasons why compa-
nies invest in leadership develop-
ment; from building a strong talent
pipeline, the ability to attract the best
talent (best talent gets attracted to
the opportunity to work with other
talented people), and finally, to invest
in a strong employer brand. Most
importantly, this investment seems to
create a constructive loop of attracting
and retaining talented people.

The question is how to measure the
return on these investments when

the benefits are not confined to the
individuals or their functions alone,
but has knock-on effect across the
organization. The questions organi-
zations need to be able to answer to
ensure those investments are justified,
include what are they trying to achieve
with such investments? Who are they
investing in? If there are unintended
learning outcomes, like new business
lines or new networks, are those to be
accounted for in measuring ROI?

This issue’s cover story, Investing
in Top Guns, answers some of these
questions capturing views of academia

across the world and best-practices in
organizations in India in the area of
Executive Development. With this cover
story, we have included the key findings
of the People Matters Executive Devel-
opment Survey 2012; for the first time,
we surveyed over 100 organizations
across Industries to compile factual and
relevant data on how much companies
are investing in training their CXO &
VP level, how is this budget utilized and
how do companies measure the return
on such investments.

In our constant endeavor to build
India-specific research, this issue also
includes excerpts of the Edenred-People
Matters Survey on Work-Life Benefits
Trends. This Study highlights the type of
non-cash components that organizations
are using today as part of their compen-
sation programs and also reveals the
ones that are most effective to engage
and retain employees.

Additionally, as we do every alternate
month, this April issue carries a special
buyer’s guide on Learning and Develop-
ment service providers. This is the time
of the year that the annual appraisal is
coming to an end and with it, the iden-
tification of the learning needs for the
organizations. We are sure that you will
find it useful in shortlisting partners for
your organizations.

As always, we thank you for your contin-
uous encouragement and suggestions,
and we look forward to more and more
ideas from your side. Do write to us at
editorial@peoplematters.in.

Happy Reading!

Ester Martinez
Ester.martinez@peoplematters.in
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LETTERS TO THE EDITOR

Great cover story & infographic

I wanted to drop a note of congratula-
tions for the cover story on Social Media
in the March issue of People Matters.
It is brilliantly presented (specially the
graphic presentation of ‘The Social Orga-
nization’) coupled with best practices
from various organizations. I was recom-
mended to read this particular magazine
being a part of the HR fraternity and
I must say, I did make a good decision
in subscribing to it. Please accept my
congratulations again.
- Neha Bajaj (via LinkedIn)

Informative & educative content

At the outset, let me take this oppor-
tunity to congratulate the team at People
Matters for the wonderful quality of
insight presented in the magazine. The
content is very informative and educa-
tive.
- Yadunandan K.V., Manager — Marketing
(Corporate Communications), Collabera

Inspiring column on leadership

As a management academician who
is reasonably familiar with writings on
leadership over the last hundred years or
more. Unfortunately, finding true leader-
ship in real life business organizations is
inversely proportional to the amount of
these writings. It is in this context that I
have been reading the column by Dr. Anil
K. Khandelwal in People Matters for the
last three months. It seems that Dr. Khan-
delwal has truly lived through a journey
of true leadership.

The inputs shared in the column so far
show the great amount of courage as he
shares the ups and downs during his jour-
ney. While on the one hand he inspires
HR professionals to dream big, he also
points out the ditches and humps on the
road. He also calls upon the traveler to
face up to his or her fragility in the face
of challenges. True leaders acknowledge
their fragility but work on it with deter-

mination and with a very high sense of
personal integrity, as he suggests. I hope
that the readers would use the column
for periodic self-reflection. I am eagerly
looking forward to the next one.

- Prof. Rajen Gupta, MDI Gurgaon

Great analogy

I loved reading the lessons drawn by
Dr. Tanvi Gautam in the article ‘What
lies beneath” in the March 2012 issue of
People Matters. It was very interesting
and well-articulated. The analogy drawn
between the Titanic and the FWAs which
can be a tool for talent management
and employee engagement was thought
provoking and inspiring!
- Dr. Rekha Shenoy

bwitber W

Himanshu Kapadia @HimanshuKapadia
Hey @nohrgyan - Article on #Feedback
in @PeopleMatters2 was insightful! Hope
for more enriching reads. Are u planning
to feature regularly?

Manish Pathak @manish_pathak
@PeopleMatters2 @AadilAtDell great
to see #Dell story. Social media for
enterprise needs to be comprehensive,
minimizing silos

Luis Escoffie @LuisEscoffie
#SocialMedia for everyone! Ready Now!
Via @PeopleMatters2

Saikat Saha @saikatsaha
@PeopleMatters2 We have to ‘connect;
‘celebrate; & most importantly mutu-
ally‘conquer’each other’s mind & heart.
#GenY #HR

Zohdi Rizvi @zohdi_rizvi

Dear HR, what if you could stop and
see what you did a day before was
significant. Check out your impact on
peoplematters.in @PeopleMatters2

Send your comments at editorial@peoplematters.in/info@peoplematters.in
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Cautious optimism in hiring

ccording to a survey report by the
AMinistry of Labor and Employment,

the October - December quarter saw
employment in the country increase by 2.26
lakh. At the sectoral level, the maximum
increase of 1.09 lakh in employment was
witnessed in IT/BPO sector followed by an
increase of 0.78 lakh in textiles including
apparels, 0.34 lakh in transport, 0.13 lakh in
handloom/powerloom and 0.10 lakh in gems
& jewelry. The report states that the maxi-
mum increase in overall employment by 1.94
lakh was in the direct category of workers
as compared to 0.32 lakh in the contract
category of workers. The latest Employment
Trends Survey from Ma Foi Randstad, also
shows that most employers are optimistic
about their hiring plans for 2012 and all
sectors have indicated positive growth. As
per the report, an estimated 16 lakh new
jobs could be created in the country’s orga-
nized sector. Healthcare, hospitality IT/ITeS,
non-machinery manufacturing, and media
& entertainment are most optimistic about
hiring activities.

Healthcare is projected to generate over

2.73 lakh jobs, followed by hospitality (over
2.30 lakh) and IT/ITeS (more than 2.27 lakh).

India’s Most Admired
Companies 2012

or the first time, Hay Group in
Fpartnership with Fortune India

has announced the list for India’s
Most Admired Companies across 15
industries in India. The list is based
on the survey of executives, direc-
tors and analysts, who rated the high
performing companies within their
industry. The research has used ‘peer
rating’ to determine the top rated
companies. The prime sectors from
which the companies were chosen
were apparel, garment, textiles, auto
components, banking & finance,
cement, consumer durables, infra
development, metals, mining, oil &
gas, power, pharmaceutical, health-
care and telecom, amongst others.

The Tata Group dominates with
three group companies featuring in
the top ten list of India’s most reputed
companies. Tata Steel has emerged
triumphant, becoming this year’s
India’s most admired company. Tata
Consultancy Services (TCS) ranked
top among companies in the IT/ITeS
industry, and Tata Motors led in the
automotive industry. Hindustan Unile-
ver and Colgate Palmolive are placed
at second and third in the list, followed
by Cadbury India. PSUs in the oil & gas
sector like ONGC, Bharat Petroleum
Corporation and IndianOil and Hindu-
stan Petroleum are ranked 16th, 17th,
19th and 20th, respectively in the list.
The companies were rated on nine

critical parameters viz. endurance,
corporate governance, performance
and investment value, financial sound-
ness, innovation, product and service
quality, leadership, talent manage-
ment and corporate social responsibil-
ity. The research clearly proves that

Inflation and weakening rupee can potentially

dampen investor confidence, which may result
in cautious hiring in the first quarter

Among other sectors, manufacturing (non-
machinery products such as food and bever-
ages, basic metal, fabricated metal, etc.) is
expected to create more than 1.63 lakh jobs,
while media & entertainment is expected to
generate over 1.62 lakh jobs this year. Real
estate & construction is also likely to create
over 1.32 lakh jobs in 2012. Inflation and
weakening rupee can potentially dampen
investor confidence, which may result in companies are increasingly focusing
cautious hiring in the first quarter. However, on these nine key growth areas to
the trend might improve in subsequent quar- engage their employees and move up
ters provided the economy improves. zm the growth ladder. mm
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SNIPPETS

Incentives: an effective tool for
executives

ccording to Mercer’s 2011-12 Asia

Aixecutive Remuneration Snapshot
urvey — India Report, Indian heads

of organizations are expected to get the best
salary hikes of 8.3%, much better than most
of their Asian counterparts. The report states
that along with rapid growth; leadership
shortage and high inflation have helped boost
executive pay in India.

The Mercer’s study stated that 83 percent
respondents rate retention of executive
talent and succession planning as top talent
issues for most Indian companies. This was
followed by leadership development for exec-
utives, which was pointed out by 68 percent
respondents.

The study points out that there exists an
evident need for companies to explore innova-
tive ways to manage and reward executive
talent. Companies are opting for flexible pay
structures which can be adjusted based on
business performance. Short-term incentives
(STIs) as well as long-term incentives (LTIs)
are emerging as strong tools for companies
to recognize performance of top executives.
73 percent of Indian companies tend to use
long-term incentives with stock options being
the most popular (40 percent). Going forward,
none of the Indian companies expect to make
changes to their LTI plans in 2012.

At the same time progressive companies
in India are now trying to link well-defined
performance parameters with incentive
payouts to recognize and reward performance.
Organizations are gradually moving towards
other mature LTI vehicles like performance
units and time contingent restricted shares. =m

Double whammy for IT-BPO
industry

he combo of US presidential elections
I and a report by the Hackett Group does

not cast a positive light on the $100
billion Indian IT-BPO industry. First things
first, ahead of the US presidential elections
in November this year, it is expected that
there will an uptick in the protectionist poli-
cies by the presidential candidates. In 2010,
Ohio State banned outsourcing of govern-
ment information technology and back-office
projects to India to combat unemployment. All
the more, US lawmakers are also reportedly

14 - People Matters « April 2012

considering proposals such as curbing tax breaks on firms that
outsource or cutting visas for skilled workers from India. To
counter the criticism that Indian outsourcing firms are respon-
sible for job losses in the US, NASSCOM came out with a report
stating that India’s IT outsourcing sector has nearly doubled
the number of jobs it has created in the US in the last 5 years.
As a matter of fact, the workforce of Indian IT firms in the US
was 107,000 in the last fiscal year to March 2011 from 58,000
in 2005-06.

A research report by The Hackett Group states that offshor-
ing of jobs to India will begin to decline starting 2014 and will
reach the end of its lifecycle over the next 8 years. The argu-
ment, based on examination of 4,700 companies with revenues
over $1 billion and headquartered in the US and Europe, is
that the traditional model of US and European companies
moving finance, IT and other business jobs offshore will come
to an end over the next 8-10 years. The report further states
that India’s overall share will decline to 38 percent in 2013
from the present level of 40 percent. However, KPMG and
AT Kearney disagree with Hackett’s research. While truth of
such researches will unfold with time, nevertheless it becomes
critical for India to develop alternative sources of demand, to
maintain growth of their business services industries. =m

CORPORATE APPOINTMENTS

A.V.K. Mohan has been appointed by EXL Services
India Pvt Ltd as Global Head - HR, effective March
2012. Prior to this, he was the Group President -
Global HR at Spice Global.

AT
piY

PepsiCo has appointed Praveen Someshwar as
CEO, PepsiCo India Foods. Prior to this he was the
CEO of PepsiCo beverages.

Deepak Brara, Head of Corporate Headquarters
Department of Air India, has been appointed as
the Commercial Director of the national carrier
effective March 2012.

Mindtree announced the appointment of Pankaj
Chandratoits Board of Directors effective March
2012. Chandrais a professor of Operations &
Technology Management and the Director at the
Indian Institute of Management (IIM) Bangalore.

Network18 has appointed Anuj Gandhias Group
Director for distribution and new business devel-
opment, effective March 2012. Prior to this he was
the CEO of Den Networks.
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FM: Meets
Expectations

If the Finance Minister was to be assessed on strategy
formulation, human capital development and engagement
with stakeholders for nation building, how would he fare?

by Adil Malia

government grounded in political

bickering for its survival, whilst

frantically attempting to energize

nd fuel a growing economy, has

conjured a deficit budget, anchored to global

economic pulls, local market pressures and
a fractured political mandate.

The buzz as always was - so how is the
budget? (a meaningless banter just like
wishing all and sundry a 'happy new year'
on January 1). Everybody, knowledgeable
and not so knowledgeable, imitates economic
sounding terms picked up from panel discus-
sions on some television channel they may
have surfed in the last hour.

“Budget did not cut fiscal deficit"...
"Highly sensitive services will now be taxed
and this will lead to insensitivity at the
bottom of the pyramid"... "Government's
bloated borrowings will crowd out private
companies"... "Two-way fungibility of IDRS
will encourage global companies to recon-
sider listing in India"... "Equity markets will
react with studious patience". Pheeeew!

1 picked up from my archives, old copies of
financial media reports dated March 16, circa
last two years. You will notice similar phrase-
ology being endorsed by different celebrities
and influential voices, every year! Try this
exercise for yourself and have a great laugh.

No one sought my views on the Budget!!
I am stereotyped more as a professional
with a view on management and leader-
ship thoughts than economy and least, the
Budget. So, I thought of dissecting this

Budget not with a butcher's knife, but more
with the scalpel of a surgeon and give it a
corporate twist. What would a corporate
CFO, be expected to deliver to the larger
system through a budgeting exercise? How
does such a leader through, his proposed
plans and programs for the organization
(country in this case), hope to deliver? And
whilst doing so, (remember, it is annual
performance appraisal time in corporate
India), give a performance rating to our
Honorable Finance Minister (FM) for this
job done on the nation's Budget.
So, here is my attempt.

Performance assessment criteria 1:
Strategy formulation and metrics

Is the Budget prepared on the basis of
an in-depth analysis of the macro-economic
environment and does the leader articulate
the organization's strategy with a suitable
roadmap to reach the desirable results?

With a slowdown in GDP at 6.9%, a high
headline inflation during the year impacted
largely by agricultural supply constraints
and global cost-push, having diversified its
import and export markets during the year
to weather the impact of global (read Euro-
pean) crisis, and a current account deficit
impacted by a reduced net capital inflow,
the FM has realistically set the specific
national targets with GDP growth at 7.6%,
current account deficit at lower than 3.6%,
average inflation moderated around 8.3%,
and enhanced gross tax receipts.



To deliver this target, the FM has laid
out a clear five point strategy:

First, focus on growth through internal
demand creation; second, build enabling
conditions to encourage private invest-
ments; third, address supply bottlenecks;
fourth, address malnutrition concerns in
highly impacted geographies, and lastly,
improve efficiency and delivery systems of
governance through speed, better co-ordi-
nation and transparency.

He has backed his overarching strategy
with fiscal consolidation programs, expen-
diture reforms, subsidies and tax reforms.
However, if you evaluate the entire financial
outlays of these supporting programs, you
will see the FM's stated budget strategy and
his recommended plans and programs, do
not appear to be fully aligned.

Performance rating on KRA 1: I would
personally, on an assessment panel, rate the
Finance Minister's strategy formulation and
his supporting roadmap at a 4 on a scale of
5: ‘Exceeds Expectation’.

Performance assessment criteria 2:
Human capital development

Is the stated strategy, backed up and
supported by plans and investments to
develop potential of its human capital?

The FM has planned investments for
programs like agricultural credit, provid-
ing protein and other food supplements,
investments in program for food security,
supporting specific education programs,
continuance of the mid-day meals, empower-
ment of adolescent girls through SABLA and
for providing primary healthcare through
national rural and urban health missions.

He has proposed subsidies to institutions
to foster a modern nation through research
and creation of new knowledge. He has also
recommended enacting public procurement
legislation, amongst other things.

However, considering the criticality of
developing human capital for the future of
India, our commitments and investments do
not appear to be adequate.

India is sitting on a huge pool of poten-
tial talent, waiting to be developed for the
future. To that extent, our investments do
not seem to match, considering the outlay
on other agenda items of the strategy. Nor
do the proposed programs show anything
more than a lackluster desire and a weak
attempt to deliver on some of these initia-
tives and programs.

Considering the seriousness with which
the country needs to make investments to
develop and augment its human capital, the
budgeted programs do not evoke confidence
of delivery on the strategy. One sees mean-
ingless extensions of some of the fuddy-
duddy programs and schemes sponsored
in earlier Budgets by the FM, despite these
having failed to deliver. All these are contin-
ued in the name of consistency - consistently
repeating failure!

The total financial outlay in the Budget
is meager and does not suffice for human
capital development and capability build-
ing of a country of several people, which is
destined to be the world's youngest country
within a decade.

Performance rating on KRA 2: I would
personally, on an assessment panel, rate the
FM for his proposed programs on developing
the critical national human capital, on this
particular KRA as 2 on a scale of 5: ‘Could
Do Better"'.

A PERSONAL TAKE

IN BRIEF

Drawing parallels
on how a CFO would
budget to grow the
business, here’s the

author’s personal
take on how the
nation’s CFO fared in
the recent Budget

Considering the criticality of developing human

capital for the future of India,

our commitments and investments
do not appear to be adequate

Performance assessment criteria 3:
Engagement of internal stakeholders

Does the Budget facilitate an enabling
environment that keeps the internal stake-
holders positively engaged through adequate
programs for return on their investments
and wealth creation for the nation?

I believe the FM has strategized and
planned well for this. He has made programs
to ensure flow of savings in financial instru-
ments, deepened capital market reforms and
encouraged investments in infrastructure
sector. The FM has encouraged a disinvest-
ment policy and put up programs for suitable
changes in laws to support financial sectors.
Another serious program the FM has mooted
is the idea of recapitalization of banks
through a financial holding company using
the Singapore model, to raise resources of
public sector banks particularly to tap funds
in overseas markets. However, the Indian
investors will remain skeptic initially about

People Matters « April 2012 - 17



A PERSONAL TAKE

Sir, in the given market context, economic
reality and a fractured political mandate, a

corporate citizen rates your Budget for our dear
country as ‘Meets Expectations’
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the government's ability to meet the targets
it has set through the proposed programs.
They will initially be on the selling side until
they see the other collaterals impacting the
markets through FII inflows.

On a sectoral front, the FM has presented
a Budget that supports most sectors other
than oil exploration and certain segments of
pharma. With the international oil prices at
$128 a barrel, this will contribute to infla-
tion numbers moving northwards. Whilst
one understands the market compulsions,
the Budget does not provide any motivation
or incentives for Indian investors to look
at our economy as a favorite investment
opportunity. Focus of the Budget seems
to be more in the form of penalties for
investing elsewhere; it attempts to reach
its goals through the savings route, which
is slow and not the best impetus for India's
economic aspirations.

Performance rating on KRA 3: I would
personally rate the FM for his proposed
programs to facilitate an enabling environ-
ment and keep the internal stakeholders
positively engaged, as 3 on a scale of 5:
'Meets Expectations’.

Performance assessment criteria 4:
Corporate brand building

Position the corporate brand (read
India) such that it attracts potential exter-
nal stakeholders and investors to partner
in the future growth of the organization.

India at a brand level has taken a severe
beating in light of the current political
paralysis, corpo-political legal issues, etc.
We have not managed our international
investor relations effectively. There are
alternate investment options comparable
to India on a net ROCE basis at the global
level. The Budget has not provided any
incentives to attract these investments into
our growth story.

Performance rating on KRA 4: I would
personally rate the FM for his proposed

programs on positioning the corporate
brand (read India) to attract potential exter-
nal stakeholders and investors to partner
in the future growth, as 3 on a scale of 5:
'Meets Expectations’.

Performance assessment criteria 5
- Building confidence through gover-
nance and transparency

Does the Budget create confidence in the
general environment by adhering to high
governance norms and insulating the system
against security and other risks?

Let us quickly look at the budget offer-
ings: Panchayati Raj philosophy further
strengthened; security and defense budgets
enhanced; UID Aadhaar additional capi-
tal expenditure Rs.79,579 crores; 5 point
program to handle malaise of generation
and circulation of black money; double
taxation norms tightened; and programs to
strengthen security and fight militancy in
states with a strong defense budget in the
current growth focused globonomy, seems
adequate. However, whether the country is
prepared against the Chinese dragon and its
other friendly insurgents from neighboring
countries, leaves a lot to desire.

Performance rating against KRA 5:
I would personally rate the FM for his
proposed programs to create confidence
in the general environment by adhering to
high governance norms and insulating the
system against likely risks, as 3 on a scale
of 5: ‘Meets Expectations'.

Our individual growth as corporate
professionals is closely linked to the success
of corporates and economic growth and
development of our country. So, if Sir, you
were, with humility, a corporate CFO and
were to be subjected to a classical appraisal
for this Budget exercise,  would, as a citizen
of India, rate you as a 3 on 5.

Sir, in the given market context, economic
reality and a fractured political mandate, a
corporate citizen rates your Budget for our
dear country as 'Meets Expectations'.

On a five point appraisal rating, ‘3’ is
measured as “Meets Expectations”, 4’ as
“Performance Exceeds Expectations” and
‘5’ as “Performance Significantly Redefines
Standards”. ‘2’ is rated as “Performance
Below Expected Norms” and ‘1’ as “Does
Not Meet Expected Levels”. zm

Adil Malia is Group President — HR, at Essar Group.
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TALENT STRATEGY

eing an Internet business that is
constantly evolving makes Yahoo! an
exciting workplace. Aparna Ballakur,
VP-HR elucidates, “The kind of talent
that is attracted to an Internet company adds to
its excitement as they are dramatically different
from people who want to work in a packaged
software environment.” The difference lies in
the fact that in an Internet company, what was
super cool last year is passé this year.
Drawing parallels of Yahoo!’s business to
that of high fashion, Aparna explains, “What i
was in season before, is no more in season now.
Just as it is so hard to keep up with what is ‘in’
in fashion, the Internet business too sees things
evolving very quickly. And we constantly need
to focus on looking at what would be ‘in’ in the
future.” At Yahoo!, they strive towards build-
ing products today, which consumers would
love in 2013. This unique business need makes
attracting super talented people very critical,
because it takes both creativity & intellectual
horsepower to change the future.

In
Pursuit of

Talent

Aparna Ballakur shares the talent
challenges facing a business that
demands very niche skills to address
evolving customer needs
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The Yahoo! culture

Fun is a core value at Yahoo!, as
the company believes in creating an
environment where people can enjoy
their work and be most productive.
The open culture allows all Yahoos
(as employees are called) full access
to the Internet as long as it is appro-
priate content. Employees are free
to use social media sites outside of
Yahoo!’s platforms, keeping with
the new-age workforce need to stay
connected and engaged.

The inclusive and fun work
culture helps to effectively integrate
the diverse set of people. There are
minimal rules and policies at work
as it fosters a culture of ‘trust’. Thus,
there is no attendance system to
track the number of hours worked in
the office and employees are allowed
unlimited sick leaves. This rests on
the belief that the organization’s
environment is strongly self regu-
lated where 99 percent of the people

TALENT STRATEGY

The niche talent pool at Yahoo! is
driven by the inclusive and fun work
culture that brings together people
who are relevant to the Internet
business

experienced Yahoos make sure that
the products are built to be used at a
phenomenal scale of 700 million users
on a regular basis.

There are three distinct sets of
people hired - scientists with Ph.Ds
in computer science and specializa-
tion in Internet-related technology;
product development engineers; and
product managers or user experience
designers, who are hired in the product
development group. All of these being
niche skills and there being a huge
shortage of scientists in India, makes
talent acquisition for Yahoo! Labs a
challenge. Therefore, scientists are

Fun is a core value at Yahoo!,
as the company believes in creating an environment
where people can enjoy their work and be most productive

do not abuse it. This approach aims
to deal with the 1% population, who
might abuse office policies instead of
penalizing the 99 percent who do not.
The open environment is also reflec-
tive in the internal distribution list
within Yahoo!, which is self moder-
ated, and employees are encouraged
to voice their opinions on various
subjects. This forms a great ongo-
ing feedback process which enables
continuous improvement.

The talent supply chain

To cater to 700 million users, there
is a combination of young employees
with varied experiences and experi-
enced people from different genera-
tions. While the energy and enthusi-
asm of a young workforce is important
to bring in new product ideas, the more

often hired from the US universities
and that poses a greater challenge in
attracting talent to work in India. Most
scientists worry about the quality of
research done in India and are there-
fore reluctant to explore working here.
The ‘International Intern Program’
allows prospective candidates to work
in India as part of the Labs organization
for 3 to 6 months and this enables them
to experience the work environment in
India. Many who have worked for 3-6
months, have been given an offer to
work with Yahoo! India.

The unique skill requirement and
the niche talent pool that an Internet
company requires, has forced Yahoo!
to step into a backward integration
mode and work towards developing
a talent supply chain that is relevant
to the business. This is done through
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Growing leaders from within is a great
retention tool that has led to 95 percent of the
leadership team today being homegrown

various initiatives that follow an outside-in
approach towards talent development as a
macro agenda.

Partnering with the academia

There is a clear intention to promote a
culture of open collaboration between
industry and academia in India. Some
initiatives like ‘HACK U’ is a univer-

sity hack day event, which encourages
innovation in campuses. The Yahoo! Key
Scientific Challenge Program (KSC) is a
competition that encourages top gradu-
ate students globally to collaborate with
the company and help invent the future of
Internet. Further, the PhD Coop Program
is designed to directly bridge the gap of
PhDs in India by encouraging qualify-
ing employees to undertake their PhD
program by providing financial support.

Yahoo! summer school

The summer school creates an ecosys-
tem that stimulates the exchange of ideas
among industry and academia to jointly
develop revolutionary approaches to shape
the future of the Internet. The recent initia-
tive was a partnership between Yahoo! India
Research & Development and the Indian
Institute of Science (IISc) which focused on
‘Information Retrieval’.

WiT - Women in Technology

The Yahoo! Women in Technology aims
to provide inspiration and support to women
across the talent pipeline and enables
women on campuses to successfully enter
the IT workforce. This group also seeks to
address the issue of decreasing number of
women finding their way into the IT work-
force, with particular focus on women with

engineering qualifications in tier 2 and tier
3 cities. The third focus of WiT is to retain
women who are going through different life
stages in the workforce. Thus, the effort is on
building the required support system such
as a day care facility, flexible work hours and
counseling services to women who want to
pursue their career despite the challenges
in their personal lives.

Further, keeping with the increasing
focus on diversity and inclusion, Yahoo!
has been a pioneer in creating websites
that are fully accessible for the differently
abled. These websites are created to allow
plug-ins that read out the information on the
webpage as one browses through it.

The talent strategy at Yahoo! stems from
the belief that people are inherently good
and must be trusted. The fresh recruits hired
every year go through a 3 day boot camp,
which does not grill them on the Yahoo
culture, because they believe in them to be
the right profile. The focus is not on creat-
ing a monitoring culture, but on ensuring
that people deliver on their promises and
commitments. As Aparna explains, “It is
not about measuring efforts, but it is about
measuring results. So, I may be the super
brilliant person who gets it done in half an
hour, but so be it, because then I have saved
my time. The emphasis on growing leaders
from within is a great retention tool that
has led to 95 percent of the leadership team
today being homegrown. This is aligned to
the business, as when we are looking for
talent for senior leadership positions from
outside, finding the right culture fit is an
even bigger challenge than at the entry-level
or middle management level.” mm

Aparna Ballakur is Vice President-HR at Yahoo! in India
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INVESTING IN

TOP GUN

Companies are increasingly turning to
Executive Education to bolster leadership
pipelines. A look into expectations,
benefits & returns from their investments

by Ester Martinez & Rajlakshmi Saikia
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COVER STORY

lobal pressures on talent and capital have
resulted in a competitive and fast-changing
business environment; further the short
supply of talent, and specifically, of leader-
ship talent has begun to affect growth plans
and strategies. Companies in every country and every
industry are exploring new ways to develop a critical
mass of leaders to take their organizations to the next
level. In response, universities and education service
providers across the world are innovating their approach
and techniques for executive development, and aiming
to build stronger relationships with industry to offer
relevant programs. Both companies and universities
have tried to measure the value of these programs and
financially validate this significant investment. The buyers
seem to have come to terms with the fact that there are
immense long-term benefits in building a strong leader-
ship pipeline, which easily offset the high costs involved.
People Matters spoke to representatives from industry
and academia, and further collated over 100 respo
from heads of HR in a nationwide survey to expl
“5 Ws"” of executive development education i




ncreasing globalization, technological

advances, and changing dynamics of

the marketplace are making continuous

learning a must at every level in the
organization, more so at the senior level.
While mentoring, coaching and job rotation
continue to play a crucial role in leadership
development, this story seeks to draw close
to the aspect of leadership development that
is addressed through formal and structured
programs.

Businesses in India have an opportu-
nity to capitalize on the high competitive
scenario created by the 7% growth rate, as
compared to the gloomy prospects facing
businesses in the West. Thus, the difference
between companies that will thrive and
those that will perish will be defined by its
people. “Having the right people, particu-
larly on the senior management team, who
are aligned to the corporate culture and
strategy is the keystone to growth,” shares
Carol Stephenson, O.C. Dean, Richard Ivey
School of Business.

The need to invest in people has moved
beyond the numbers. According to the
Global Talent Risk Report, 2011 by the
World Economic Forum, there is compel-
ling evidence that talent crisis will affect
every region in the coming years. The
talent demand-supply analysis shows that
a widespread talent scarcity will persist
for decades to come, and this scarcity will
redefine human capital practices adopted
by organizations. And add to this, the
economic crisis and the on-going social

and political unrest that will continue over
the next few years will require organiza-
tions to focus on senior talent development
ever more. A clear alignment of people
strategy to business strategy will become
all the more critical. Hence the need for
an increased focus on developing senior
leaders who are better prepared to tackle
these testing waters and can turn these
challenges into opportunities.

Investment in senior management devel-
opment is helping organizations create
bench strength, align management teams
and enhance individual skills. Executive
education and other formal programs
focused towards senior leadership devel-
opment are increasingly seen as tools for
organizations to enable the much required
alignment between people, culture, business
plans and organizational processes.

Investment on the rise

The numbers show a trend in companies
spending more on executive education.
According to the UNICON' State of Execu-
tive Education Survey, 2011, 65 percent of
survey respondents predicted increased
participation in their open enrollment
programs in 2011. Additionally, an impres-
sive 78 percent of schools projected an
increase in customized executive education
programs during 2011. Nearly half of the
schools indicated an increase in program
days, with 39 weeks in open enrollment
programs and an average of 49 weeks in
customized programs. Slightly more than

THERE IS A NEED TO PROVIDE
PEOPLE THE SKILLS TO BE
POLITICALLY SMART AND
MANAGERIALLY COMPETENT

Samuel B. Bacharach, McKelvey-

Grant Professor & Director,
Institute for Workplace Studies
& Smithers Institute, ILR,
Cornell University
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IN ADDITION TO THE TRADI-
TIONAL MODELS OF MEASURING
ROI, BLENDED LEARNING IN
EXECUTIVE EDUCATION IS
OPENING NEWER WAYS OF
MEASURING OUTCOMES

Vivek Chachra, Director - Corporate

Learning (India & Middle East),
Harvard Business Publishing

BUSINESS COMPLEXITIES
DEMAND DECISION MAKING
THAT NEEDS TO INCORPORATE
OTHER FUNCTIONS, THE CEQ'S
PERSPECTIVE AND THE EXTER-
NAL MARKET PERSPECTIVE

Dr. Deepak Chandra, Deputy
Dean, Indian School of Business

TO ENERGIZE, ENABLE, ENGAGE
AND EMPOWER VALUABLE
HUMAN RESOURCES, COMPANIES
NEED TO ENCOURAGE EXECUTIVE
EDUCATION PROGRAMMES, FOR
ACHIEVING BUSINESS GOALS

Dr. H Chaturvedi, Director,
Birla Institute of Management
Technology



half also reported an increase in the number
of days of educational programs offered to
executives.

Companies are turning to business
schools and other service providers to enable
senior managers to acquire, a new range
of skills, greater exposure, and enhanced
knowledge base. This, in turn, takes them
out of their comfort zone enabling greater
productivity. Executive development oppor-
tunities are avenues for senior professionals
to hunt for the latest in ideas, trends, and
management techniques.

The 5Ws of Executive Development

For investment in senior leadership
development to result in the required align-
ment between people, culture, business
plans and organizational processes, compa-
nies must first answer the critical questions.

Driving investments — The ‘Why’

Development of senior executives can no
longer be clubbed under ‘nice to have’ perk,
it is more than simply sending employees
off to commercially advertised courses and
programs. Organizations invest in execu-
tive development as a long-term strategy
to build its leadership pipeline, as well as to
meet its short-term need to upgrade senior
managers with new business competen-
cies. Either ways, such investments have a
knock-on effect on the overall organization’s
performance.

A strong internal development program
can add to the external reputation and

attract potential candidates to join the
organization. It further increases talent
retention, as employees see career devel-
opment opportunities within the organi-
zation.

Further, the young talent that is fast
finding its way into the leadership pipeline
of organizations has changing expectations
from their employers. For example, the three
reasons why Googlers prefer Google are its
mission, quality of people they work with
and the opportunity to build on skills set to
become better leaders or entrepreneurs.
There is a clear shift in what the younger
generations seek when choosing their
employers - even more than compensation,
they seek a culture of continuous learning
and development.

The importance of leadership develop-
ment can be gauged from Bersin & Associ-
ates research® which found that companies
with strategic approaches to leadership
development are: 84 percent more effective
at increasing the quality of their leader-
ship pipeline; 73 percent more effective at

ORGANIZATIONS WANT THEIR THE PARTICIPATION LEVEL WELL DESIGNED PROGRAMS THE CHALLENGE IS TO IDENTIFY
SENIOR LEADERS TO UNDERSTAND OF EXECUTIVES IN ANY AND USE OF TECHNOL- MEASURES OF RETURN THAT
HOW SOCIAL, ENVIRONMENTAL, PROGRAM IS THE FIRST 0GY HAS SUBSTANTIALLY CAN BE CAUSALLY LINKED
REGULATORY AND CULTURAL POINTER TO MEASURE ROI INCREASED THE DEMAND TO TRAINING INTERVENTIONS
DYNAMICS IMPACT THEIR INDUS- Karthik KS. CEO. 24x7 FOR EXECUTIVE EDUCATION RATHER THAN CONFOUNDING
TRY AND MARKETS Learning EVEN FROM TRADITIONALLY FACTORS

UNMARKED CLUSTERS

Dr. Lee | Newman, Dean, IE School
of Social & Behavioral Sciences, IE
University and IE Business School

Valerie Hausman, Assistant Dean,
Global Executive Education, Fuqua
School of Business, Duke University

Vijay Kohli, Executive Senior
Vice President, NIS Sparta
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A PEOPLE MATTERS SURVEY 2012

DEVELOPMENT IN INDIA

THE OWs

WHY DO WE INVEST?

Investment in executive development leads to:

859% Broader understanding of business complexities
839 Higher engagement and motivation

82910 Better leadership & management of people
629 Readiness for promotion to higher roles
619% Global leadership outlook

WHO DO WE SEND?

Senior managers considered for executive development

CXOs
Business Heads &&&&&&&&&&&&&&&&&
Vice Presidents
Functional Heads
AT T Y T Y Ty T Y TV T v T L

..Selected on the basis of

76%
69%
46%
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WHAT DO WE WANT?

Companies’ expectation from executive development

Developing leadership  General management  Change management Innovation & creativity  Global strategy

WHO DO WE PARTNER WITH?

Preferred channels and duration

Pogran duraton
82%  40% &

Programs by Courses by 30%
Indian business training/consult.
schools companies
94%
% 32%

38% 0
Programs by Internlal senior Less than one year - 549%

foreign development
universities programs One year - 30%

More than 1 year - 16%

WHAT IS THE SPEND? 7w

Budget allocation for executive development programs

« 1% spend more than 50 lakh per annum per person
5% spend between 20-35 lakhs per annum per person

« 199% spend between 10-20 lakhs per annum per employee
689 respondents spend less than 10 lakhs per annum per
employee on executive development programs

689%
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IN INDIA, LEADERSHIP,
BESIDES OTHER THINGS, IS
AN EMOTIONAL CONNECT.
FOREIGN SCHOLARS HAVE
LIMITATIONS IN UNDERSTAND-
ING AND TRAINING LEADERS
FOR INDIAN CORPORATIONS

Dr. TV Rao, Chairman, TVRLS,
Founder President, NHRDN
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improving overall employee retention and
67 percent more effective at increasing
the engagement, retention and teamwork
of leader. Other research by Bersin &
Associates shows that providing leadership
development for internal staff and grooming
talent from within is more effective than
hiring externally.

What I really want — The What
Professional networks, relevant content,
training ground for the board room, learning
to deal with business complexities, execu-
tion through cross-functional teams, deeper
understanding on corporate-wide strategy,
and many more, can be part of the wish lists
that drive the need for executive develop-
ment programs. Mostly, the objective of the
program depends on the current organiza-
tional challenges, the maturity of the leader-
ship team and the long term objectives.
The People Matters Executive Develop-
ment Survey 2012 reflects that companies
are investing most on developing leader-
ship skills, as confirmed by 89 percent
respondents; business strategy according
to 75 percent respondents; and change
management and general management

skills as opted by 50 percent of the surveyed
respondents.

These skills are taught both in the context
of the function and the overall organization
because business complexities demand deci-
sion making to incorporate cross-functional
knowledge, the CEO’s perspective and the
external market perspective. For example, a
Sales Head must be able to take into consid-
eration the HR and finance implications in
order to become a good decision maker and
prepare for future roles.

‘Who’ is the deserving candidate?

The talent targeted for executive devel-
opment interventions includes CXOs,
VPs and functional heads selected based
on performance, potential and tenure in
the organization. Over 70 percent of the
respondents in the Survey base their deci-
sion on who qualifies for such programs on
a combination of potential and performance
level. Other parameters that are considered
when creating the eligible pool are years
of functional and management experience.

Organizations use different methodolo-
gies for assessing employee performance
and potential to identify the talent pool for

MOST OF THE B-SCHOOLS COMPANIES ARE NOW BEGIN- ON A SUPERFICIAL LEVEL, ROI
IN INDIA FOCUS ON MIDDLE NING TO BE MORE SKEPTICAL IS WHAT PEOPLE LEARN; BUT
AND LOWER MIDDLE LEVEL ABOUT THE OFF-THE-SHELF IT IS HOW PEOPLE DEVELOP
MANAGERS IN THE NAME OF OPEN MANAGEMENT DEVELOP- THROUGH EXECUTIVE EDUCA-
EXECUTIVE EDUCATION MENT PROGRAMS OFFERED BY TION WHICH IS CRITICAL

Dr. Pritam Singh, Dean &
Director General, IMI

LEADING BUSINESS SCHOOLS
Manish Singhal, Associate

Professor, OB, XLRI Jamshedpur -

School of Business & HR

Carol Stephenson, 0.C., Dean,
Richard Ivey School of Business



IMY

» Understanding and Analysis of Financial Statements :
9-10 July, 2012, IMI Campus, New Delhi

» Finance for Non-Finance Executives :
10-12 September, 2012, IMi Campus, New Delhi
» Cost Management to Improve Bottom Line :
27-28 September, 2012, IMi Campus, New Delhi
» Finance for Non-Finance Executives :
4-6 March, 2013, IMi Campus, New Delhi
GENERAL MANAGEMENT
» Senior Management Programme :
27 August-7 September, 2012, IMI Campus, New Delhi
» Honing Communication Effectiveness (Written & Oral) :
3-4 September, 2012, IMi Campus, New Dejhi
» Strategic CSR: Moving Beyond Moral Sentiments :
26-28 September, 2012, IMI Campus, New Delhi

» Enhancing Competitiveness of SMEs :
3-7 December, 2012, IMI Campus, New Delhi

» Striving for Global Competitiveness :

28 January-1 February, 2013, IMI Campus, New Delhi
INFORMATION TECHNOLOGY
» Benefits & Challenges of Implementing Enterprise

Solution Using Cloud Computing :
14-16 May, 2012, IMI Campus, New Delhi

» Knowledge Management for Competitiveness :
16-17 July 2012, IMI Campus, New Delhi

» Excel Based Decision Models :
6-7 August, 2012, IMI Campus, New Delhi

» Business Intelligence and Reporting :
19-22 September, 2012, IMi Campus, New Delhi

» Excel Based Decision Models :
7-8 January, 2013, IMI Campus, New Delhi

» Data Analytics for CRM Applications :
25-26 February, 2013, IMI Campus, New Delhi
LEADERSHIP DEVELOPMENT
» 12th Global Leadership Programme :
21 June-6 July, 2012, New Delhi & Europe
» Managerial Effectiveness through Self Awareness:
17-19 September, 2012, IMI Campus, New Delhi
» 10th AMP on “Towards the Next Orbit: Indian Banking Sector” :
1-16 October, 2012, New Delhi & Europe

INTERNATIONAL MANAGEMENT INSTITUTE

IMI New Delhi, a premier Business School announces its Open
the following areas:

FINANCE

Enrolment Management Development Programmes (MDPs) in

» 11th AMP on “Towards the Next Orbit: Indian Banking Sector”:
11-26 February, 2013, New Delhi & Europe

MARKETING

» Enhancing Selling & Negotiation Skills :
5-7 November, 2012, IMI Campus, New Dejhi
» Marketing Research for Business Managers :
17-19 December, 2012, IMI Campus, New Delhi
» 2nd Programme on Sales & Distribution Management:

Challenges & Innovations :
17-19 January, 2013, IMI Campus, New Delhi

OPERATIONS MANAGEMENT

» Strategic Project Management :
14-15 January, 2013, IMI Campus, New Delhi

» Supply Chain Management for Competitive Advantage :
18-19 February, 2013, IMI Campus, New Delhi

STRATEGY

» Strategic Thinking for Competitive Edge :
15-17 October, 2012, IM! Campus, New Delhi

» Managing Creativity & Innovation for Sustainable Growth :
19-21 November, 2012, IMI Campus, New Delhi

Customized In-company Programmes

IMI also conducts customized, issue focussed & outcome centric
executive development programmes for middle and senior level
managers of different organizations. IMI has done customized
programmes for more than 100 premier organizations in both the public
and private sector.

Foreign Collaboration

The Institute has collaboration with about a dozen world renowned
business schools like ESCP Europe, ESSEC Business School, Paris,
SDABocconi, Milan, Italy forits EDPs.

Detailed information on various programmes would be available in the
brochure and request can be sent at the following address:

The Manager (MDP)

International Management Institute

B-10, Qutab Institutional Area, New Delhi-110016.

Phone: +91-011-4719 4166, 4719 4126 (MDP Office).
EPXB: +91-011-4719 4100 / 4719 4200 (30 lines).

Fax: +91-011-4168 8439, 2686 7539, Email: mdp@imi.edu,
Website: www.imi.edu

Perfect10
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Strategic approach to leadership development leads to...

o Build better o Enjoyed
5 leadership 7 higher
0 pipeline 0 retention

0 Experienced
7 higher
0 engagement

Source: Bersin & Associates Study - Why Leadership Development Matters in Difficult Times (2008)

PARARARAT AR ALY

executive development interventions. From
among the popular methods, the nine-box
model is used to plot key individuals on
leadership competencies, followed by 360
degree assessments, and further validated
by an independent senior panel. These
processes increase effectiveness and fair-
ness of the selection process.

‘Who’ do we partner with?

The range of available offerings on
executive education in India is amass, which
in itself makes the task of choosing the right
partner for executive development complex
for the management and HR teams. The
options include top American, European
and Asian schools, domestic b-schools, large
consulting firms, and independent providers
of executive development. The top inter-
national and Indian business schools offer
advanced management programs, short-
term MDPs as well as tailor-made courses
specific to the organizations’ requirements.

The Survey affirms that 82 percent of
the respondents opt for programs run by
Indian business schools for educating and
developing their leadership teams; and close
to 40 percent opt for programs from foreign
universities.

Alongside the off-the-shelf offerings on
executive education, companies are increas-
ingly looking at customized interventions

for their leadership teams. This requirement
is driving a change in the way buyers and
providers view executive development, lead-
ing to more innovative partnerships with
companies. These relationships are less
transactional and more strategic, collabora-
tive, and long-term in nature. While classroom
instruction involves tools and techniques such
as lectures, case studies, and simulations,
more and more courses are integrating expe-
riential and action learning methodologies
that allow participants to immediately apply
what they learn to real business problems.

To buy or to build, that is the question
The logic of investing in an internal
academy is that the unique business needs
may demand a customized approach, and the
need to develop a large talent pool may make
this an economically viable option.
Companies like Aircel, Infosys, Aditya
Birla Group and Lanco Group, have opted
for in-house academies to meet their devel-
opment requirements, including leadership
development. While most of these companies
still partner with academic institutions, their
internal programs focus on building compe-
tencies that the organization has identified
as critical success factors for the future.
While keeping executive development
in-house has its benefits, these companies
also leverage on the benefits of academia-

Today, the relationship between companies and service providers
is less transactional, more strategic, and long-term in nature
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¥ BIMTECH

BIRLA INSTITUTE

OF MANAGEMENT TECHNOLOGY

Birla Institute of Management Technology (BIMTECH) was established in 1988 under the aegis of the Birla
Academy of Art and Culture, and supported by the Birla Group of companies. Located in Greater Noida in the
National Capital Region, BIMTECH offers post graduate academic programmes as well as consultancy and
training in the areas of Business Management, International Business, Retail Management, Insurance
Management and Sustainable Development. BIMTECH has been ranked among top 10 private business schools
of India as per most popular B-School rankings. Birla Institute is approved by AICTE, Ministry of HRD,
Government of India, also accredited by National Board of Accreditation for 5 years which is highest quality mark
of accreditation by NBA.

Centre for Management Development and Training
offers

Management Development Programs

BOUQUET OF OFFERINGS

HUMAN RESOURCE MANAGEMENT AND
ORGANIZATION DEVELOPMENT

- Leadership for Performance

- HR for Line Managers

- Leading & Winning: The El Way - Emotional
Intelligence (EI)/EQ Workshop

BUSINESS COMMUNICATION
- Cross-Cultural Communication
- Effective Business Communication
- Making Powerful Presentations
- Communication for Organizational Development

RETAIL MANAGEMENT

- Managing Internal Customer in Retail
- Sales Training for Front Line Executives

in Modern Retail

FINANCIAL MANAGEMENT - Creativity & Innovation — Harnessing Intellectual
- Finance for Non Finance Executives ?"d 30t_0i3| Capital towards Greativity and STRATEGIC MANAGEMENT
nnovation - Mergers and Acquisitions
GENERAL MANAGEMENT - Building Innovative Organizations . |

- Marketing to New Emerging Economies

- Evolving Self for Organizational Success

- Essentials of TQM: Empowering Employees
Towards Business Excellence

- Measuring Corporate Performance
- Enhancing Managerial Effectiveness
- Leadership Development Program

Translating and Aligning Strategy
- Corporate Entrepreneurship
- Using Strategy to Creating a Sustainable

- Customer Relationship Management in Retail

- Superior Strategy Execution through Mapping,

- Developing Employee Servitude (Service Attitude)

- Managerial Effectiveness

HUMAN RESOURCE MANAGEMENT AND
ORGANIZATION DEVELOPMENT

- Team Building

- Leadership Skills Development Program

- HR for HR Professionals

- Personal Effectiveness and Conflict Resolution

INTERNATIONAL BUSINESS

- Export Import Procedures and Documentation

- Export Marketing and International Trade
Operations

- Effective Trade Fair Participation

- International Market Research

Competitive Advantage
- Strategic Management and Leadership for Impact

SUSTAINABLE DEVELOPMENT PRACTICES
- Organizational Sustainability and Inclusiveness
- Visioning the Organization
- Understanding Rural Mindset : Opportunities and
challenges in tapping BOP
- Organization and Public Policy Issues
- Corporate Social Responsibility

For any one of the programs in the Bouquet or for refined need-based adaptations, you may please contact the following:

Prof. K.K. Sinha

Chairperson, Centre for Management Development and Training
Mobile : + 91 - 9910145678

E-mail : kishore.sinha@bimtech.ac.in

Birla Institute of Management Technology

Ms. Neha Arora

Manager, MDP

Mobile : + 91 - 9650977042

E-mail : manager.mdp@bimtech.ac.in / neha.arora@bimtech.ac.in

Plot No. 5, Knowledge Park I, Greater Noida (NCR), Uttar Pradesh 201 306, India

Ph. : +91-120-2323001-10 (Ext. 412)

www.bimtech.ac.in
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driven executive education. There is a
huge value in providing employees the
opportunity for peer-learning and exposure
outside the company. This enhances their
understanding of the business context and
helps them network with other professionals
and faculties from across the globe, thereby
adding a renewed perspective.

Show me the money — The How Much
Executive development doesn’t come
cheap. Tuition for a single open-enrollment
course at a top US business school ranges
from $4,500 to upward of $12,000 per
person. For example, a 3-day-program on
leadership in a top Indian business school

Do you measure the ROI?

63%0

MEASURE ROI ON
INVESTMENT IN EXECU-
TIVE EDUCATION

3590

MEASURE ROI MEASURE ROI USING A
THROUGH SUBJECTIVE FORMAL STRUCTURED
FEEDBACK PROCESS

Source: People Matters Survey on Executive Development, 2012
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ranges between INR 1,00,000 to INR
2,00,000. Then there are the travel and
stay expenses and most importantly, the
opportunity cost of a high performing execu-
tive’s time away from the job. Customized
programs, depending on the school and the
number of participants, can run into the
hundreds of thousands too.

But the cost involved is not the key
determinant when selecting a program. The
Survey results indicate that the relevance of
the program and its expected benefits are
the most important factors when selecting a
program, as confirmed by 69 percent of the
respondents; caliber of the faculty also plays
a crucial role, with 67 percent respondents
rating this factor as high; flexibility in course
design and delivery is also critical, affirmed
by 56 percent respondents. Cost emerged
as an important consideration only to 24
percent of the respondents.

Nearly 70 percent of the surveyed
respondents invest less than INR 10 lakh
per annum per person, while 20 percent set
aside between INR 10 to 20 lakh per annum
per person. 7% of respondents budget more
than INR 50 lakh per annum per person.
This budget allocation correlates with the
preferred choice of providers, as majority of
Indian companies utilize their budgets with
domestic players.

Can we ‘count’ everything that counts?

According to the survey, 63 percent
respondents affirm that they measure ROI
on executive development interventions.
Lacking a more precise method of measure-
ment, 2 out of 3 companies which partici-
pated in the Survey use interviews to collate
subjective feedback from participants and
their managers, while 1 out of 3 claims to
have a formal process in place to measure
return on such investments.

From our interactions with senior profes-
sionals, it is evident that while companies
continue to aim at building methods to
measure the return on investment for execu-
tive education, specially as the quantum and
frequency of these programs keep growing,
the attitude towards what that measure



can achieve has dramatically changed. Dr.
Santrupt Misra of Aditya Birla Group affirms
that seeking a quantitative ROI on senior
leadership development is not always accu-
rate. As a matter of fact, the investment in
leadership development is intangible and
cannot always be measured in economic
terms. “Peer learning that takes place on such
interventions also lead to process improve-
ment; employer brand is also an indicator
of return on investment made on executive
education,” adds Dr. Misra. The effectiveness
of such investments must be assessed against
the macro indicators emerging as a result of
those investments. For example, effectiveness
is measured in terms of increased level of
engagement in the senior management team;
reduced attrition at the executive level; and
whether or not it has resulted in the business
outperforming its competitors.

The traditional measures of ROI on
executive development programs include Dr.

Donald Kirkpatrick’s Learning Evaluation
Model, and Dr. Jack Phillips’s ROI Measure-
ment Model. Organizations seek to gauge
such programs based on the relevance of the
content to the context of the business, the
application of this content and the benefit
derived from its application. As Deepak
Chandra, Deputy Dean, ISB says, “today, a
majority of organizations seek to measure
the effectiveness of the program basis its
contextual content and application, and
few are actually attempting to measure the
ROI in terms of the benefit derived from its
application.”

Respondents in the Survey have shared
their expected benefits from investment in
executive development as being a broader
understanding of the business complexi-
ties (85 percent), ability to manage and
lead people better post intervention (83
percent) and more engaged and motivated
executives (82 percent). Trying to put a
rupee number on this can be misleading
as most of these observable benefits are
rather difficult to quantify.

Preferred Programs
Where is the money going?

>—¢

>—¢

Short-term Short-term
customized off-the-shelf
MDP program

COVER STORY

Online execu-
tive education
course

Source: People Matters Survey on Executive Development, 2012

Benefits of executive development
are not dependent on the courses alone.
Columbia University researchers research-
ers show that alumni who had supportive
bosses were more successful after taking
the program than those whose bosses
where unsupportive, uninterested or
otherwise, disengaged. The best execu-
tive education program will not pay back at
work if the environment does not encourage
development and the organization does not
have a solid process for continuous learning,
succession planning and career path. Even
as companies will have to find answers to
the critical “Ws”, they will also need to focus
on ensuring that they do not leave money on
the table. There is an equal need to ensure
that they build the required support, culture
and environment, to extract the maximum
benefits from those interventions. zm

Footnotes

1 UNICON is a consortium of business schools including Columbia, Harvard Business School, Stanford

GSB,Wharton, ISB and London Business School, to name a few.

2 Bersin & Associate Study cited in a Centre for Creative Leadership report: Driving Performance: Why

Leadership Development Matters in Difficult Times (2008)
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Skills for life

SEEMA ARORA NAMBIAR, Director, People Resources, McDonald’s India (West & South)

On an average,
about 20 percent of
the management
positions across the
organization go
through executive
programs

defined leadership pipeline is a

A;ritical focus in a high-growth
usiness like ours. The primary
competency we address is improve-
ment of managerial decision-making.
Those in positions upwards from
restaurant manager at McDonald'’s,
oversee multiple processes, which
demand skills like people manage-
ment and interpersonal relationships
for smooth running of the business.
The ability to work more effectively
towards the larger business goal and
react on multiple levels becomes very
important, and executive education
plays an important role in building
these abilities.
We focus on giving all our employ-

ees ‘skills for life’ and hence, budgets
are flexible based on the needs

identified both at the group level
and the individual level. The number
of employees qualifying for these
programs is variable as it depends
on the performance gap assessment
of the employees. On an average,
about 20 percent of the management
positions across the organization go
through some executive programs.
McDonald’s has tied up with RAI
Institute for BBA programs in retail
management, and with Symbiosis and
Welingkar for MBA programs. The part-
nership with Welingkar also includes
special programs that give credit for
the McDonald’s training. We are also
in talks with institutes like ISB and the
Richard Ivey School of Business for our
senior teams in order to provide our
employees with the best education.

Leadership, Entrepreneurship & Ownership

DEEPAK BHARARA, Director - Corporate HR, Lanco Group

t Lanco Group, the development
Aof the top two strategic layers

is catered to through the Lanco
Leadership Framework. The Lanco LEO

includes three dimensions of Leadership,
Entrepreneurship, and Ownership that

of internal trainers as well as tie-ups
with external experts,further contrib-
ute to developing leadership through
customized programs. The Academy
focuses on three pillars - firstly,to
promote the vision, mission, values

defines a leader at Lanco. Each dimension
has a set of 8 elements, which is a combi-
nation of competencies, values and behav-
iors that a Lanco leader must manifest.
The LEO assessment of leadership
potential helps identify the gaps between
the mininum level and the desired level.
This is done through a two-fold process
that includes multi-source feedback and
an appraisal by the top management. This
metrics helps in creating IDPs (Individual
Development Plans) to bridge the gap.
The Lanco Academy facilitates the
process of learning, keeping with its core
value of continuous learning. The set

and desired culture by way of assimila-
tion and induction, and secondly, to
build sustainable business capability,
which cuts across boundaries. The
identified business capabilities, like
business acumen, project management,
procurement negotiation, legal agree-
ments, etc., aim at building capability
for all senior people. And lastly, the LEO
aims at developing the 24 identified
elements. Further, the effectiveness, of
such initiatives is measured based on
how the individual is conducting her/
himself and the improvement in the
scores on the performance parameters.

The LEO assessment
of leadership poten-
tial helps identify the
gaps between the
minimum level and
the desired level
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Need you always measure?

RAJEEV DUBEY, President, Group HR & Aftermarket Sector, Mahindra & Mahindra

t Mahindra, unleashing of
human potential is at the core
f what we do and the same

is well represented in the execu-

tive education programs. Focus on
pre-training, during-training and
post-training assessment becomes
absolutely important to understand
the benefits derived from these
interventions. Mahindra has a ready
approach towards executive education
and a major part refers to custom-
ized programs. We focus on getting
answers on the why, where, who and
what, before we think about investing
in executive education.

Executive education at Mahindra is
just one part of the whole leadership
development ecosystem. And while
clarity about executive education is

important, what is really critical
is what you do with that educa-
tion and how you implement it.
Therefore, customization based on
expected outcomes, use of action
learning and making it fun and
exciting, are the big contributors to
what makes an effective executive
education program.

Since time and money are being
pumped into developing lead-
ers, and executive education is an
important part of it, we would like
to have a return on this investment.
While there is a need to measure
and be specific, there is also a huge

COVER STORY

Mahindra has a
ready approach
towards executive
education and a

va}ue, from Flme—to—pme, in letting major part refers
things remain undefined, and ized
letting the process of osmosis take to customize
over to help release greater value. programs

Self-interest, business needs & budgets matter

KRISHNAN K.S., General Manager and Head - Culture and Competence, MindTree

s one’s role and the world changes
A)ver time, it is necessary to stay up

o date, thus making continuous
learning a way of life today. While contin-
uous learning can happen by oneself, via
training or on-the-job epxerience, there
is a need to understand the fundamentals
from external experts and that is where
executive education plays a role.

Senior level managers are nomi-
nated by the management for executive
education programs. A three week mini
MBA program with premium manage-
ment institutes has been rolled out for
certain people from a technical back-
ground moving into a business/manage-
ment role at leadership level. Another
program offered to our top performers
is a 1 year full-time MBA sabbatical in
a premium management institute in
Europe.

The number of employees qual-
ifying for such programs can vary
¥ year-on-year, since this depends

on business needs and budget

availability. Some of the measures
that we use to study the impact on
business outcomes are comparing
the performance of a candidate on
critical business parameters pre
and post the program and looking
at how executive education has
helped candidates in and during a
role change.

While continuous learning can happen by oneself,
via training or on-the-job, there is a need to under-
stand the fundamentals from external experts
and that is where executive education plays a role
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ROl is not just a number

DR.SANTRUPT MISRA, Chief Executive Officer Carbon Black Business & Group HR Director, Aditya Birla Group

he world of knowledge is continu-
I ously moving and our executives

are stepping into new waters and
therefore, they need to gain new knowl-
edge, new experiences and new skills.
Executive education creates an oppor-
tunity for peer learning - when people
come together, they have the opportu-
nity to learn from each other.

We review our courses, our learn-
ing associates and where we send our
people to. For example, we may find that
increasing knowledge on geopolitics
is important in today’s scenario, so we
find appropriate associations where
our managers can learn more about
geopolitics. For senior managers, we
educate them on ‘future of work’ as it
would be relevant in the years to come.
When finalizing on the institution, the

Executive education

creates an opportu-
nity for peer learning
- when people come

together, they have

the opportunity to
learn from each other

content is of primary relevance and
the reputation of the institution also
influences our decision.

The ROI in this case is not just
a quantitative number. But the
return on such investments must
be measured against what is the
objective of executive education.
Or does it help in building bench
strength to meet the future market
needs? Therefore, the effectiveness
is reflected in the level of engage-
ment seen in the senior manage-
ment team; what the executive level
attrition is; and whether or not it has
resulted in the business outperform-
ing its competitors. Thus, when there
are many such macro indicators
emerging, we can confirm that there
is a return on investment.

Client feedback is a critical input

SRIKANTAN MOORTHY, Senior Vice President and Head - Education and Research, Infosys

While doing a real
ROI calculation is
tough, client feed-
back s a critical
input to assess the
effectiveness of
these programs
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ducation at Infosys includes
Eall components like content

creation, content delivery, knowl-
edge assessment and knowledge
management The charter for the
Education and Research depart-
ment is competency development,
and a large part of the competency
development for experienced people
happens in-house through continu-
ous education programs; though
some of our people do go for exter-
nal programs. Anybody with over 6-8
years of experience can be sent for a
short intervention or long interven-
tion in a business school. For the
experienced people, competence
requirement is assessed on four
dimensions - technology, business
domain, processes and soft skills.
There is a framework which allows
people to earn credit points for
the competencies they acquire by

attending several programs on proj-
ect risk management, communica-
tion skills, architecture, and strat-
egy that are run in-house. We also
co-create and co-deliver programs
in partnership with business schools
and universities, for example, with
the Singapore Management Univer-
sity and joint programs with the
University of Coventry in the UK.

Around 70,000-75000 people go
through such interventions inter-
nally, whereas the number of people
who go outside for a program
would be in hundreds. There is a
‘train the trainer’ program as well,
where internal people are trained
to deliver content developed by the
university in our in-house facilities.
While doing a real ROI calculation
is tough, client feedback is a critical
input to assess the effectiveness of
these programs.



Alliance University is a Private University established in Karnataka State by Act No. 34 and is notified under the list of
Private Universities maintained by the University Grants Commission (UGC), New Delhi. Alliance University School of
Business is ranked fifth best among the private B-schools in India by CNBC - TV 18 partnered with C-fore in “The A-List of
B-schools 2011.”

Admissions 2012

Master of Executive Master of
Business Administration Business Administration
(MBA) (Executive MBA)

Full time; Two years Full time; One year coursework
Key Features
» Magnificent infrastructure - comparable to the best in the ¢ Articulation agreements with leading universities and
world institutions abroad provide for student exchanges,
 Rigorous, relevant, contemporary and progressive internships, short-term certification programs and dual
curriculum degree opportunities
+ Delivered by accomplished full-time faculty and ¢ Placement facilitation in companies across industry
embellished by international adjunct faculty sectors
« Extensive industry interactions * Scholarships available for eligible students

For details regarding eligibility, application procedure, selection process, scholarships and
specializations, please visit: www.alliance.edu.in

Chief Admissions Officer
ALLIANCE UNIVERSITY
Chikkahagade Cross, Chandapura-Anekal Main Road, Anekal, Bangalore - 562 106, Karnataka, India
Tel.: +91 80 30938000/1/2/3/4/5 | Fax: +91 80 27841600 | E-mail: enquiry@alliance.edu.in




EXECUTIVE EDUCATION

IN BRIEF

Breaking down the
measurement of
ROI on executive
development in the

design, delivery and
post-program stages,
allows organizations to
understand the value
of such investments
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Measurin

the immeasurable

Investing in executive education is more than writing a
cheque; it requires managers to engage with the learning
and disengage from their everyday

by Dr. Ariff Kachra

hen I was grow-
ing up, my parents
were persistently
subtle about their
expectations regarding my
education. They wanted me to
be a medical doctor. Recently

him if he was disappointed that I ﬂ

I never became a doctor. He

quickly replied, “Well, you are a

doctor, just not the kind I thought you would
be - and frankly, I am glad.”

I was a bit shocked when he added ‘and
frankly I am glad’. How can the key buyer
of my education be glad that things didn’t
turn out as expected? My medical doctor
friends make more money than I do with
my Ph.D. So, how can my father be glad that
the return on his investment did not pan out
as planned?

When we educate our children, we do
not measure the value of that education by
focusing solely on tangible outcomes. So,
why then do we want to measure the benefits
of executive education as though we are
calculating the return on investment on a
piece of machinery?

I spoke to my father and asked —-.| £

What is education — what is investment
- what is return?

To answer the question of ROI on execu-
tive education, we need to revisit three
words - education, investment and return.
Measuring the return on training has a
long time track record of success. You can

measure employee output, skill
acquisition, skill application,
and individual performance.
But, training is very different
from education. When an execu-
tive level manager goes through
executive education offered by
a world-class institution, the
expected return is to emerge
with new, value creating ways
of thinking about their business
and bring change in the way the executive
thinks. However, measuring this return is
next to impossible.

Many of us take a narrow approach in
how we think about investment in execu-
tive education; limiting our definition of
investment to the number on the invoice
that is given by the delivering institution.
However, investment is far deeper and
complex. Investing in executive education
is more than writing a cheque; it requires
your managers to engage with the learning
and disengage from their everyday.

Most of you at this point are thinking that
if we define the ‘return’ as intangible and
the ‘investment’ as equally intangible, then
why does not that make the entire idea of
measuring ROI moot? That is not the goal;
the goal is to lay out the practical reali-
ties of the challenge in measuring return
on investment of executive development.
Among executive development institutions
and their clients, there is a bias to measuring
ROI only post program. In order to have a
robust measurement of ROI, we must look
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EXECUTIVE EDUCATION

beyond post program measures; in fact,
ROI on executive development should be
measured at all three stages of the process
- design, delivery, and post-program.

Measuring ROI in the design phase

The global trend in executive educa-
tion is moving towards more customized
company-specific programs. For such
programs — design, which is the first phase of
executive education, is crucial. To measure
ROI during the design phase, we have to
pay attention to the four Ps of design - PhDs,
practice, publications and proficiency. The
basic message is that you get what you pay
for! If you want your executives to truly
benefit from an executive education program
by emerging as more creative thinkers than
before, you need to expose them to world-
class faculty.

Faculty should be experts in the field;
have real-life, practical business experience;
and be active in building a body of knowl-
edge that is contextual to India.

If clients of executive education do not think
about ROI at the design & delivery stage, they

are unlikely to see meaningful results when
using post-program measures
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Measuring ROI in the in-class delivery
phase

Buyers of executive education have to
focus on 3 elements of in-class delivery when
measuring ROI - the methodology, content
and application opportunities.

Traditional lecture methodologies are
passé; they are based on the flawed assump-
tion that the expert in executive education
is situated at the front of the room. The
truth is that in a transformative executive
education experience, the meeting of the
mindsets must emerge between participants
and between the participants and the faculty.
Therefore, discussion methodologies like the
case method and simulations are the best
ways to educate executives.

As a buyer of executive education, you
must also determine if the content will give
you the right return. The strongest content
is one that balances relevance, with world-

class best practices and creativity. Certainly
some content has to be Indian based - but
a great deal of it has to tap into global best
practices.

Finally, the measure of ROI in the in-class
delivery phase is to ask: how much time will
be spent in the executive education program
on application? Will the faculty remain a
faculty member discussing concepts and
ideas or will they actually play the role of
consultants uncovering and dealing with real
issues faced by the executives in the room?
Without this level of application and engage-
ment, value is difficult to create.

Measuring ROI in the post-program
phase

Finally, we get to the phase where
most people have focused their efforts on
measuring ROI, i.e. post-program. The
current methods of measuring ROI at this
stage include measures like participant
reaction via a survey after a particular
program; ranking participation reaction
to this program vs. others; quantifying
performance results of the participants
after the training; and so on.

While these are good measures, they are
certainly not perfect. However, if clients of
executive education do not think about ROI
at the design and delivery stage, they are
unlikely to see meaningful results when
using these typical post-program measures.

For those readers looking to find a
causal relationship between executive
education and performance, the search may
never prove fruitful.

So where does this leave us? Well, back
to my father - I didn’t just worry about his
comments about my being or not being a
medical doctor - I called and asked him:
“So Dad, do you think - as the key buyer
of my education - it was all worth it?” He
replied, “So, it only cost me money - it cost
you time - do you think it was worth it?”
I thought about my reply for a long time...
basically I have no real regrets. I have
never debated the value of education. But,
it took me years after my formal education
to understand that good quality education
is the only one that stays with you over time
and the only one that creates true return
on investment. =m

Dr. Ariff Kachra is a Strategy Professor and Managing Direc-
tor — India at Richard Ivey School of Business. He is also the
Founding Editor of the Ivey Business Review
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Lortact wurrers fi€ip i1 improvising the bottom line of a business
but managing the same is a very complex operation. Adhering to
statutory requirements, safety & security issues, accidents &
compensation, periodic medical checkups, there is a long list of
issues which the HR department has to struggle with, for a smooth
operation.

LabourWorks™ is an Enterprise Contract Labour Management
System which helps in profiling the workers on Internationally
accepted Security norms and helps in handling most of the issues
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Gammon India

Bangalore International Airport
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Nokia Telecom SEZ

Taj Hotels

ITC Welcome Group

Hyatt Hotels

Zuari Cement

Microsoft India

Siemens India
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Mahanagar Gas
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Kanpur Edible

Jubilant Organosys
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EMPLOYEE BENEFITS

Work-L1i
Benefits

What's

#trending?

The Edenred-People Matters Survey on Work-Life Benefit Trends 2012

IN BRIEF

Survey reveals that
organizations are

leveraging work-life
benefits to drive
attraction, engage-
ment & retention
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The influx of diverse demographic groups joining the
workplace has triggered a revised approach to work-life

balance and its related benefits

inety two percent of organiza-

tions allocate 20 percent of the

rewards basket to non-cash

components as a part of their
benefits program. The Edenred-People
Matters survey reveals how organizations
are leveraging the work-life benefits of these
non-cash components to build a holistic
employer value proposition.

Work-life benefits bring the right priori-
tization of work and life, which is integral
to both employers and employees alike in
driving business growth. With the influx of
diverse demographic groups in the work-

place, a revised approach to work-life balance
is required along with benefit offerings.
These benefits are designed to bring more
flexibility at the workplace so as to facilitate
employees in achieving their best while at
work and balance their personal lives without
one having any adverse affects on the other.

The non-cash component

Organizations are providing relevant
non-cash rewards, which are in line with
employee needs and aspirations, the stra-
tegic direction of the business and what the
business values from its employees. In more



KEY FINDINGS

+ 92% of the respondents allo-
cate 20% of the rewards budget
to non-cash components

+ 80% believe that rewards &
incentives help to engage &
retain employees

+ ESOPs, rewards, insurance and
wellness score highest in strate-
gicimportance

+ 50% use company policies
to communicate non-cash
benefits at the time of joining

+ 41% expect an increase this
year in the budget allocated to
non-cash benefits

than 80 percent of the organizations
surveyed, rewards and recognition is
a critical component of the rewards
basket, whereas 79 percent give rele-
vance to insurance and 70 percent
promote meal benefits.

Budget allocation on non-cash
components

Nearly 45 percent of the respon-
dents stated that the budgets allo-
cated to non-cash components of
the rewards basket, range between
10-20 percent of the overall employee
budget. 15 percent of respondents
said that their allocated budget is
over 20 percent, while the remaining
allocated less than 10 percent to non-
cash components.

Many organizations try to offset
the cost involved in outsourcing non-
cash benefits by investing on inter-
nal practices and policies that are

designed to meet the aspirations of the
organization, but there are organiza-
tions that have opted to outsource. 62
percent of the respondents confirmed
that they outsource meal benefits,
while 53 percent outsource insurance
to a third party in the absence of any
in-house capabilities to administer
such non-cash benefits.

Are your employees aware?

It is imperative to communicate
these benefits to employees so that
these programs are perceived to be
consistent and transparent. The survey
states that almost 50 percent of the
respondents communicate their bene-
fits through policies that are signed
by employees at the time of joining,
23 percent use induction programs
as a platform and approximately 13
percent convey the same through
regular mailers or in HR meetings.

What lies ahead

While it is clear that non-cash bene-
fits help in promoting talent retention
and engagement, 54 percent of the
respondents believe that the budget
allocation for the non-cash benefits
will remain pretty much the same in
the coming financial year, whereas 41
percent of the respondents expect an
increase in the budget allocation.

Methodology

Responses to the questionnaire
were sought from 117 senior HR
professionals who belonged to

diverse sectors including BPO/IT/
ITeS, BFSI, telecom, construction/
engineering, retail, manufactur-
ing, pharmaceutical/healthcare
and professional services.

EMPLOYEE BENEFITS

LEVERAGE ON
THE INTANGIBLES

Sandeep Banerjee
MD & CEO, Edenred

rganizations across the

world are constantly

reinventing themselves
to provide the best possible
work-life benefits for their
employees to help them improve
their performance and keep
them motivated. Recent trends
in employee loyalty and benefits
show that a structured rewards
and recognition program,
together with a well thought out
work-life benefits package, goes
along way in retaining talent and
nurturing loyalty. Insights from
the study showcase the impor-
tance of non-cash components
in the rewards basket (includ-
ing work-life benefits like meal
vouchers, health benefits, child-
care benefits, etc.) and how using
the intangibles creatively can
help companies drive employee
engagement and retention.
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TO MANAGE OUR YOUNG
TEAM MEMBERS, WE IMBIBE
A CULTURE OF OPENNESS,
TRANSPARENCY AND FUN

Basab Bordoloi, VP-HR, Admin
& Corp Affairs, Jubilant Food-
Works (Dominos Pizza Division)

=

HOSPITALIZATION INSUR-
ANCE FACILITY FOR SELF AND

FAMILY, ESPECIALLY PARENTS,

IS VERY WELL REGARDED BY
EMPLOYEES

Anuraag Maini, Executive VP -
HR & Training, DLF Pramerica
Life Insurance Company

ITIS INTEGRAL TO LEVERAGE
THE DIFFERENT CAPABILITIES
AND PERSONALITIES THAT
PEOPLE HAVE AS INDIVIDUALS

Saikat Chatterjee, Manager HR,

South West Asia, InterConti-
nental Hotels Group

WE INVEST IN OUR PEOPLE TO
DEVELOP THE SKILLS THEY
NEED TO TAKE ON BIGGER
ROLES

Deepa Kapoor, Vice President -
Diversity and CSR, Genpact
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EMPLOYEES LOOK AT ESOPS
AS MEANS TO WEALTH
CREATION & VALUE ITS
REWARD MECHANISM

Elizabeth Nanda, Chief of
Human Resources & Training,
Fabindia

TWO MAJOR COMPONENTS
THAT ARE NON-CASH IN OUR
SYSTEM ARE RETIRALS AND
INSURANCE

Dr. Anadi Pande, VP, HRM,

Corporate Planning & Strategy,

Hero MotoCorp

3 MOST POPULAR NON-CASH
COMPONENTS

80%

Rewards &
Incentives

79%

Insurance
Coverage

BUDGET ALLOCATION FOR
NON-CASH COMPONENTS

4[‘.% Allocate between 10-20%

15% Miocate over 200

HOW IMPORTANT ARE NON-
CASH COMPONENTS

10/10

Consider rewards and recognition, insurance
cover & health & well-being as most important

COMMUNICATING THE BENEFITS

Use policies at the Use the induction
time of joining program




ADMINISTERING BENEFITS:

WHAT'S PREFERRED?

62% 38%

outsource have an in-house
their benefits
programs to a

third party vendor

WILL THE BUDGET MOVE?

41%
expect an increase

in the budget
allocated

5%
foresee a decrease
in the allocated

budget towards non-
cash components

14% 13%

Use the internal
communication team

Use regular mailers
or HR meetings

manual process or an
enabled technology to
administer benefits

A ROBUST CULTURE OF FUN,
CELEBRATION, INDEPENDENCE,
CARE AND TRUST AT WORK
KEEPS EMPLOYEES ENGAGED

Rajesh Rai, Director (HR),
United Colors of Benetton, India

ONCE YOU ACKNOWLEDGE
THE CONTRIBUTION OF AN
EMPLOYEE, HE/SHE FEELS
VALUED, RECOGNIZED AND
REWARDED

Sanjay Rawat, Vice President
& Head-Academics, Aegis
Global Academy, Aegis Limited

(=

——
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PROVIDING EMPLOYEES WITH
FUN IN BETWEEN WORK TAKES
AWAY THE BOREDOM AND
KEEPS THEM ENGAGED

Gokul Santhanam, Senior VP &
Head - Global Compensation &
Benefits, MphasiS

TOTAL REWARDS AND PERFOR-
MANCE DEVELOPMENT UTILIZE
CASH AND NON-CASH INCEN-
TIVES TO REINFORCE DESIRED
EMPLOYEE BEHAVIORS

Sangeeta Singh, Partner -
Human Resources, KPMG

OUR PHILOSOPHY OF ICARE
TAKES CARE OF INCLUSION,
COACHING, APPRECIATION,

RESPECT AND EMPATHY FOR
EMPLOYEES

Yuvaraj Srivastava, Vice
President-HR, PepsiCo India
Holdings

RECOGNITION OF AN INDI-
VIDUAL IN FRONT OF PEERS
& TEAM CELEBRATIONS
ENHANCE MOTIVATION

Vivek Tripathi, Chief Human
Resource Officer, Lava
International

email us at research@peoplematters.in for the complete report
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LEADERSHIP

usiness in the globalized economy

is a civilized version of war. Compa-

nies, not countries, are battlefield

rivals and we have entered the era
of total competition. There is a battle-ready
competitor somewhere, who is busy think-
ing how to beat you. The ancient Chinese
Strategist Sun Tzu who wrote ‘The Art of
War’ said “Rules of the war never change
only weapons change”. Many methods used
in sales campaigns, marketing strategies
and competitive tactics, are in fact based
on military analogies. So, what lessons can
business leaders today learn from the history
of warfare?

World War I, Il, & Defeat of Hitler

The scale of the slaughter of soldiers in
World War I was appalling. After the great
successes in the early part of the war, Hitler
was convinced that he was a military genius
and the German race could overcome any
obstacle. When he attacked Russia in the
summer of 1941, he was so confident of
victory that there were no plans for a winter
campaign; no winter coats for the soldiers
and no winter oil for the tanks. He ignored
the advice of his Generals and pushed his
forces down towards Stalingrad and then

A Leader’s
Combat Zone

In the life-or-death quest for strategic change, the battlefield
has much to teach businesses today

by Prof. (Col.) Sudhir Raje

>
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refused to allow them to withdraw or regroup
when the communication lines became over-
extended. His arrogance and overconfidence
built a barrier to criticism and thus he never
used the full talent of his team. Eventually,
Germany was overwhelmed by the weight of
Russian, American and British forces.

Lesson 1 - A narcissist CEO will lead
the business to disaster. Strong vision and
belief are essential, but a leader who blocks
constructive criticism and ignores the input
of his team is doomed.

Lesson 2 - One of the best ways to beat
an established competitor is with a new tech-
nology. Amazon used Internet technology to
directly address the needs of book buyers.

Lesson 3 - Assuming that new contests
will be similar to previous ones is danger-
ous. The best way to combat an opponent,
who has a strong defensive position and
barriers to entry in a market, is to go
around those barriers and find a new way
into the market.

Lesson 4 - Effort, courage and hard
work are not enough. When competing with
a well-entrenched opponent, you need a new
technology or approach to achieve a break-
through. A long war of attrition debilitates
both sides.



India China War - 1962

The hub of Sino-Indian difference on
border continued to be the Aksai-China
plateau. It was of vital strategic significance
to the Chinese, as it was only through this
area that China could establish a road link to
Tibet. Aksai-China on the other hand held no
such advantage to India and was of no strate-
gic significance for defence. For India, it was
a question of national sentiments aroused
by loss of territory. But this admirable senti-
ment was not tempered by military logic.
Vociferous media and opposition parties
forced reluctant Nehru on a confrontation
course. The Battle of ‘Namka Chu’ is a
classic example where the decisions made
by a pacifist Prime Minister, an arrogant
Defence Minister and a politically connected
General, caused the rout of a proud brigade
with many of its men dying like animals in a
cage. Chinese army supported by its massive
manpower, overpowered the Indian Army,
which was ill-equipped and ill-trained to
fight in mountainous terrain. Chinese used
superior tactics and strategy to defeat India.
They moved swiftly and completely surprised
India as our leaders were still advocating the
‘India-China Bhai-Bhai’ policy.

Lesson 1 - In tough conditions, winning
CEOs are those who have a clear vision and
can communicate it to their people.

Lesson 2 - If you do not have a superior
force or technology, then try a different
tactic, and surprise your opponent.

Lesson 3 - It is no use going up against
someone who has an 8-ft spear with a 4-ft
spear. You need a different weapon. If your
competitor is the giant in the market, you
need a radical approach, so that you can
strike rapidly and accurately.

India-Pak War 1965, 11 & Kargil
The Indo-Pakistan War of 1965, 71 and
Kargil were a culmination of skirmishes that
took place between Pakistan and India over
the disputed region of Kashmir, the first
having been fought in 1947. The war began
following Pakistan's ‘Operation Gibraltar’,
which was designed to infiltrate forces into

Jammu and Kashmir to precipitate an insur-
gency against rule by India.

Pakistan was comparatively weak and
used the war against India to overcome
their internal difficulties without coherent
policy or goals. As a result, Pakistani Army
did not have a winning attitude and suffered
heavy losses to their men and materials.
Operations undertaken by the Pakistan Army
in Bangladesh or Kargil did not have any
tenacity of purpose. The combination of a
competent and highly motivated army with
a clear goal and mission was simply unbeat-
able by the Pakistan Army.

Lesson 1 - Dynamic leadership can
withstand competitors’ continuous efforts
to dislodge the opponent.

Lesson 2 - Corporate stalwarts should
have the capability to effectively transmit
their organization into a winning position
and inspire them to learn, adapt, and adopt
in order to achieve desired goals.

Lesson 3 - The tenacity of purpose and
the will to close-in with the competitor,
are essential for the success of the enter-
prise. Objectives are not fate; they are not
commands; they are commitments.

In a life-or-death quest for strategic
change, business has much to learn from
war. Both are about the same thing -
succeeding in competition. Even more basic,
both can be distilled to four words: informed
choice and timely action. The key objective
in competition - whether business or war - is
to improve the organization's performance
by generating better information than the
rival, analyzing information quickly, making
sound choices, and converting strategic
choices into decisive action. rm

IN BRIEF

War strategies from
the World War, Indo-
China War and India-

Pakistan War can

teach business lead-
ers to perform in the
competitive scenario

Col. Sudhir Raje is Professor at Atharva

Institute of Management Studies
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LEADERSHIP

IN BRIEF

Often, it is the CEQ’s
inability to energize

and excite the Board
that makes them
mere passengers in
the bus
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ecently, a member of the

Board of a large company

told me that a Board member

is like a passenger in a bus

f which the CEO is the

driver. Startled by this, I asked him ‘why
he felt so?’ He narrated that the key role
of a CEO is to drive the company and if
he does not engage the Directors and
use their expertise, they are as good as
passengers in a bus. The metaphor of
the passenger used for Directors is not
without significance.

Apart from providing leadership to the
management team, the CEOs (whether
they are designated as Chairman or
Managing Director) are also expected to
provide leadership to the Board. In my
professional life, I have come across some
companies, even with celebrated individu-
als on the Board, languishing for perfor-
mance. A deeper analysis reveals that
where the CEO is not able to engage the
Board and use the expertise of the individ-
ual Directors, the company may be on the
course to decline. Whenever a company
does not perform, we tend to attribute it
to market forces, competition and even
lack of motivation in employees. We tend
to ignore that the decline has possibly set
in because of the disengaged Board.

BOARD

A synergistic Board, where the CEO
builds a symbiotic partnership with the
Board, is possibly what every stakeholder
expects from the company’s leadership
structure.

As a member of the Board of some
companies, I could discern that effec-
tive CEOs always endeavor to discuss
long-term issues like vision for the future,
technology, customer centric innovations,
economic environment, strategies of the
competitors for business growth, capabil-
ity gaps, leadership and succession issue,
analysts’ reports on the company, etc. They
are able to seek the Board’s ideas, inputs
and perspectives on many of the qualita-
tive issues including soft issues. Their
keenness and enthusiasm to discover and
get the best out of the talent in the Board
is widely known. Contrary to this, an inef-
fective leader keeps the Board busy and
occupied with compliance related issues or
for rubber stamping decisions.

It is said that a Board is as effective
as its CEO or more aptly, as the CEO
wants it or allows it to be. How the CEO
walks an extra mile and proactively takes
the initiative to encash on the specialist
knowledge and expertise of its members,
how truly he bares his chest on the serious
problems confronting the company, how

LEADERSHIP

A CEO’s leadership in steering the Board or the lack of it, is a
strong influence in the long-term success of the organization

by Dr. Anil K. Khandelwal



does he balance between certain unethical
practices prevalent in the industry and his
own company’s ethos and value systems, will
all be testing a CEO’s nerves. He can initi-
ate a few open-ended knowledge sessions
involving agenda less discussions, raising
and seeking to find collective answers to
the most fundamental questions concerning
his business. In such sessions, he can bring
in industry experts or domain specialists to
share their perspectives and influence the
thinking of the Board.

It is extremely crucial for a CEO to
understand the power structure within the
Board and strive towards building cohesion.
Personal chemistry between the CEO and
the Board is a key factor contributing to
the overall effectiveness of an organization.
Different Board members have different
orientation and it is necessary for the CEO
to help them see the larger picture.

In March 2005, when I took over as CMD
of Bank of Baroda, the analysts’ reports
adversely commented on the Bank’s perfor-
mance and especially about its poor credit
growth (at 2% against growth of other
PSBs ranging from 25 to 30 percent). The
Bank also lagged behind in implementation
of technology compared to its peer banks
and the ranking of the Bank and its market
share had fallen considerably.

We had some eminent people as Board
members who brought special expertise
from their respective fields. I had several
one-to-one sessions with some of the Direc-
tors to understand their perspectives on
a turnaround strategy for the bank. The
Directors readily agreed to spend 2 full days
to discuss strategies to leapfrog the bank to
new growth levels through planned transfor-
mational programs. We invited late Dr. Udai
Pareek, a well-known HR/OD academician,
to attend the Board meeting and help in
processing multiple view points to give us a
distilled view of the discussions. This meet-
ing, where the Directors shared their views
about the problems in various functional
areas laid the foundation for the new vision
of the Bank. Subsequently, it also helped us
in getting the Board’s nod on some critical
issues to transform the vision into action.

Vinod Rai (currently CAG) - a Masters in
Public Administration from Harvard Univer-
sity - always helped the Board to see the
bigger picture with emphasis on the role of
the bank in promoting development of social
sectors. Pradip Khandwala, former Director,

LEADERSHIP

IIM Ahmedabad and an expert in organi-
zational behavior helped us finalize the
consultants for business strategy and HR.
As member of the steering committee on
HR, his contribution to the deliberations
in framing a long-term HR strategy in the
context of the transformation program was
valuable. His knowledge and expertise in
the area of management helped in trigger-
ing insightful discussions in the Board.

Another Director, Dr. Deepak Phatak,
Professor of IT at II'T, Mumbai gave us
immense confidence in handling the vital
project on ‘Core Banking’ as none in the
management had the technical expertise
of handling a technology project of this
size and scale.

Much of our success in developing a
new identity for the Bank and achieving
extra ordinary business results was attrib-

It is said that a Board is as effective
as its CEO or more aptly, as the CEO
wants it or allows it to be

utable to an engaged Board who passion-
ately guided the Bank during its journey
of transformation.

In modern corporations operating in a
global environment, the CEO has to keep
the Board on centre-stage and provide
leadership to energize, excite and engage
the Board members.

The CEO is a strategic individual
and a Board is always as effective as the
CEO. Leadership of CEO or lack of it can
influence the long-term success of the
organization.

Finally, it all boils down to the reality
that some potential leaders may be best
qualified for a CEO role on paper on the
basis of their academic qualifications and
result orientation. But lack of specific
leadership skills in mobilizing human
effort, absence of a long-term vision and
team building abilities may not qualify
them for a CEO role more so when the
role at the top is to mobilize the ener-
gies of the Board as well as that of the
management team. Leadership grooming
for CEO position is a serious business that
requires rigor and vision at the top. =m

Dr. Anil K. Khandelwal is an HR profes-
sional 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. His book Dare to Lead (Sage 2011)
captures his experience of the turnaround.
Dr. Anil Khandelwal can be contacted at
akk1948@gmail.com
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What is the appropriate ‘HR-to-employee’ ratio across indus-
tries? What are the best practices in maintaining confiden-
tiality of performance rating? What are the critical factors in

selecting the right HRIS software?

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

THE COUNSELLOR

Role of HR in the performance appraisal
process

his being the time for the annual appraisal, the
question is whether HR be allowed to see all

details on how employees rate each other in
annual reviews or should they be restricted to only
access to the overall scores? Can you share some
best practices in how HR can facilitate the perfor-
mance process while maintaining confidentiality
of feedback?

In your company, it seems there is a
practice wherein employees rate each
other. Honestly, I have no idea as to what is
the purpose of such a practice and what is
achieved as a result; hence, it is very difficult
to comment on the role of HR.

In normal course, the managers do the
performance evaluation, rate the employees
and set the targets for the next year. In this
process, HR certainly has an important role
of facilitating the process, ensuring fair play,
ensuring the performance is well distrib-
uted, and the performance rating scores are
utilized for the rewards and recognition. HR
also plays an important role in the target
setting exercise for the next year. This role
is mainly that of a facilitator, ensuring full
alignment and existence of SMART objec-
tives that are well articulated with minimal
ambiguity.

* % %

How many HR people? What should be the
HR-to-employee ratios?

hatis the right'HR-to-employee’ratio? Are
there any benchmarks to refer to and is it

the same in all industries?

HR-to-employee ratio is a somewhat
controversial metric that can help establish
HR staffing levels. There is nothing called
a right employee ratio. To determine the
right ratio, you may consider various factors
illustrated below:

1. Benchmark companies of similar size
and in similar business to figure out
what may be right for your company.

2. Ratio will also be determined by the
life stage of your company. Are you in a
major growth mode, stable or on down-
turn? The extent of HR involvement will
be determined by what is happening in
the company today.

3. Are your employees concentrated in
few major pockets or are they widely
distributed.

4. Quality of workforce you deploy will
also be a factor that will determine the
appropriateness of the ratio.

5. Size of your workforce will also be one
of the determinants. If you are a small
company employing say 300 people, the
right ratio may be as high as 1:75.

6. What are the expected deliverables
from HR function will be another factor
that will determine the right ratio.

7. Level of automation, what is done
in-house, what is outsourced, etc., will
be another factor that will determine
the number of HR people that you will
employ.

The right ratio in normal course on an
overall basis can be anywhere between
1:75 to 1:150, depending on various factors
illustrated above.



HRIS platform - Which one to buy?

e are a pharmaceutical company
Wbased out of Gurgaon. We have

250 employees, mostly in sales who
are spread across the regions we operate in.
We are looking at investing in a HRIS system
but are quite confused on how to go about
it. What is the best SaaS Talent Management
Software available for SMEs? Can you share
your thoughts on how to decide on the right
product and what is needed to achieve a
successful implementation?

It will be difficult for me to recom-
mend any specific software for your
company. In one of the previous issues,
I did answer a similar question which
you may refer to. It really depends on
multiple factors. Some of them are illus-
trated below:

1. What are the objectives that you
have in mind for making investments
in HRIS?

2. You may be having only 250 people
today; however, what are the
manpower projections for next 4/5
years? The system that you buy
today should be scalable.

3. What is your budget?

4. What is the current ERP in the
company? Since most of the people
that you engage are sales personnel,
consider your sales management
applications, if any, ERP and other SUBSCRIBE TO DAY
relates applications. Look for the
possibilities of integration.

Size, scale, expected functionalities,
expected levels of automation, budgets,
cost benefits analysis, etc., will be the
major factors that will determine the

type of HRIS platform that you should Pe I
invest in. m Obp e

Leading People [ Building Organizations

Vivek is a Senior HR professional with over 35 years

f)f expgrience, ranging several lgadership _position§, S u bscn b eo nl | ne at

in India and abroad. He leads his consulting practice

since 2093 and prﬁsenﬂy WOYkS‘ asa Strfltegic WAA peop | ematters. | n/s ] b S Cn b e

HR Advisor to Reliance Industries, and is also an . L.

independent Director on the Board of Motilal Oswal or connect Wlth the SUbSCI‘I ptlon department at

Financial Services Ltd. Prior to this, he was based at

Singapore for several years where he was Director 0 1 24'4 1 48 1 0 1 /02,
subscribe@peoplematters.in

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
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MASTER CLASS: CREATING GREAT WORKPLACES

Spin it Right

Dipali Goenka, MD, Welspun Global Brands shares with
Basuri Dutta the essence of people in its journey from being a
family-owned business to becoming a global leader

Howhastherole of HR evolved
in the journey of Welspun?

Welspun began as a compact
family-owned business where
people would stay with the
organization for a long time.
Gradually, as the organization
grew and got publicly listed,
there was a need to gravitate
towards ‘professionalism’, and
getting the right kind of people onboard
to grow at the required scale. Today, every
vertical has its own CEO and is being profes-
sionally managed.

The journey has helped us realize that
people are our key assets and we have worked
towards empowering them and developing
them to think on their own, so they can be
groomed as future leaders in the organization.
Keeping with this, the HR journey has evolved
to understand the essence of the emotional
quotient in the success of the business.

What are the top three needs and expec-
tations of employees today?

It is empowerment, more empowerment
and yet more empowerment all the way. All
individuals have their thirst and aspirations
built around the person they want to be. What
we have seen is that people want to know their
career and growth path within the organiza-
tion. There are many examples of people who
have joined us as trainees, and are today in the
positions of General Manager and even likely
to become the Presidents of their respective
businesses. They just need a certain kind
of direction, grooming and empowerment.
If these people are going to be the future

brains driving the business, it
is of quintessential importance
for them to know that they can
take decisions which will hold
and that they have the ear of
the management. Further, they
must be groomed and evolved
as human beings so that they do
not plateau.

The second big focus is
communication from the top to create align-
ment. People who are engaged in the busi-
ness need to communicate effectively, be it
the vision of the organization or the goals that
one has set as a company. At Welspun, ‘Disha’
is an initiative that enables the company to
revisit its vision every 4 or 5 years to take
stock of where they are heading as an orga-
nization. Now, we have set an ambitious
target of being a 10 billion dollar company
by 2015-16. And this is possible because we
and our people are communicated clearly
on the target and the plan to reach the goal.
There are town-halls where all the sites, loca-
tions and plants connect through VC and we
communicate to our people on the business
plan and involve them right from the begin-
ning. In the upper echelons of the organi-
zation, people have a clear view of things
because there is a day-to-day connect with
the top leadership, but it is critical to ensure
continuous communication even as we go
down the hierarchy. Hence, deliberate invest-
ment of time and effort in communicating
down the lines is of significant importance.

The third focus is a sense of pride in how
the organization contributes to the society.
We have an internal magazine called “Well-
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THE SILVER JUBILEE CONFERENCE
building india inc - the people agenda

The Hyatt Regency, May 25 - 26, 2012, Kolkata

Background

h

In the year 1985, the concept of having a common platform for HR
Professionals working in various cities in India was first mooted and
under the able guidance of Dr. TV Rao, Founder President of NHRDN,
Late Dr. Uday Pareek and HR professionals from L&T, Bank of
Baroda, TVS, SAIL and academicians from IIMA and XLRI, National
Human Resource Development Network (NHRDN) was formed on 6th
December 1986. NHRDN has completed its 25 years in December
2011 leading the movement of transition from personnel management

to Human Resource Development.

While the western economy is experiencing a trying phase, India's and
China's rise offers reassurance, especially India's belief in democracy
with renewed focus on market forces. For the right reasons, India Inc.
today is poised to take the centre stage. One of the critical enablers to
the growth of our nation is our people. Indian corporate houses need to
leverage on the human resource and nurture managers with global
mindsets as well as create sustainable Inclusive businesses. India Inc.
today needs to sketch an inclusive growth path and make the bottom
of the pyramid a part of the success story.

Context

The NHRDN has been focusing on topical initiatives from time to time.
Keeping the above imperatives in mind, NHRDN is presenting its Silver
Jubilee Conference on the theme building india inc - the people agenda
onthe 25th and 26th of May, 2012 at Hotel Hyatt Regency, Kolkata.

Speakers Invited &

NHRDN conferences have always seen an influx of great speakers
over the years. For the silver jubilee celebration, eminent dignitaries,
leading business leaders, prominent media personalities and HR
thought leaders have been invited to share their thoughts.

Few speakers who have confirmed their presence are Mr SY Siddiqui,
MEO- Admn (HR, IT, FAnance & COSL), Maruti Suzuki India Ltd, Mr
Peter Wilson, President, AHRI, Dr TV Rao, Founder President, NHRDN,
Dr Arvind Agarwal, President, Corporate Development & HR, RPG
Enterprises, Mr Rajeev Dubey, President (HR, After Market &
Corporate Services) & Member of the GMC, M&M, Mr P
Dwarakanath, Director, Group Human Capital, Max India, Mr Aquil
Busrai, CEO, Aquil Busrai Consulting, Dr Santrupt Misra, CEO, Carbon
Black Business & Director - Group HR, Aditya Birla Management
Corporation Pvt Ltd, Dr Sanjeev Chowdhury, President & CEO, SRL
Religare and Swami Sarwapriyananda of Ramakrishna Mission.

Focus Area & Key Takeaways &

The two day conference will have panel discussions on various
relevant HR topics like:

The journey and evolution of HR in India

Leveraging India's human capital in current global economic
scenario

Building sustainable & inclusive businesses
Understanding the framework for enabling India growth story
Understanding the paradigm shift in developing talent

Understanding the role of skiling youth and aligning with inclusive
growth in Indian multinational corporations

Developing the global Indian managers
Who should attend? A

The Conference is meant for both young and senior managers/
professionals, CEOs and HR/ Strategic Business Heads from both
public and private sectors and Academicians.

Registration Fees )

NON MEMDET ... Rs 4500/-
Members .... .

Students ..... .

Group of 3+ ..o 10% off

Contact

Abhijit Sengupta

Joint Secy., NHRDN, Kolkata Chapter &
General Manager - HR, Eveready Industries India Ltd
abhijit.sengupta@eveready.co.in
9836455588/9830016752

Mr Anirudh Sen

Head Learning Centre,
National Secretariat, NHRDN
anirudh.sen@nationalhrd.org,
9810170348

www.nationalhrd.org

People
matbers
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Wisher’, which gives employees complete
insight into all the businesses and the way
it contributes to the community. As an orga-
nization, we have realized the importance
of giving back to the society. For instance,
Welspun contributes towards promoting
education at the basic level in Gujarat by
setting up schools in the local community as
well as running vocational training courses.
Given the low standards in basic education,
our focus has been to promote basic educa-
tion in various places we operate in.

What is the one characteristic that
every people manager must possess
and why?

Leaders should be very good listeners
and listen without prejudices. Challenges
in the form of perception of favoritism at
the time of appraisal, etc. often surface in
organizations in absence of leaders who are
good listeners. I encourage my people to
come back and give me the harshest of feed-

back that will pinch me because I need to
know where I stand as a leader. Along with
being an unbiased listener, a leader must
have a bigger vision of his/her role in the
organization. Grooming people that lead-
ers earmark as their own successors in the
organization, is a part of the leader’s role.
Unless leaders have a broader vision and
acknowledge that grooming the people who
are going to inherit the mantel from them is
a necessary role that they have to play, they
are not setting up their successors.

What change have you witnessed in the
employer-employee relationship?

The employer-employee relationship has
undergone a change for sure and it is going
to change further. I completely endorse what
I read in the book ‘Workforce 2020’. It clari-
fied that respect does not come with a posi-
tion or designation; rather it comes because
of one’s actions. A workplace environment

which facilitates this will sustain a healthy
employer-employee relationship in the long
run. Today, I see younger people coming up
to me and talking more freely as compared
to the senior generations.

Please share an example of manag-
ing people, which has been personally
rewarding and meaningful for you.

One significant change I have witnessed
at Welspun in the last 5 to 7 years is the
sizable increase in the number of women
joining the organization. Today, 30 percent
of the workforce is women. In the textile
industry, a large section of the end consum-
ers are women and quite a few designers and
merchandisers are women. Of late, there has
been an active focus on gender diversity at
Welspun to cater to an increasing representa-
tion of women in the talent pool.

There is evidence that women are indeed
capable of doing certain things better and
they bring something unique to the work-
place. On our factory shop floor at Anjar in
Gujarat, traditionally we had all men and
we experienced high attrition because of
various factors like migration, etc. Then we
started getting women on to the weaving
floor. Women who undergo the vocational
courses in the local community get absorbed
in the organization once they complete the
training. It was seen that the commitment
level of women was very high and attrition
was lower. We are now trying to get some
hostels made for women from other places
who want to work in our organization. For
these women, their jobs are very valuable,
which translates into their commitment and
that brings further stability in the organiza-
tion. This has been a heartening change in
our organization, which is truly fulfilling
and satisfying.

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

People are our assets and it is not just
their IQ, but also their EQ that enables them
to work effectively. An employee spends 8
to 10 hours at work and therefore, when
people are taken on board they must be given
a growth plan that caters to their career
and personal aspirations in life. Investing
in people can result in strengthening and
enhancing the psychological contract that
they have with the organization. zm
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HR EXCELLENCE AWARD 2012

e Confederation of Indian Industry (CII) realizes the value of Human Resource and its contribution
in making Indian industry competitive. It is CII's endeavour to partner with the industry in this
journey and collaborate with HR thought leaders to establish a credible precedence along with
a set of benchmarks and best practices that can be emulated across organisations over time.

Last date for Application
Submiission - 25 April 2012

AWARD PROCESS

 Submission of Application % 1,35,000/-
o (turnover exceeding ¥ 2000 crores)
» Assessment of Application
¥ 1,00,000/-
" - Document (turnover between T 1000 to 2000 crores)
* Site Visit
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< 40,000/-
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*Service Tax as applicable

HR Magazine Partner
To obtain the application brochure, please send the cheque/DD
of Rs. 500, in favour of Confederation of Indian Industry,

payable at New Delhi to the address given below mabber
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For more details, please contact: Mr. Vineet Bhardwaj, Deputy Director, ClI
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Reverse Innovation:

Create Far From Home, Win Everywhere

Reverse Innovation by Vijay Govindarajan and Chris Trimble,
offers a framework for leaders to innovate and extract opportunities

in today’s emerging markets

uts forward the fact that one
needs to innovate in order to tap the
humungous growth opportunities exist-
ing in the developing markets. The
stakes in these economies are global
and ignoring these glaring opportunities
would result in a formidable competition

. everse Innovation — Create Far
From Home, Win Everywhere’,

in their home markets in the near future.

The book is a remarkable account
of trials and tribulations of the world’s
leading organizations including GE,
Deere & Company, P&G, and PepsiCo.
It highlights what exactly works and
what does not, in these cases, and
creates a framework for senior lead-
ers and managers to generate innova-
tion in emerging markets and utilize
these innovations to dig out opportuni-
ties worldwide. The book says that it
is always wise to initially develop in
emerging markets instead of following
the herd in scaling down rich world
products. There is a huge world of
opportunities for companies which are
looking at leveraging long-term benefits
from these developing markets.

The term ‘reverse innovation’ in the
words of the author means any innova-
tion that is adopted first in the develop-
ing world. In the past, reverse innova-
tions were the rare exception to the
rule, but the phenomenon is becoming
ever more common, and the implications
for multinationals are profound.

There is an intense focus on the fact
that organizations need to learn new
tricks in order to succeed and sustain in
the growing economies of today. As the
gap has been on the decline between
the rich nations and the developing
economies, innovations will not neces-
sarily flow from developed to emerg-
ing economies; there will be reverse
innovation. The authors also state that
this is the right time to apply reverse
innovation and create new products
and strategies for emerging markets.
As quoted in the book, “Reverse innova-
tion is a potent force that will transform
the global economy over the next few
decades. It will redistribute power and
wealth to countries and companies who
understand it and diminish those who
do not.”

The basic essence of reverse inno-
vation has been successfully captured
and portrayed by the authors in a highly
creative and interesting manner. There
is not a single point when the atten-
tion of the reader will fluctuate, as
the content maintains a strong grasp
throughout. The book is truly a culmi-
nation of decades of in-depth research
done by the authors, which easily come
across to the reader. Whether one is a
student, a manager, a senior leader or a
CEO, understanding the phenomenon of
reverse innovation is integral in unfold-
ing the innumerable opportunities that
emerging markets have to offer. rm
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Sub-themes

» Technology for Performance Management
» Technology for Learning & Development
» Technology for Recruitment Process Management

» Technology for Assessments

» Technology for Talent Management

» Technology for Social Learning & Knowledge Management.
) Talent Acquisition through Social Media.

Registration Fee

Indian Corporate Delegate(s): 3.8742/- Per Participant.

International Delegate(s):

Package I: US$1764/- Per Participant.(With Five Star hotel Accommodation)
Package Il: US$ 992/~ Per Participant.(With Budget hotel Accommodation)

HR Summit Particulars

Dates: May 25-26, 2012 (Fri & Sat)

Time :9:30a.m- 5:30p.m

Venue: The Westin Mumbai Garden City,
International Business Park,
Oberoi GradenCity,
Goregaon (E), Mumbai-63, India.

Pre HR Summit Events on May 24, 2012

HR Strategy Forum
Competencies for HR Professionals

Coaching Skills for HR Professionals
For more details please contact :hr@ihrd.in

For registration details about the HR summit please visit www.hrsummit.in
or contact D.J. Reuben: +91-80-65617338 , 23549645 or
send a mail to: hr@hrsummit.in
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(R-L) Aquil Busrai, Ravi Venkatesan and Rekha Sethi at the AIMA Conference, Bangalore
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Managing Human
Resources in a Globalized
Economy

he All India Management Associa-
I tion (AIMA) organized a conference
on Managing Human Resources in
a Globalized Economy: Building for the
Future, in Bangalore on 15th March, 2012,
to reflect and debate on HR issues that
are staring at organizations. The theme
of the conference focused on how human
resource management is considered to
play a pivotal role in the growth of any
organization. At the event Rekha Sethi,
Director General, AIMA expressed her
thoughts on identifying and developing
talent in rural areas as a significant HR
challenge and the disconnect between
rural upbringing and the extreme require-
ments of modern economic life.
Delivering the keynote address, Ravi
Venkatesan, Independent Director, Infosys,
Padmaja Alaganandan, Executive Director
-Consulting, PwC India and Aquil Busrai,
CEO, Aquil Busrai Consulting & Confer-
ence Chairman, expressed their thoughts
on the sizeable amount of talent crisis in
India. They expressed that HR must focus
on offering three kinds of value - the stra-
tegic ability to find and motivate the right
talent, the know-how to correctly keep
employees as engaged resources at the
right economic equation and transnational
workforce to be a reality.
The other eminent speakers included
Ashok Reddy, Managing Director and
Co-Founder, TeamlLease Services; R. U.

Srinivas, CEQ, Caliber Point; R. R. Nair,
Formerly HR Director, Unilever Subsidiary
Companies; P. Dwarakanath, Director-
Group Human Capital, Max India; Harish
Devarajan, Leadership Coach and Orga-
nization Consultant, People Unlimited;
Arundhati Bhattacharya, Deputy Manag-
ing Director & Corporate Development
Officer, State Bank of India; Pratik Kumar,
Executive Vice President - HR, Wipro and
President, Wipro Infrastructure Engineer-
ing; Saugata Mitra, Chief People Officer

& Group HR Head, Mother Dairy Fruit

& Vegetable; Joji Gill, Director, Microsoft
India; amongst others. People Matters was
the magazine partner for this event.

Making L&D a Strategic
Imperative

killment & People Matters orga-
S nized a breakfast roundtable on

13th March, 2012 at The Leela
Kempinski, Gurgaon. The event focused
on making L&D a strategic imperative.
The shift from being transactional to
strategic has happened in pockets while
many organizations are still struggling to
give the learning function its due place in
achieving business success. The discus-
sion brought forth answers to questions
like what is the business case for the L&D
function, what are the L&D best prac-
tices that can effectively support busi-
ness goals, how do we measure the L&D
initiatives and many more. Uday Punj, MD,
Chimes Group & Founder, Skillment along
with Krish Shankar, Executive Director -
Human Resources, Bharti Airtel were the
eminent speakers who led this roundtable
session.

Uday Punj, MD, Chimes Group & Founder, Skillment, during
the roundtable




James Thomas and Jacob Jacob at the People Matters-Kronos Roundtable in Chennai
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Critical Role of HR in Increasing
Workforce Productivity

ronos & People Matters organized a
B series of breakfast roundtables on the

theme "Critical Role of HR in Increas-
ing Workforce Productivity”. The event focused
on improving productivity, which is one of the
most crucial challenges that organizations face
today. Labor costs remain the largest control-
lable expense for most organizations. In this
context, the discussion touched on the points
of how organizations measure and improve
workforce productivity, what role can HR play
in realizing significant bottom line results and
what are the tools and systems available to
reduce staffing, compliance and payroll costs.
The event was held across five cities of Chennai,
Gurgaon, Mumbai, Pune and Vadodara on 8th,
15th, 23rd Feb and 2nd & 6th March respec-
tively. The roundtables were led by renowned
industry veterans and speakers like Jacob
Jacob, Chief People Officer, Apollo Hospitals, Dr.
Anadi Pande, Vice President, Human Resource
Management, Corporate Planning & Strategy,
Hero MotoCorp; Barttanu Das, Senior Vice-Pres-
ident and Head - Human Resources, Blue Dart
Express; Krishnamohan Rao, Head - HR, Adani
Enterprises and Vikas Shirodkar, Vice-President,
Human Resources, General Motors India.

UPCOMING EVENTS

EVENTS

The Role of Facebook in Finding & Hiring Great People
Mining Human Potential for Creating Great Organizations
Techniques for Using Goals to Drive Business Execution
Assessment & Talent Management Conclave

HR Outsourcing Conclave

HR Summit 2012

The Silver Jubilee Conference

Mumbai HR Summit

DATES

3 April
20-21 April
26 April

3 May

4 May
9-10 May
25-26 May

25-26 May

LOCATION ORGANIZED BY
Online Webinar People Matters & Summit HR
Lonavala NIPM

Online Webinar Success Factors & People Matters

New Delhi YOMA Multinational Solutions
New Delhi NHRDN & TiE

Singapore Key Media

Kolkata NHRDN

Mumbai IHRD

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.o@peoplematters.in
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Hindustan Times Shine HR Summit on
how to make India a great place to work

he first Hindustan Times Shine
I HR Summit, held on March 7,
2012, aimed at creating a plat-
form to power a conversation around
the Indian workplace so that policy and
corporate leaders could examine how
to drive productivity in the workplace
by harnessing individual and organiza-
tional productivity. The summit delib-
erated upon key issues with respect
to productivity, organizational culture,
the impediments to making India a
great place to work and the action plan
that addresses the existing skill gap
and recruitment & retention strate-
gies. The event experienced an elite
panel of speakers from the corporate
world and the discussion gained more
relevance because of the participation
of a diverse group of people, both as
attendees and panelists.
Setting the tone, Vasantha
Angamuthu, Editor Special Projects,
Hindustan Times, dwelt upon how

human capital as a component is
becoming increasingly complex to
manage. She stressed upon the fact
that as business is changing, manag-
ing human resources is being trans-
formed along with it. No longer can
any business afford to ignore the role
of the human resource department
in taking the business forward. HR is
gradually moving from its pre-defined
role of a support function and has
now become a partner in all aspect
of business.

HR is gradually moving
from its pre-defined role
of a support function
and has now become a
partner in all aspect of
business

I

L )
Ashok Reddy, TeamLease; Dilip Chenoy, NSDC; Gautam Chikarmane, HT; \‘eet
& Vikram Chhachhi, DHR India at the HT Shine HR Summit
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Harnessing talent was the central
theme of the first panel discus-
sion moderated by Gautam Chikar-
mane, Executive Editor- Business,
Hindustan Times. Dwelling upon
the demographic dividend in India,
Ashok Reddy, MD and Co-founder,
TeamLease, highlighted the chal-
lenge of translating the quantity or
availability problem into the aspect
of a quality and productive workforce.
He opined, “The labor migration that
happens from school to work should
be able to address the industry prob-
lem.” Emphasizing that knowledge
for knowledge sake is not enough, he
argued upon the ability to create the
corridor effect, wherein education or
training leads to a job. Sharing the
2022 vision, Dilip Chenoy, Manag-
ing Director and CEO, National Skill
Development Corporation (NSDC),
said, “Skill development should be a
CEO agenda.”

Talent crunch is a global phenom-
enon, which gets all the more acute
as one moves up the organizational
ladder. As to why the talent crunch
despite the availability of a large pool
of talent, Vikram Chhachhi, EVP, DHR
India, reasoned the focus of organiza-
tions on capital, information and lastly,
people. While organizations may take
recourse to the rhetoric, ‘people are
our greatest asset’, the fact as stated
by Chhachhi is that, “We haven’t actu-
ally ever had human capital or people
at the center of any business strategy.”
Sharing thoughts on how can organi-
zations retain the mobile talent, he
stated that organizations can do so by
endearing talent. Organizations need
to have in place a simple articulation of
a compelling vision, wherein employ-
ees clearly comprehend ‘what is in
it for me’ proposition. Vineet Nayar,
Vice Chairman and CEO, HCL Tech-
nologies, said, “We should be in the
business of enthusing, encouraging
and enabling people,” and this accord-
ing to him would help organizations
acquire and retain the best talent.

The summit succeeded in bringing
thought provoking elements to light
and the key differentiator was the
intense focus on converting all these
thoughts into actions ultimately. rm
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DIFFERENT STROKES

y favorite question to folks I was

interviewing both internally and

externally was - “How much time

have you invested in yourself in the
last 2 months?”

Most of the time, I received blank looks.
Some brave ones ventured with a “oh! Yes I took
Christmas and New Year to be with the family”
and the smart alecs piped in saying “every day
is an investment...!”

The real answer after some posturing is;
most hadn’t even attended a day’s training, leave
alone read a book in their career area.

The answer that kept coming up was “oh! I
am so busy I don’t have the time to go for train-
ing or attend that seminar.”

Clearly, investing in ourselves, reskilling or
just getting a fresh perspective was not on many
of our priority list.

I am no saint either... I ran down the same
path. I was too busy to take time out to invest in
myself. I was too busy to attend training or take
time off to just read a book or meet someone in
my career area.

As a consequence, [ hit a wall a few years ago.

My style of management and decision
making that I had developed over years of trial
and error, and by role modeling had not kept up
with the growth and demand that my expanded
role demanded from me.

The result was that my thinking was the
same, my approach to problems assumed a
certain predictability that the law of diminishing
returns started kicking in.

However hard [ worked, my results were not
changing. It was almost like banging against a
wall - the wall wouldn't give in and I was hurt-
ing myself.

Fortunately for me, my manager realized
this and suggested I take a study break! My first
thought was he was trying to get me out of the
system the easy way!

The truth remains, I had played the game, I
had played it well, and won many, but was now
finding it difficult because the level of the game
had changed. I needed to retool myself to play
the game at a new level and be prepared to even
change the game.

I took the timely offer, to do my advanced
management program at INSEAD. I am glad I
did this because it allowed me to step back from
the daily grind in an environment that facilitated
guided introspection and gave me a peer group
that was doing the same.

The result: I returned to the workplace with
renewed vigor, clear purpose, new perspectives
and a solid network to rely on. My colleagues
commented that I was approaching problems
differently; I was suddenly being pulled into
projects, asked to get on the investment commit-
tee... and most importantly, I was having fun and
feeling good about myself.

Since that experience, I am clear I will spend
at least 2 days in a year investing in myself. It
could be a training program, a networking event,
or a coaching conversation. I mandatorily set
aside a certain amount, and time each year as
investment in myself.

My suggestion to each one of us would be the
same — don’t wait to run into a wall to figure out
a path around it. Our workplace is competitive
and changing rapidly, it is important we retool
ourselves, refresh our networks and update
ourselves with new perspectives.

To help you as you think through how to
make that investment I am narrating a few

Have you invested

in YOU?




examples of friends and colleagues who I know
made the investment.

Want to move to a general management role

Currently Vice President with GE, he is doing
a weekend management certification course
with IIM - Lucknow through a combination of
contact and on campus programs. The objective
is to learn frameworks and concepts to help
strengthen his decision making process which is
largely intuitive and based on past experience.
This is also to give him the bigger picture; and
help him look beyond operations - He is now
exploring finance, HR, marketing, sales etc...
He would like to move from core operations to
a general management role after this.

Need global perspective and a broader
network

Currently CXO in an Indian retail company
- he did a 2 month Advanced Management
Program at Wharton. Objective - refresh
concepts, build a global perspective and nurture
a broader network. He already had a BE, MS
and a MBA before this. BTW he paid the entire
fee himself and the company only gave him paid
leave and travel.

Mid career shift

Currently, a mid-level executive in an event
management company - is pursuing the HR certi-
fication program at XLRI. Wants to make a move
to HR, either within the company or outside.

Build domain expertise in chosen profession

The deputy editor of this magazine, Rajlak-
shmi Saikia, is balancing family, editorial
commitments and her newly minted social media
diva status to pursue the XLRI HR certification
program over the weekend.

Break the glass ceiling

A senior executive balanced a sales job,
family and an executive MBA from Chicago
Booth. He moved from New York to Chicago
with family, took a pay cut, paid for the program
himself, busted weekends and is now on the
Executive Council of a billion dollar size Service
Company. By his own admission he wouldn’t
have broken through the glass ceiling if not for
this investment.

DIFFERENT STROKES

Of course there are many others who started
but did not go the full route. Many of them paid
the fees, attended a few classes and then just
dropped out!

Here are a few tips from, the ones who made
it and those who didn’t, on how to stay the course
and not drop out.

1. Make sure your family is part of the decision
- they need to understand & sign up to week-
ends away, and late night assignments. Many
of them had their spouses as active partners in
this pursuit. One of the participants said it took
a while but once they realized that it was short
term pain for long term gain they got on board.

2. Discuss at work with your manager, their
manager and your HR, the reason for doing this
and seek their support. Actually I was going
to say just manager but one of the successful
ones said that it is good to have a broader
safety net as managers may change and then
commitments will be forgotten.

3. Remember a commitment from family or
the company is not permanent - you have to
constantly make them a part of the learning
else they will lose interest and forget the initial
enthusiasm.

4. Write out why you are doing this on a piece
of paper and stick it on your bathroom so you
know ‘the WHY’ every time you are brushing,
shaving or just want to know why!

No advice is ever good enough unless you
have the burning desire. Each one of those I
spoke with had a burning desire to get that extra
learning.

If you don’t have it, don’t bother! You prob-
ably need a jolt like a redundancy or a missed
promotion or a glass ceiling to get that drive.

While all my stories are around long-term
courses you can even just take time off to do day
long to week long courses. I have for instance
signed up for a course on valuations that is for
two days and now lugging Damodaran’s tome on
Valuations as reminder of commitment.

Good luck and don’t forget to write your
comments even if it is just a wish! Sometimes
writing it may get you to do something about it!

Happy investing in yourself! rm

Investing in self can
help retool ourselves,
refresh our networks
and acquire new
perspectives to meet
new demands in the
competitive world

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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Leadership is not
about ‘knowing all the
answers’, it is about
asking the right ques-
tions and listening to
the answers
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LISA ROSENDAHL
www.lisarosendahl.com

Performance Reviews & Leadership:

s I spent most of the past week

preparing performance reviews,

it struck me that this is the very

thing I was taking a break from
doing, 5 years ago when I decided to
start up this blog and write my first post,
It’s So Hard.

Let’s talk about hard. It’s all relative.
It’s not the mechanics of reviews that
are hard; it’s the leadership reflection
that can come with it. Writing a review
is much more than crafting words for a
page. At times <for me> it is nothing less
than a review of my leadership.

What does that look like?

Not really. Nor is it a crazy-haired
psycho reliving each and every exchange
or complete calm sitting cross-legged on
a pillow with incense in the background.

It is more often me, with a cup of
coffee and something Panera, asking a
bunch of questions, questions I would
ask myself, regardless of whether or not
performance reviews live or die:

¢ Did I set clear expectations or did I
expect others to read my mind?

¢ Did I address performance issues at
the right time or did I get to them
much too late? Was my response
appropriate or did it bear the weight
of a compilation of small indiscretions
that no one was holding on to but me?

¢ What issues did I avoid? Why? Did
I mistake warning signs for nothing
more than the drama of the moment?

*« Was I too focused on issues external to
the department, expecting the depart-
ment to run on autopilot and surprised
when it ran aground ? Do I have
enough checks, balances and internal
controls to protect all of us?

« Did I recognize achievement during
the year? Did I provide the resources,
guidance and room for others to excel?
Did I hold others accountable for their
own performance?

There are always things each year that,
if given the chance, I would do very differ-
ently. Sometimes I suck, sometimes not.
Honestly, you would think I would have it
down to a science by now. But I don't.

But that’s the thing.

Leadership is not a science. It is not
a laundry list of leadership courses, a
degree from a prestigious college, the
right car or anything wrapped in an ego.
No hubris allowed.

Leadership is not about ‘knowing all
the answers’, it is about asking the right
questions and listening to the answers.
Hint: that means not defending or denying
what you are hearing and, above all, not
attacking the messenger.

What questions would you add to the
list? r=m

Lisa Rosendahl, SPHR is an astute HR leader with more
than 18 years of professional HR experience. A former
Army officer, Lisa has provided leadership and expertise
to full-cycle strategic HR operations in manufacturing and
now, in federal healthcare.
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OFFICES IN INDIA

Headquarters

Dale Carnegie Training India
1, Construction House
Walchand Hirachand Marg
Ballard Estate

Mumbai - 400001
Maharashtra India

Branch Offices

New Delhi

Dale Carnegie Training India
Walchand PeopleFirst Ltd.
1st Floor, S.C.O - 61
Sector-29, Leisure Valley
Gurgaon - 122002

Bangalore

Dale Carnegie Training India
Aishwarya Castle,

No. 10, 3rd Floor, Castle Street
Above State Bank of Travancore
Ashok Nagar

Bangalore - 560025

Pune

Dale Carnegie Training India

1, Krishnamayee Apartment, 127/2
Above Sarjaa, ITI Road, Aundh,
Pune - 411007

Contact Details

Tel: +91-22-67818113
corporate@dalecarnegieindia.com
www.dalecarnegieindia.com
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Founded in 1912, Dale Carnegie Training
has evolved from one man’s belief in the
power of self-improvement to a globally pres-
ent, performance-based training company. A
pioneer in public speaking and personality
development, Dale Carnegie is the author of
the best-selling book, “How to Win Friends and
Influence People.”

Headquartered in Hauppauge, New York,
Dale Carnegie Training is dedicated to serving
the business and corporate sectors. Over 8
million people have experienced Dale Carn-
egie Programs and India alone has more than
113,000 Dale Carnegie Training graduates.

Dale Carnegie Training is proud of the legacy,
work and principles, which have stood the test
of time for an entire century.

Buyer’s profile

In India, we have around 2000 corporate
clients including Wipro, Oracle, Yahoo, SAP,
Mahindra & Mahindra, Bajaj Auto, Airtel, Voda-
fone, Nokia, SBI, Axis Bank, Citibank, LIC, TV
18, Viacom, Novartis, Lupin Laboratories, Ernst
& Young, ITC, Walmart, ONGC, BPCL, HPCL,
Maharashtra Police, etc.

In the education sector, some of the many
institutes that we have worked with include
Vidyalankar Institutes, Tata Institute of Funda-
mental Research, Symbiosis Institute of Opera-
tions Management, NIIT, Institute of Business
Management, etc.

Training delivery capabilities

We have a team of over 100 corporate profes-
sionals in our India offices located in Mumbai,
Gurgaon, Bangalore and Pune. Servicing
training mandates across the country, all our
trainers bring to the table varied industry and
business experiences that help add value to
business needs.

Training specialization

Dale Carnegie Training India offers ‘Talent
Development Solutions’ in the areas of leader-
ship, presentations, sales, customer service,
team member engagement, and process
improvement. Customized or standard solu-
tions are delivered in the form of classroom
training, outdoor training or executive coaching.

FETEER HHM 1Rl I:-

Other services
We offer media training, HR consulting and
competency assessments as well.

Key differentiators
We have a 100-year history of sustained
success. We understand your needs

Dale Carnegie has been in the business of
improving performance of companies and
individuals for 100 years. During this time,
we’ve had to constantly re-invent ourselves
and our offerings to ensure we stay successful
and competitive

Dedicated coaches and outstanding trainers:
Best in the world

Our trainer/coaches are business profession-
als who have real-world business experience.
They undergo a minimum of 250 hours of
in-house development before becoming certi-
fied under our trainer development process
that is ISO 9001:2000 accredited.

Global network and standards: Best practices
of global training

We have offices in over 84 countries and
deliver in more than 30 languages. As we work
with many globally successful organizations
including 400 of the fortune 500 companies,
we bring to you world’s best practices with
local expertise.

How to Win Friends and Influence People: The
Classic - First book of self help

With that book, Mr. Carnegie pioneered the
work place learning industry. He recognized
that in order to change a person’s perfor-
mance you must engage them in the process
and coach them towards a more successful
pattern.

The book “How to Win Friends and Influence
People in the Digital Age” only reinforces our
belief in constantly re-inventing ourselves to be
successful and competitive in changing times.

Pricing

We customize our pricing depending upon
the nature and complexity of the assignment,
the extent of pre-work and research required,
scale and size of delivery and the duration of
the agreement.
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OFFICE IN INDIA

Blanchard Research and Training
India LLP

A-203, Iris Tech Park

Sohna Road, Sector-48

Gurgaon - 122018, Haryana

Contact Details

Vandana Jain
vandanaj@blanchardinternational.co.in
Ph: +91-124-4511970

(Direct ext: 924)
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Blanchard
INTERMATIOMAL

The Leaderstep Ehfference”
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Blanchard Research & Training India LLP is
the licensed affiliate of Ken Blanchard Group
of companies, USA. The Ken Blanchard
Companies is a global leader in workplace
learning, productivity, performance, and lead-
ership effectiveness solutions. Ken Blanchard
Companies has been in the training industry
for over 30 years and is a pioneer in providing
leadership solutions.

Buyer’s profile

* Worked with over 300 of the fortune 500
companies globally

* Working with Airtel, Vodafone, Amway,
MetLife, Lanco, Barclays and other major
organizations across industries in India

¢ Serving global clients such as American
Express, Coke, Pepsi, Nokia, etc.

* Worked with clients from various industries
and sectors

Training delivery capabilities

* Support offices in Gurgaon, Pune & Mumbai,
besides partner support across India

* Trainers present across these locations
who travel across India for delivery

Training specialization

* Leadership solution at self, one-to-one,
team and organization level

* Also focuses on change management,
trust, team work, work culture, etc.

Other services

* Coaching is a strong focus area
* Behavioral assessments

* Executive coaching

Key differentiators

* Proven, propriety and research based
content such as Situational Leadership Il
Whale Done, Coaching Essential, Lead-
ing People through Change

* Proprietary leadership technology - SLII-
The most widely used concept to develop
leadership skills

* Single company which can deliver the
entire program

e Common language and integrated
curriculum- A complete leadership oper-
ating system

e Culturally adaptable and translated
content

* Experienced and qualified team

* A global partner with a strong local
presence

* Sustainability methods that maximize
your training investment

Pricing
On request

Testimonial

“We love our partnership with Blanchard,
their programs have allowed us to move the
needle on leadership performance. Our work
together has resulted in a worldwide applica-
tion of leadership consistency” - Pfizer Inc.

“Blanchard helped us create a positive
corporate culture that drives performance,
behaviors, results, and profits”

- Banta Consulting Group



LEADERSHIP. IS A JOURNEY. Blanchard

. i : . INTERNATIONAL
Havingian experienced guide canimake all the'difference.  The Leadership Difference

BLANCHARD RESEARCH AND TRAINING INDIALLP

WHAT’S THE DIFFERENCE BETWEEN
A LEADER AND A FOLLOWER?

A FEW MOVES: 1. TRAINING 2.DEVELOPMENT 3.DESIRE

MAKE YOUR FIRST MOVE. For more than 25 years, The Ken Blanchard
Companies has been helping world class companies become higher performing.
Behind every best selling book, we have a training program that delivers lasting
change, facilitated by the best organizational development consultants in the

industry. Our Situational Leadership® II program is the most widely taught

leadership model in the world.

Results
through
People

improving
workplace cultures developing
building management talent

effective teams
across 5 continents

l Contact us for open program details/ corporate solutions l
&1/} 18001021345 m Eshan@blanchardinternational.co.in R i# www.blanchardinternational.co.in

Blanchard Research and Training India LLP.
A-203, Iris Tech Park, Sohna Road, Sector - 48, Gurgaon - 122018, Haryana. Tel: 0124 4511970
Interested to work with us? Call/e-mail



OFFICE IN INDIA

Head Office

B-9, Saket,

New Delhi-110017

Tel: +91-11-41272700
Fax: +91-11-41272777

Regional Offices

Mumbai
138, 1st floor, Laxmi PLaza,
Laxmi Industrial Estate,
Off Link Road,
Andheri West Mumbai - 400053
Tel: +91 22 429 50 348

+91 22 429 50 349

Bangalore

3309, 1st floor 8th cross,
13 Main, Hal 2nd stage,
Indira Nagar

Bengaluru - 560038

Tel: +91 80 329 66 969
Tel: +91 80 411 40 831

Contact Details

Suman Sethi
sumansethi@inspireone.in
Tel: +91-9810065330
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InspireOne

InspireOne was founded in 1999 under the
name TMI Associates Pvt. Ltd. InspireOne is a
part of three global networks: TMI International,
Kenexa USA and TACK, UK. The name reflects
the Company’s commitment to create and
enhance corporate value for organizations by:
INSPIRING and unlocking the potential of their
human capital and being their ONE preferred
partner for all people development needs.

InspireOne is committed to its mission of inspir-
ing change in the personal and professional
life of people worldwide.

InspireOne offers solutions in the areas of:

* Performance Enhancement

* Organizational development

* Leadership Assessment and Development
* Sales capability assessment & development

Buyer’s profile

InspireOne Consultants has a strong client
base comprising of the leading organizations
from across industry segments including:
Banking, Financial Services and Insurance; IT/
ITeS; FMCG; Telecom;Retail & others.

Training delivery capabilities

Our success is tied closely to the contribu-
tions of every single person at the company;
however we wouldn’t be nearly as success-
ful without our consultants. Their expertise,
inspiration and commitment to customer focus
continue to inspire us and our customers.

InspireOne has a strong pool of over 20 consul-
tants from diverse backgrounds and experi-
ences. Our consultants are based out of three
locations — Delhi, Mumbai and Bangalore.

Training specialization

InspireOne creates and customizes solutions

that enable organizations to deal with people

and organization development challenges in
the areas of:

* Leadership assessment and development
to build and enable High Performing Lead-
ership teams

* Productivity enhancement for High perform-
ing individuals and teams

* Operationalizing service and enhancing
customer experience by building Customer
Centric and Branded Service cultures

* Sales capability assessment & development

Other services
Strong element of assessment (pre and post
or for creating development paths)

* Leadership

Personal EQ Meter™

Leadership Orientation Questionnaire
and High Performance Motivation Ques-
tionnaire

Leadership Preference Indicator

360 degree Multi-Rater Feedback
Sentio™

Sentio™ Rapid

Assessment and Development Centres

* Sales and sales management
- TACK OMG:
o Sales Person Assessment
o Sales Manager Assessment
o Sales Team Assessment
o Hiring sales people

* Performance
- Personal Performance Audit
- Workplace effectiveness survey

* Service
- Complaints Culture survey
- Shaping a Customer Centric culture audit

* Consulting

* Since the solutions are designed to create
performance linked value and impact they
are supported with consulting
- Diagnostics
- Creating learning journeys
- OD solutions
- 1:1 Executive Coaching

Key differentiators

1. ONE partner for people development

2. Designed to create performance and busi-
ness impact

3. Solutions that INSPIRE the hearts and
minds to propel sustainable change

4. Supernova™, an online platform to aid post
workshop integration

5. Ability to deliver consistent quality solu-
tions in India and across the globe in local
languages

6. Globally relevant researched knowhow

7. Internationally certified consultants

Testimonial

“Our success is a large part because of our
partnership with you. We have truly enjoyed
working with you and believe that there is a
strong ownership for excellence in your team
which has ensured that our initiatives have also
got flawlessly executed. We appreciate the
insights that you bring to the table and ideas
to make each intervention bigger and better.”
— Suchitra Rajendra, Director Organization
Capability, PepsiCo India



InspireOne

InspireOne is a leading people development, leadership training and
consulting firm; part of 3 global networks: TMI, Kenexa and TACK.
We provide customized solutions in the areas of Leadership
Development, Organization Development, Performance Management,
Enhancing Service Experience and Sales Assessment and Development.

TMI@ KeneXc

INSPIREONE CONSULTANTS PVT. LTD. | B - 9 SAKET, NEw DELHI - 110017 | TEL: +91-11-41272700] www.inspireone.in



OFFICE IN INDIA

Training Center

114/B, Dwarka Mor Metro Station
Sewak Park

New Delhi 110059

Corporate Office
Chimes

61, Sector 44
Gurgaon 122003

Contact Details

Mohit Chhabra

Tel: +91-9810397578
mchhabra@skillment.com
www.skillment.com

SKILLMENT

Enabling Transformation: Delivering Excellence

Skillment Edu Private Limited offers end-
to-end training services by bringing together
a bouquet of trainers with rich experience in
the corporate environment and in academic
institutions.

Skillment conducts the Engineers’ Employability
Program, which is for duration of three months
and is aimed at creating the relevant skills in
fresh engineers, so that they may contribute
effectively and efficiently towards the execution
of large construction projects. Skillment recruits
fresh engineers from the civil, mechanical, elec-
trical and EEE branches. The program includes
classroom training on technical skills, project
execution management and soft skills to create
a fully- rounded professional, ready for employ-
ment. The classroom training is bulwarked by
regular site visits.

Skillment also partners with organizations to
design, adapt and deliver relevant training
interventions to help the companies address
their training needs. Skillment’s corporate train-
ing division conducts various onsite behavioral
training programs.

Our methodology

The Skillment Methodology is a distillation of
years of experience and learning from the track.
Adult learning has its own nuances that must
be kept in mind before tailoring a program.
Therefore, all Skillment programs address these
major learning buckets.

Awareness: This creates a basic awareness of
the theme and its relevance for the employee
and career progression.

Knowledge Acquisition: This part of the program
imparts information about the concepts and
skills required for productivity enhancement
and achievement of goals.

Skills Observation: The part of the program
exposes the participants to samples of highly

effective as well as highly non-effective
modes of skill application.

Skill Practice & Integration: Practice and
rehearsal of behavior is carried out through
role plays and games, which leads to the inte-
gration of knowledge, skills and observation.

Buyer’s profile

Skillment’s corporate training clients include
a wide spectrum of businesses ranging from
Fortune 500 companies to home grown
enterprises.

Training delivery capabilities
Pan India

Training specialization

» Technical training: Construction & infra-
structure

* Project execution management

Other services
Custom content development for L&D inter-
ventions

Key differentiators

* Unique methodology

» Scalable training programs

* Quick customization from a vast library of
packaged training programs

Pricing
Trainer fees on a per training day basis

Testimonial

“The overall knowledge of the trainer and the
enthusiasm and good approach was what
kept the audience alert and bound.”

- Dr Lalit Mohan Gupta, Senior Resident,
Maulana Azad Medical College

“The presentation, the trainer’s expression
and the ability to elaborate concepts with
appropriate examples.”

- Harshal S. Kharwade, Ballarpur Industries
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EDURISER

Transformation Through Learning

www.eduriser.com

EduRiser Learning solutions is a Global
Learning and Development Organization
which focuses on Custom Content Develop-
ment & Delivery of Instructor Led Training
(ILT), Business Simulations, e-learning and
Blended Learning across domains and across
business functions enabling transformation
through learning.

EduRiser believes in giving companies,
large or small, a fighting chance to better
organizational performance when it matters.
We develop customized end-to-end learning
solutions that impact business performance
through improved employee productivity,
client profitability and effective skill trans-
formation. Our focus is on clients having an
avid interest in the continual growth of key
professionals on higher levels as well as
development of the “bottom of the pyramid”.
EduRiser is based out of Mumbai, India.

Buyer’s profile

Our clients are leaders from their respective
domains which include sectors like Manufac-
turing, BFSI, FMCG, Pharma and more. Our
training solutions employ multiple delivery
modalities and have been used from CXO
levels to the Front liners.

Training delivery capabilities
EduRiser’s pan India training capabilities

include 200 trainers, empanelled as well as
in-house. EduRiser has got a state-of-the-art
development center with an in-house content
and e-learning production team.

Training specialization

* Developing technical content for product,
process and systems.

* Soft-skills & behavioural training.

* Delivering Business Simulations

Other services

Tie-up with PMC based out of the U.S. as
the APAC partners to sell and deliver the
business simulation “The search for the
Lost Dutchman’s Gold Mine” and “Square
Wheels” — Tools for Organizational Improve-
ment

Key differentiators

* Robust Content Development Services
Multi-modal Learning Delivery

Pan India Training deployment
Multilingual and Vernacular Delivery
Faculty Strength and Expert Leadership

Pricing
Varies as per complexity of client require-
ment.

Testimonial
Available on our website — www.eduriser.com

EDURISER

Transformation Through Learning

Transforming Corporate Training

www.eduriser.com

for a Transforming World

Business Simulations ¢ ILT ¢ e-learning ¢ Custom Content Development




OFFICE IN INDIA

Idam Learning

1214, 2nd Floor

DLF Phase - IV
Gurgoan - 122002
Tel: +91 124 4057541

Contact Details

Uma Arora

Tel: +91 9818110720
Uma.arora@idamlearning.com
www.idamlearning.com
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Idam Learning’s focus is facilitating change,
growth and performance in organizations
through developing people. We partner with
organizations in developing end-to-end solu-
tions for talent development that includes
diagnosis, customization, content develop-
ment, delivery, personality profiling, assess-
ment and development centres for employees
across the organization. We have worked
with 50 organizations and 7000 people in 7
countries.

Uma Arora, the founder member of Idam
Learning is a learner, coach & facilitator
who plays the role of chief facilitator at Idam
Learning. She is an accredited practitioner of
MBTI, FACET 5, Appreciative Inquiry, has a
degree in law and MBA and has certifications
in the areas of Organization Development
and Behaviour Science acquired in India,
US, Singapore and UK. She has delivered
several interventions in India, Asia & Europe
to a diverse range of multicultural audiences.

Training delivery capabilities

Top Management Interventions - Vision,
Mission, Values

Working with senior management and facilitat-
ing the development of vision, mission and
values of the organization

Assist the senior leaders with tools and
technologies to implement, manage and
assimilate change

Customized corporate learning solutions:

1. Leadership skill building programs to

prepare managers for next level

2. Customer relationship
We believe that happy employees keep
customers happy. We ensure internal buy-in
of the company’s products and values by the
participants before building skills, which is
followed by post program support

3. Team building and large group facili-
tation

We also conduct large group interventions to

engage, inspire and energize teams for imple-

menting large scale change. One of the tools

we have used successfully is Appreciative

Inquiry, which engages people in a meaningful
way and kick starts a culture building process
that results in higher employee branding and
therefore performance.

Training specialization

* Large group facilitation

* Small group facilitation

* Executive coaching

* Select customized HR consultancy services

* Top management intervention — vision,
mission and values

* Change management

e Culture building

* Leadership development

Other services

We provide consulting services like recruitment
process outsourcing, talent engagement and
‘leadership capability development’ solutions,
HR outsourcing for start-up and emerging
companies and customer intimacy solutions.

Key differentiators

We believe in training that impacts results.
We support our learning with carefully chosen
research work and models (behavioral,
psychological, leadership and management).
Our work is based on sound organizational
behavior principles.

Pricing
Our pricing is moderate and affordable

Testimonial

“I had always experienced negativity all my life.
My father told me what | lacked...my teacher
told me what | lacked, | told my children what
they lacked...itis a vicious circle. Never thought
there was another way. Thanks for showing a
positive way. | could never believe that so much
change can come in just 5 days...”

- Director, Country Operations of a large multi-
national company

“The program cleared a great deal about
people, culture and behavior that was previ-
ously either unknown or poorly understood.”
- Managing Director of an East European
company



BOLT"

Unleash the power within
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Naman Integrated Management Services Pvt. Ltd.

With a team of 28 full time associates and
15+ senior industry professionals; NIMSPL
has become one of the most preferred service
providers in L&D and HR consulting space in
Western India.

Buyer’s profile

More than 200 manufacturing, project, EPC and
service organizations from India, Singapore &
UAE viz. L&T, Alstom, Bombardier, Sanofi, ABB,
CGL, UPL, RIL, Apollo Tyres, ERDA, Linde,
FMIL, DEWA, HDFC Life, GMI, TDW, Torrent,
Saint-Gobain, Zydus, Atul, UCB, Vodafone,
IDEA, TAM Media, etc.

Training delivery capabilities
Duration, competency focus, modules, meth-
ods and facilitators are selected/customized to
suit specific objectives, participants’ needs &
handle contextual challenges.

Training design based on ENGAGE model uses
case studies, psychometric tests, simulation
exercises and group activities. All programs
are having pre-work and post-training hand-
holding options.

Blending Ownership and Leadership for Transformation

middle/ senior/ top level executives & entrepreneurs.

Phase - Il
Transformation >

Your Growth Catalyst...

Training specialization

BOLT™ (Blending Ownership & Leadership
for Transformation) is a flagship program. It’s
a long-term leadership development inter-
vention that guarantees transfer of learning
from classroom to work place.

DISHA for developing capabilities of pharma

field force. More than 1200 employees have
given strong ROI to companies through’
DISHA.

I-MAX™ delivers short-term competency
focused training programs on all soft skills/
behaviors. 98% organizations have opted
for repeat assignments of I-MAX™.

OBTP delivers outbound experiences at
places like Mount Abu, Goa, Pune, Jayal-
garh, etc.

Other services

HR solutions for Greenfield Projects, OD
Intervention, Compensation Surveys &
Restructuring, Assessment Centers, Compe-
tency Mapping and RPO Solutions.
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Sinoe inospiion in 2008, Mindskilz has grown
bo be & irusted partner par cxoallenos aoross
indusiry verticals. Wa induce a LEARNIMG
ENVIRONMEMT thet nurtures people deved-
opmant. ¥Wa design and roll the rght treming
intervention thet fosters self enhencament
P

Qur partnership with Innofimi. Finland,
arhanoes our specinized portioko of treining
with inoreazed years of expericnos and global
perspective. We have workshops to oeter 1o
the behavioral skills and people developmant
requiremants af enbry, mid and sanior levals.
Owr olient bese covers the medical, ITATES,
pharmaceufical, real estate, retail, banking
and insuranos, manuiactunng, government
sarvicas, muiomobiles, sducafion, infrestruc-
ture, logistios & teleoom seobors.

Delivery capabilities
Crver 40 soparienosd trainars, pan Indis sfong
with & presenos of 160 consultents in Europe.

Specialization

*  Creating a culture of innowvation
= INMOLEADER fuwerfiosd and horzonkal)

</ INNOTIIMI

*  Faoiitafing changs

*  Competenoy kap

= Entrepreneurship st work

= Creativity in problem solving

* Creating CEOs-Customar Exparianoe
Crarnears

* Business shiqucte

*  Cempus to compomste

*  Dwibound — Leadership, team bonding &
wallnass programs

Other services

Pzychographic assessments, THA's, Kysiery
Audits, On-the-Job trainings and traning
ESTESSmEnis.

Key differentiators

* Comprebansive cusiomized fraining sohu-
tons

=  Traning sucoesses across divarse indushry
varfioals

*  Pan India and Europs presenos

Pricing

Entry Lowad programes: INA 18,000-22,000;
Mid Lervek- INA 25,000-30,000; Sanéor Lesel: INR
ED.O00 and abowva

Mindzkiliz(India) and Innotiimi[Fnland) have partnened to bring to you & specialized partfolio
of trabning services with people centric approach oustomiped 10 sult your requirements.

W offer you our consultative gxparience mapped with an army of tallor made workshops to
cater to the soft skills and people development
requirements you kave. A& partial 58 of our jaint portfalio:

= Oreating a culture of Inncreation

o ERRDLEADER [Vestical amd borizontal]
Facilitaging Change

Felaticrahilp beyond boundaries

e help the organisation to bulld 8 new onlentation to excel while facing today's challenges.
Our core competence lles in the methods and toals with which Ideas are created, developed
and managed, with peopls and throwgh people,

T B dreir o aBcmrl i olfering, pleaie comact: 3 ar

Cavita Mehrac #31 9845574576 =y (__.{_j INNOTIIMI

wiwwt ekl Ui | wowowtivenoti mi. A IMINCsE | 7



90 @
KnowledgeWorks
REFINIMG THOUGHTS

Your Learning Partner
ServiceOfferings Certifications
EHE FH:EHH ﬂl‘*‘ptllﬁwm'eﬂﬁmh me ﬂg||E crum
e e
Technologies .
.Em Bllents
Androide EHD Tah:-nd'“'ﬂﬂ’ hpMindtr ||||:|5

{nmlfﬂ?l‘lzﬂrglesa

“@ﬁ%m@ g

EmlnH isfatak |15'

n Arice EExllantﬂ"M&ﬂy

Partnerships

MBA

TrackRecord

— Delivered over 2000 sessions for Corporate

—  Trained owver 50, 000 Professionals

— Ower 500 Certified Professional on PMPY/ ITIL/CBAP
—  Key Awards from Customers

— Delivery by Experienced & Expert Faculty

(T S
Prowider™

Testimonials

"Examples & scenarios were explained with real life
examples" vijaya 56 Software.

"Enowledge & command on the subject of the trainer was
the key aspect of the program” Wikram, HP

“The ftraining was wvery interactive. Instructor s wvery
knowledgeable in the subject” Dinesh M, Akzo Mobel




Welild s{Eavourite Work-Life Benefits
formy organization's employees. How about yours?

Astudy by e Conporate Execufve Boand —an

intobest &8 reseandn —show s thal work-iife benelils play

a erifical mbe in mofvaling and miaining employess. Accordng 10 1he sludy, emgoyess work 21% harder and am 33% moe ikely 1o
slay wilh e omyanization when they am Rapgy with hie work-ife benefls that are offered by Tar ermployers .

Are you locking for banelits hatimprove he perform ance and wellbeing ofy our employ ess?
Edanred, the | nbermational leader andlmdia’s foremostin work-life banefits, rewands an dloyalty soluti ons, offers anamay of

saodull ons that willlmaks yourwork place ¢ome alival

0 v 'n;
Ticket = s
!Hﬁtamam" _ﬂ__ '-_-b:."‘

They are & greal la evenpl perquis e for your employees and
arewealtomed & over 12,000 mstaurans, iood oullss, bakerias,
calelarias, inod courts & tood slones acrass 3,000+ ofes, lowns
A hot #hins in lndia.

® employEase ! . ﬁ

Arssands and meognifion siulon ided for madum o lange sized
organizaiions with a mull-locaiion base. Extramealy
easy o cenirally Manage, Measure and monilor youremployas
rewamls & recognifon infistives. This unigue plafform gives
your employesas the lusury of dhoosing fair oen resards from a
comprehensve online cal ogue.

They give your employess the beedom o choice and are
walcomed & 10,000+ oulleds across 2 000 clbes, ovans and
locatins in india. Available in mulipls varanis hese vouchers
#ra the perfect rewands and recogniion 1ool for your employess.,

® e-Compliments* g

A elecranicgif voucher which gives you he Sedbilty o manage
your rewands and infafves. Thess vouchers ane
availabla in any denominafion and (he recpents can medeam fam
N & clElamized e-cal gogus Lhal refiects your compamy’s cullure
andimage.

Tor kmow more ahout these work-fe benefits and to make your workplace come alive
Simply call E-assist at 1860 233 55557, 022 2545 5555 or email us at

assist-IN@edenred.com

A h dia Loca Hehiina Momder dccacnfs fiom LU and sesecy’ O SWANTETN, nomibare.

Edenred

ke mal onal Leadars and india's Fonsmoal in
Work Life Banafits, Risswanda and Loyally Soluliona

edenred.co.in
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Goals are real,
only when
people performance

plays along.
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Performance can now keep pace with dreams. Adrenalin 4.0, the [atest version of India's leading Human Capital Alignment
Software, brings in smart working with the power of automation and interactivity. it comes equipped with a powerful workfow
engine that provides facility to set escalabons & reminders. it is mulii-lingual, facilitates easy access to various forms in the

application, alows you to design new reports & analyfics and recognises your time zone, Now, connect with your employees
at ease, motivate them, stay synchronised to a uni-dimensional goal and win with the powsr of alignment.

Organésation Struchwe Goal Tracking

Personal Infermation Management Tralning Management
Employment Life Events Employes Sell Service

Awarzs & Recognition Manager Seif Service
Compensalion & Beneft Management  Letler Generation

Position Managemeani Absence / Leave Managemant
gRecnetment Irave Management
Farformance Management Shift Management

Paynoll iAnzhtics / iReporter

360 Degree Feedhack
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To know more, contact us and get off fo a winning start! Connect

"";E &
Worldwide Business Partners i = Alrica = Asa Pacilic = Middle Fasl = LS . :'F ]? Mm]'l.’atﬂ
Sales Oifices: = Chennal = Banpalore « Gurgaon = Kokata » Mumbal ad re ﬂﬂl i I'Iﬁ B Syﬂﬂhrﬂniﬂe

= [ubai = Singapare = LIS

Adrenalin eSystems Limited Zﬁiﬁg Win

Call T; D44 3888 2345 F: 44 4214 5722 4 ; =
infor@ nyadrenalin.com | weenw. miyadrenaln.com Human Eapﬁﬂl m]gﬂﬁf-ﬂﬂt SﬂﬁWHrE






