
 



 

 

 

Dear Readers, 

Wishing all of you a very Happy New Year!! 

It goes without saying that 2011 was a year of setbacks than a year to cherish. Marked by a series 

of labour unrests, political instability and a dwindling economy, the managers across industries 

had a tough time achieving their targets and maintaining their talent pool. Amidst all the heated 

discussions by the experts on social media, coaching, talent analytics, outsourcing of HR 

processes and numerous other things, did we forget the essence of a true HR professional, 

something that is very fundamental to HR?  Through the cover story of this issue, we try to 

revisit what it takes to be a ‘complete man of HR’.  

The Concoction section features an article on an entirely new concept of ‘Talent Supply Chain 

Management’ that focusses on reducing the bottlenecks in the process of talent procurement 

to its deployment at the right place at the right time in an organization. It’s said that anything 

that gets measured, gets noticed. The article on ‘Metrics in HR’ deals with exactly that, a set of 

metrics used to track the various activities of HR, vis-à-vis recruitment, performance 

management, etc.  In these turbulent times, has HR played its role in making the 

organizational processes effective? The article ‘HRM-Making organizations strong’ throws 

light on some of the interesting ways of adding value to this often forgotten function. 

Performance Management often treated as a dreadful chore by both the employees and their 

managers.  Can it be turned into a ‘High Impact Performance Management’, something that 

starts right at the recruitment phase and gets embedded into each and every activity of the 

employee?  

For the Conflux section of this issue, we would sincerely like to thank Mr. Sunil Sharma, 

Assistant General Manager, Corporate HR, L&T for sharing his profound insights on Change 

Management, its perquisites, the way it’s carried out at L&T, its challenges, etc.  

Campus Buzz section of this issue talks about ‘The Winner Takes It All!’, an event organized by 

team usHR to test the team building, leadership and communication skills of the participants 

here at IIM Shillong. It was a fun-filled way to break the monotony of the student life and have 

some lighter moments to cherish and remember for life. 

As we enter 2012, we wish that it will herald a new era of innovation in this field of Human 

Resources and we here at Team usHR would continue bringing fresh perspectives of all the 

developments taking place around the world.  

Do write in to us with your feedback and enjoy reading this issue!! 
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It is about three essential qualities of an HR 
professional; the very basic qualities which 
complete an ‘HR man’. HR is just coming 
out of its shell. A lot lies ahead of us. But in 
preparing the soldiers for tougher wars of 
business, these three qualities most 
definitely help to raise a strong army- An HR 
Army of ‘Complete Men’. 
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Does L&T follow some strict process of change 

management? 

Not Really. At L&T, we have a decentralised system. 

Although the change is initiated at the high level, we believe 

in bringing the process of implementation and acceptance of 

change as close as possible to the level where it is actually 

effectual. So, we do not have a fixed procedure of change 

management. We want to keep it as flexible as possible. 
 

Apart from training and development, what are the 

activities that L&T indulges in to ensure a smooth 

process when dealing with change management? 

To ensure that our employees are comfortable with the 

transformations in the system, we organize various 

employee engagement & welfare initiatives. The aim of 

these practices is to communicate the change effectively to 

the employees. These activities ensure active involvement of 

employees in the process of the change management.  
 

These days, organizations invest a lot on change 

management. Can all changes be handled internally or is 

there a need for external change agents? In what 

scenario does this generally happen?  

Most of the routine change initiatives are handled with in-

house core team members consisting of employees from 

cross functional departments. External change agents are 

required only if the process of change requires special 

competencies that are not available in-house for instance, 

those needed to handle the specific requirements of 

Assessment centres, Mergers & Acquisitions, Succession 

planning and Leadership development.  
 

We know that the team involved in change management 

is extremely critical for the success of the initiative. What 

aspects must be considered while appointing such a 

team, i.e. what are the 

necessary skills and traits of 

a change agent? 

Acceptability: The label 

“change agent” is often 

accompanied by misunderstanding, cynicism and 

Tete–e–Tete with Mr. Sunil Sharma 

Dy. General Manager-Corporate HR & Personnel, Larsen & Toubro  

On Change Management, its perquisites, challenges and the way it is carried out at L&T 
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stereotyping. Especially, an external change agent is not 

easily accepted into the organization. So, it is imperative for 

any change agent to be able to build trust quickly so that 

he/she receives proper co-operation from the team, where 

the change is being applied. 

Communication skills: Communication skills are required 

so that the need for change can be transmitted effectively to 

colleagues and subordinates. Also, the responsibilities of 

each participant of the change process need to be 

conveyed, for the 

smooth execution of the 

change. 

Empathy and listening 

skills: The change 

agent should be able to 

understand the 

problems of the 

employees and be able to identify with them. Only then will 

she be able to diagnose the issues correctly and will be able 

to design a good solution. 

Organization’s business knowledge: Since execution of a 

change differs from organization to organization, unless the 

change agent thoroughly knows and understands the 

business of the organisation, he/she won’t be successful in 

implementing the change. 

How do you manage people resisting change especially 

when the senior leadership of the organisation demands 

the change? 

There is always an initial resistance at the beginning of any 

kind of change. This is mostly because people do not 

recognise the necessity of the change and it is difficult to 

change the processes that have been there for a long time. 

Employees’ misgivings with respect to the change need to 

be handled by the top management by sharing the need for 

the proposed change. Having 

meetings, listening and resolving their 

apprehensions and establishing 

transparent and open communication 

channels are a few practices which 

we follow. 
 

How do you motivate employees to 

believe that the change is 

inevitable? What is more difficult, the preparation for the 

change or maintaining & re- enforcing this change? 

Motivation is possible by showing the positive part of change 

and the long term benefit of the change. The most difficult 

part of this entire procedure is to maintain and sustain the 

momentum of the change. The change might not show the 

expected results immediately. This might demotivate the 

participants of the process and might cause them to lose 

interest. Therefore, reinforcing the importance of the change 
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at regular intervals and continuous encouragement is very 

critical. 
 

What is the role of communication in managing the 

change brought about in an organization? 

Right at the onset, employees need to be convinced about 

the necessity of the change, their role in the entire process 

and how the change would benefit them and the 

organization. For this, proper communication channels are a 

must. Efficient communication puts every ones’ doubts, 

worries and queries to rest and prepares them for the road 

ahead with a positive mind-set. It reinforces that change is 

happening for a better tomorrow.  

 

It is sometimes seen that employees hide their negative 

feelings and opinions about a change being implemented 

from their superiors, in order to avoid a confrontation. 

However, this affects them subconsciously, leading to 

loss in their productivity. How should such problems be 

tackled? 

A change cannot be successful unless there is openness 

and transparency in the system. At all levels, we need to be 

receptive to gauge the acceptance level of the change 

amongst the employees. There should be provision for open 

forums where employees can voice their fears and 

apprehensions without any concern. We try to have a core 

team which has representation from all stake holders so that 

we get continuous feedback from our employees. This helps 

us to ensure openness and avoid unpleasant surprises at a 

future date. 
 

Does management of a change differ for different types 

of change (technological change, structural change etc.)? 

Yes. Each change has a different purpose and a different 

set of expected outcomes. Technological changes require 

training, a new skill set to be developed within the 

employees. For this, people who have technical proficiency 

are responsible for the process. A structural change, on the 

other hand, should be such that it helps employees adjust 

with the changes in the entire composition of the 

organisation. Dealing with such large scale changes requires 
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emotional support and encouragement. Therefore, it is 

important that the change be handled by a team that has 

expertise in that particular domain. 
 

We believe that when a company undergoes a change, 

several functional areas are affected. How does HR unit 

manage these other functional areas?  

When change is not handled well, loss of jobs can occur. It 

is also accompanied by demotivation within the work force, 

increased worker turnover and a decrease in the cooperation 

and teamwork within a team. Employees may face increased 

levels of stress, anxiety, absenteeism, illness - consequently 

leading to mistakes which affect all functional areas.  

There is a requirement for constant Communication & 

meetings to reinforce the sentiment that the change is for 

positive. Employees need to strong personal support and 

reassurance to alleviate their stress levels and work 

problems. We also try to give any external support that 

might help the employees. The main aim of all these 

activities is to ensure that the change does not have a 

negative impact on the business. 
 

How do you cope up with a change that proves to be 

unsuccessful? 

Not all changes can be transformational. And it is unlikely 

that all the changes initiated will be well received by the 

employees and will be successful. Keeping these facts in  

mind, it is very essential to remain level-headed and not 

have unrealistic expectations set for a change process. 

When a change is rejected or does not give the desired 

results, we should remain practical, composed, not lose 

hope. Most importantly, we should not lose focus and forget 

the importance of change. We believe in learning from our 

mistakes, keeping communication channels open so that we 

receive proper feedback about the change. Based on these, 

we should continue our efforts and devise better methods of 

propagating the required change. 
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An internet major announced a 10% hike to all the 

employees. That is when a business journalist asked the 

board, “Doesn’t that give similar incentive to under 

performers as well?” The response from the board was “if 

your system pays under performers, then as a manager, it 

is a shame”. 

What is High Impact Performance Management? 

High impact performance management starts right from 

recruitment phase.  High performer recruitment means 

selecting the right candidate for the right job. Hence for a 

start, a clear job description is most important. Though, 

mostly an appropriate role works for the expectations of a 

candidate, in certain situations organizations go the extra 

mile. An organization offered a candidate who aspired to 

author a book. So, the organization worked out a plan to 

let the candidate pursue his personal endeavours along 

with fulfilling the organizational commitments. So, when a 

job role suits the utilization of candidate’s skill and provides 

growth opportunity, high performance can be achieved 

soon after the hiring. 

 

Post recruitment, once the employee is a part of the 

organization, most important thing is setting the goals for 

the employee. Apart from business goals, it is important to 

build a framework for personal development of the 

employee. It cannot be left on the employee alone. 

Employees need to prepare themselves to grow and take 

higher responsibility so that both the employee and the 

organization benefits. 

The next most important thing is the focus on high 

performing individuals. If managers draw a “Time Spent 

High - Low matrix” between motivation and ability, they 

would find themselves spending more time on low 

motivation low ability employees more. For high impact 

performance management, the focus needs to be more in 

high motivation and high ability zone. 

High Motivation – High 
Ability 

Low Motivation – High 
Ability 

High Motivation – Low 
Ability 

Low Motivation – Low 
Ability 

 

High   Impact   
Performance  Management 
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Some of the most important tools of performance 

management are performance based pay structure, 

rewards and employee engagement. 

Performance based pay structure is very important 

because no organization can afford to pay the under 

performers. 

Rewards cannot only be monetary; they need to give 

recognition as well. If an organization has a portal, it is 

best to publish the employee’s achievement along with the 

photograph. Organizations 

use several ways to reward 

and recognize employee 

initiatives. In an organization 

a lady was good at using 

Microsoft Excel and other 

employees often used to 

take her help. Hence, she 

spoke to the Learning and Development department and 

organized a training session with Top 10 Excel Tips. The 

organization recognized her as employee of the month and 

gave a day off as reward. 

 

Organizations have different employee engagement 

strategies. Some organizations have even defined 

engagement quotient to measure the effectiveness of 

employee engagement activities. Engagement activities not 

only give a sense of belongingness to the employees but 

also help in ice breaking for new team members. Better 

coordination among employees lead to high performance 

and the involvement leads to low attrition. Thus, this is a 

win-win situation for the organization. 

The low performers in the system cannot be ignored. Most 

of the organizations have set up performance improvement 

process. Post-performance improvement process, 

generally companies opt to place employees on different 

assignment. The reason generally is that performance is 

not only related to ability but also the nature of work. 

 

 
Varun  Arora || LBSIM Delhi 

Thus, high performance management is 

embedded with each process and policy of 

Human Resources strategy of the organization. 

It starts from recruitment phase itself and is 

aimed at higher performance levels translating 

to equivalent returns for both employee and 

organization. 
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The heightened level of industrial activity 

has thrown up an unusual challenge - the 

shortage of talent to propel this growth. 

Today‘s organizations are not in a position 

to address this issue. 

The post-recession period has been characterized by 

explosive growth. Most of the growth stories have come 

from the emerging economies of Asia like India & China. 

All industrial sectors which belong to these countries are 

witnessing heightened activity in terms of production and 

consumption of goods & services. This level of industrial 

activity has thrown up an unusual challenge - the shortage 

of talent to propel this growth. This issue gets more 

complicated if we consider the fact that the - Baby 

Boomer generation (born in the post – WWII period 1945-

1960) are nearing their retirement age. It has also been 

proved that the generations which succeed them have 

insanely different aspirations. Today‘s organizations are 

not in a position to address this issue. To make matters 

worse, the future distribution of working age population 

across the world has been found to be disparate. It is well 

known that Mr. Jim O'Neill, a global economist working for 

Goldman Sachs, is credited with the coining of the 

acronym - BRIC (Brazil, Russia, India, and China), the 

countries which will occupy the center stage of world 

economy in the 21st Century. But when considering the 

talent shortage or surplus across the world, this acronym 

gets reduced to - IC 

(India & China). As per 

the International Labor 

Organization‘s estimates, 

the working age 

population between 15 

and 64 years will increase 

by 212 million and over 

64% of the increase will occur in only one country – India 

and China will add 23 million to the global workforce 

during the same period.  

When we consider the above factors, it makes sense for 

an organization to focus on acquiring talent so that its 

growth targets are not choked by inadequate manpower. 

At this point, I would like to introduce a relatively novel 

concept in HR, viz. Talent supply chain management. So 

when we say - TALENT SUPPLY CHAIN MANAGEMENT, 

TALENT    

SUPPLY     

CHAIN          

MANAGEMENT   
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it essentially means procuring 

talent from variety of sources 

and delivering it to the organizations so as 

to sustain its growth. Closely 

associated with the 

supply chain 

concept is optimization 

which essentially means getting the most out 

of one‘s investment. This concept makes more sense if we 

consider the fact that the organizations themselves don‘t 

know what the future business scenarios are going to be.  

Optimization has become a key word in this era of 

information technology. The global firms are aiming to 

acquire the best talent at the least price. In doing so, they 

try to minimize the cost incurred in sourcing a candidate. 

Of late, most of the MNCs and recruitment agencies, have 

taken themselves to the social media sites such as 

LinkedIn, Twitter etc. These sites double up as a brand 

promotion and a recruitment tool. A skeptic of the same 

might argue that those organizations which blindly follow 

on the footsteps of this i-generation might soon find it in 

troubled waters. But if we look at the social media 

recruiting through a different lens, it can be proved beyond 

doubt that there is no other medium through which a firm 

can reach to such a diverse audience at the 

lowest cost. Employee 

referral, which is also 

the next preferred 

tool for recruiting, 

reiterates the case in point.  

During the IT boom, organizations had hired employees 

from the universities and colleges across the country in 

large numbers. The idea behind this practice was to 

ensure that the sufficient manpower was available to carry 

out future projects. So this being the case, the 

organizations failed to provide work to these recruited 

talent after their initial training. However, the company had 

to keep on paying the salaries which 

was a kind of wastage 

of much needed 

resources which 

could have been deployed 

elsewhere. It has been found that an employee makes the 

decision to stay or not to stay with a firm within 6 months 

of his joining. If he is kept on the bench waiting, more 

often than not, he will resign soon thereby resulting in the 

wastage of the investment made by the company on the 

training of the resource.  

The aim of supply chain is to reduce the bottleneck in the 

system. When an organization goes for mass hiring, it is 
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quite evident that a mass training program needs to be 

undertaken. But if we do such a program, it will cost the 

firm a fortune and at the same time the scenario discussed 

above might happen. So the ideal solution would be to 

place the training program for the new recruits and allow 

them to choose their preferred date of joining the firm from 

the options given to them. Reduction of bottlenecks can 

also be addressed by the succession planning of the firm. 

A firm with a robust succession planning in place 

effectively address talent optimization.  

Supply chain management is also concerned with reducing 

the forecasting errors as far as the demand for a particular 

product is concerned. When we analyze MNC‘s with global 

operations, it has been found that the recruitment mandate 

is handled independently by the host country offices. The 

logic of this move being that the recruitment function of 

that country is in better touch with the host country rules 

and regulations. But in this era of economic uncertainty, if 

we try and 

predict the 

manpower 

requirements at 

the individual 

locations, we 

may land up 

either with too many or too few of them. The ideal way out 

would be to forecast the manpower requirement on a 

global level and designate the recruiting process to the 

host country offices.  

Although there are many other aspects of supply chain 

which will find its applicability in the Human Resource 

function, the scope of this article limits itself to the aspects 

discussed above. Hence, we see that applying the concept 

of supply chain to talent management would provide a 

competitive edge to the organizations of today. The 

importance of this cannot be under estimated which is 

evident in the saying – “People are not your most 

important asset, the 

right people are” – 

Jim Collins. 
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I am not going to say anything contemporary. I am not 

going to say anything revolutionary.  I wouldn’t discuss 

frameworks or models and neither will I elaborate on 

examples from various organizations. But I am going to 

say something very fundamental to HR. I am going to talk 

about three essential qualities of an HR professional; the 

very basic qualities which complete an ‘HR man’ – 

Honesty, Communication and Vision.  

Let’s begin by talking about 

‘Honesty’. Human Resource 

Management is a domain of 

responsibility wherein the HR 

professionals have to nurture the 

most important asset of an 

organization – people. This 

responsibility of catering to people 

can’t be fulfilled if one doesn’t feel 

this responsibility from inside. If HR is ‘just a job’ for 

someone, that someone has surely endangered a very 

important organ of business.  

Where do the concepts of 

procedural justice and distributive 

justice emerge from? Why is there 

a need to understand the equity 

theory? These concepts and 

theories have come from every day encounters of a man 

with dishonesty in the organization. To 

many, honesty may just be a 

talking point. But an HR man 

mustn’t risk this virtue. It takes lot 

of courage to speak the truth, it 

takes even more courage to accept the truth, 

but it takes greatest courage to continue believing in the 

power of truth. HR is a service which is totally impossible 

without honesty towards oneself and 

organization, hence the 

employees.  

Let us now come to the second 

quality which an HR man must 

have – ‘Communication’.  

Communication we have been 

taught over years is something 

which lets us convey our ideas to another person. But I 

choose to define it a little differently – communication is 

the method to satisfy the rational being of every human 

being. It must lead to action. 

Essentially I am including the power 

to motivate in communication. If ideas 

are transferred without provoking the 

receiver to think or act accordingly, 

communication definitely is ineffective.  



 Cover Story 
    

 

www.iims-ushr.in |  12 

 

Coming to the field of HR, whether they are huge tasks 

like Change Management and Performance Appraisal 

Feedback or simple little things like daily delegation of 

work, communication is definitely important. But in times of 

trouble, this quality can come to 

great rescue. Say 

you have to lay-off 

an employee. There is hostility from both 

ends in such a situation which can’t be avoided without 

proper communication. This communication is not what is 

taught to us in high schools and B-schools. This is what is 

given by experience and rational thinking of an individual. 

Today, all other domains of business have some or the 

other method of reporting their performance, but HR still 

struggles to find its right metrics and scales. What we lack 

aren’t numbers, but a concrete method of communication. 

Thus communication we see nearly completes an HR man. 

Last but definitely 

not the least we’ll 

talk about ‘Vision’ 

Vision according to 

me is a desire to look into future and hence take a step 

ahead of what is ‘just’ enough in the present scenario of 

business.  What is succession planning? Is it only planning 

for future? No it starts from the very essential quality of 

having a vision. You develop a leadership pool considering 

not just the ‘need’ per say but the ability of a potential 

successor to stand erect in the future.  

Vision is nothing but courage to change the outdated. All 

contemporary practices in HR have evolved due to the 

vision of a visionary. Whether it is talent management or 

competency based practices or 

engagement, HR keeps outstanding 

itself. We the HR men have to 

have the business astrology or vision 

to complete ourselves. HR today can’t 

afford stagnation. It needs to keep evolving faster than 

business evolves. HR has to keep ahead of its employees 

and keep surprising them and make workplace better and 

brighter.  

HRM hasn’t received its true recognition because of dearth 

of talent in this field or in other words, dearth of ‘complete 

HR men’. It may appear easy to preach and read these 

three qualities but definitely very difficult to practice. I don’t 

say this is a fool-proof formula to success of HR. HR is 

just coming out of its shell. A lot lies ahead of us. But in 

preparing the soldiers for tougher wars of business, these 

three qualities most 

definitely help to raise a 

strong army- An HR Army 

of ‘Complete Men’. 

Disclaimer: 'complete man' has only been used as a phrase and does not intend to hurt any emotions! 
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The word Metric means very simple and generically an 

analytical measurement intended to quantify the state of a 

system. We need Metrics to quantify many aspects in our 

lives and in our work. Be it a foot rule or a measuring can, 

and mundane jobs. The essential question is, “Do we need 

metrics for our important and essential jobs as well?”; “Do 

we need them at our work place?”; “Would they actually 

help us in any way?” and all these dilemmas got solved 

when I was at Tata Power SED, Mumbai for my summer 

internship. 

I was told that people work a lot to develop metrics in 

order to measure and quantify things, lots of investment is 

made and one needs lots of knowledge in that area to 

develop one. And I got a personal experience with the 

metrics making for the HR department there. And I got to 

know how it all functions. 

Basically HR is an internal function, by that I mean that 

this function of the organization is the least to interact with 

the external customers and the stakeholders. And perhaps 

that’s the reason why that it is not mandatory, like in the 

case of finance where people are accountable to 

stakeholders, to publish their metrics and quantify their 

performance. HR department works for the better and 

smooth functioning of the organization, 

to see to it that the policies are 

well defined and well 

executed, to ensure 

that the employees 

are highly 

motivated and do their best. And so how can we 

make a metrics to define and quantify the HR functions? 

Then I started going into the deeper concepts of the HR. 

What? Why? How? When? Where? All these questions 

were asked. And yes, I did realize that the more you ask, 

the more you get. 

When working on this project, I realized that HR functions 

are side-lined even in today’s critical period. However 

when one has a look at the HR Metrics defined for the 

organization, one can realize that those are indeed 

extremely necessary and useful. They help us to first 

understand how can HR be given quantified work? How 

can targets be set for them? How can we maximize profits 

METRICS IN HR 
A MEANS OF RE-DEFINING HR FUNCTIONS 

 
The HR department’s functions could be quantified 

in the terms that How much time are they taking in 

order to recruit for a vacant position, How much 

cost have they incurred in the process, How many 

people have they provided the training to, How 

effective the training was, What is the attrition 

rate, What is the number of the people who wants 

re-employment with the organization, What are 

the number of successors in pipeline, What health 

and safety norms are followed and the number of 

days worked without any safety issues creeping in. 
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and revenue (or minimize the costs) when it comes to HR 

department? 

The HR department’s functions could be quantified in the 

terms that How much time are they taking in order to 

recruit for a vacant position, How much cost have they 

incurred in the process, How many people have they 

provided the training to, How effective the training was, 

What is the attrition rate, What is the number of the people 

who wants re-employment with the organization, What are 

the number of successors in pipeline, What health and 

safety norms are followed and the number of days worked 

without any safety issues creeping in.  

Yes, while phenomenally these are something which we do 

on a day-to-day basis, we know about it all but the 

problem is we do not keep a track of it and hence we 

cannot do much about improving on it. I came across a 

wonderful statement: If you can’t measure it, you can’t 

understand it. If you can’t understand it, you can’t 

control it. If you can’t control it, you can’t improve on it.

In simpler words, we can say that when we talk of 

improving our performance, the first step towards it is to 

measure the current performance, understand the different 

reasons as to why this performance level is achieved, all 

the conditions that work in favor of the performance, and 

all those that work against it can be identified and then 

when we try to control those 

conditions, we can improve on 

our performance. “Whether you 

are in sales or in science, you 

are expected to show what your 

value-add is.”, said Jeanne 

Hugg, Director-HR, Avalon 

Pharmaceuticals, Gaithersburg. And so with the support of 

my HR people, I was able to develop following metrics:  

Recruitment Metrics:  

 

 

 

 

 

 Recruitment Cycle Time 
 Recruitment Source Ratio and Percentage Source 

of Hiring 
 Cost per Hiring (per employee and per 

department)  
 CV Hit Ratio, Selection Ratio, Acceptance Ratio 
 Quality of Hire 
 Manager Satisfaction 

 

Training & Development Metrics:  

 Training Cost (per department, per employee) 
 Training Coverage 
 Training Man-days and Training Hours 
 On-the-job Learning Satisfaction 
 ROI of Training 
 E-learning courses utilized 

and percentage of pass 
rate 
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Performance   Management 
Metrics:  

 Average number of employees with developmental 
plan 

 Ratio of promotions to number of employees 

 Average time frames between promotions 
 Satisfaction of employees with performance 

appraisal process 
 

Compensation & Benefits  Metrics:  

 Average Salary Increase Over A Period Of Time 
 Cost of Benefits to Salary Costs 
 Compensation As A Percentage Of Operating 

Expenses 
 Compensation As A Percentage Of Revenue

 
 Cost Per Full Time Employees 
 Variable Pay to Payroll Costs 

 Variable Pay v/s Budget 
 Average Income per Employee By Position 
 Payroll Error Rate 
 Wage Bill As A Percentage of Operating Expense 

 

Workforce   Metrics: 

 Employee Replacement : Retention Costs 
 Absenteeism Rate (unauthorized absenteeism, 

casual leaves)  
 Span of Control Department-wise 
 

 Number of Employees Undergoing Job Rotation 
 Workforce Diversity Ratio 
 Percentage of Employees Confirmed after 

Probation Period 
 Average Tenure per Employee 
 Revenue Generated per Full Time Employee 
 Profit per Employee 

 

Succession   Planning  Metrics: 

 Number of Positions 
Where Successors Are 
Identified 

 Number of Positions 
Where Only One 
Successor Is Identified 

 Number of Successors 
From Talent Pool 
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Attrition   and   Separation 
Metrics:  

 Attrition Rate Per Year (Yield To Date Ratio)  
 Attrition Ratio per Department 

 Overall Employee Turnover 
 Percentage of Exit Interviews Citing Low CTC 
 Percentage of Exit due to Unsatisfactory Working 

Environment 
 Percentage of Exit Due to Working Procedures 
 Average Number of Resigns due to Performance 

Management System 
 Number of Employees Seeking Re-employment 

With the Company 
 

Health  and  Safety  Metrics:  

 Percentage of Staff With 
Adequate Health and Safety 

Training 
 Total Number of 

Hours in Safety and Health 
Training in a Month 
 Cost of Work 

Related Accidents 
 Days Worked Without 

Any Injury and Safety Related 
Issues 
 

 

When these metrics are formed, the work should be 

quantified for the organization year after year in order to 

understand how much progress the department has done 

compared to previous year or quarter. Also the measured 

and quantified work could be compared with industrial 

average in the market in order to understand how much 

the organization leading or lagging is in a particular 

measure compared to the industrial average. 

 

The metrics thus formed will allow the organization to 

measure its performance, understand the influencing 

conditions and then helps us to improve on our 

performance. This will also put forth the work that HR is 

doing in the organization in a quantifiable manner and 

hence also changes the “cost-center” perception of the top 

management that they have towards HR Department. 

 

 

 
Shah  Ankita Pradeep || N L Dalmia 
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TALENT RETENTION –MAKING HR EFFECTIVE 

Talent retention is a part of talent management which is 

one of the most important functions of the human resource 

development department of any organization. Talent 

management helps an organization in selecting skilled 

employees, developing and retaining current employees in 

order to achieve the business objectives. Talent 

management is used as a tool by the Human resource 

department in order to achieve organizational 

effectiveness. The talent management strategy of an 

organization if properly aligned with the business goals can 

do wonders for a company. For any organization to 

succeed the most important is its employees and their 

skills and competencies.  

HR department can play a very important role in retaining 

talent in IT industry through several ways. The HR 

department should formulate and implement strategies in 

order to assure that the employees are provided with a 

learning work environment. The employees should be 

given a clear view of their growth prospects in 

different areas. The HR 

department of the organization 

should ensure that a proper 

Performance management system 

is present so that all the employees 

working in the organization can get a proper 

understanding about what is to be achieved 

and how it has to be achieved. A 

performance management system helps in 

establishing an organizational culture in which all 

the employees take the responsibility for continuous 

improvement. Providing Compensation and benefits to the 

employees is another very important factor which the 

organization should use as it helps in motivating the 

employees and pushing them to perform better. The HR 

department should make sure that the employees work is 

recognized and valued. It is very important to make the 

employees feel that they are advancing. Employees can be 

recognized by creation of hierarchies in different roles. 

Also the employers should ensure that the employees are 

given enough space for growth. Monotony of roles can 

sometimes demotivate and so the employees should be 

given opportunities to handle different roles. The key to 

talent retention is trying to focus on the concept of total 

rewards by enabling an emotional connect between the 

employees and the organization by providing  work life 

benefits, health care, education, recognition, mentoring etc. 

Employee engagement is also one of the important 

aspects which the HR department should focus on. The 

human resource department of the organization should 

follow the “Core and Stretch” approach to talent 

management where the people not only go deeper into 

their specialized field but also extend themselves and are 

able to show their creativity. 

COMPETENCY MANAGEMENT 

Competencies are behaviors demonstrated at work place 

which make us effective. They are a mixture of knowledge, 

skills, motivation and personal characteristics. Competency 

management helps organizations to have a well-defined 

organizational structure which is essential for increasing 
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effectiveness. It is also very important to have well defined 

roles for the employees and properly mapping the 

competencies of the employees to each role. Competency 

based interviews are conducted in order to test a 

candidate on his/her competencies as well as on their past 

experiences.  

ROLE OF TECHNOLOGY 

Technology can be helpful in performance management. 

Technology can be used for measuring an individual’s 

performance via computer monitoring activities.  We 

believe that appraisal satisfaction will remain a relevant 

concern, even when technology is a primary mechanism 

for the feedback 

process. Beyond this, 

appraisal satisfaction 

is also a critical 

concern when 

technology actually 

becomes the 

appraisal process. 

Human resource 

Information Systems can also be used for storing the data 

of various employees and their competencies. Thus HRIS 

is very useful in Competency management.  Online 

surveys done in order to 

collect suggestions of 

employees is also another 

use of technology in the field 

of HR. 

 

EFFECTIVE COMMUNICATION AND FEEDBACK 
MECHANISM 

As business of a company grows in size and revenue, it 

faces the challenge of breakdowns in communication in 

departments between managers and employees. The HR 

department of organizations must discover ways to convert 

one-way communication into a bidirectional channel for 

employees to provide their feedback to management. 

Encouraging bidirectional communications in this matter 

can create an organizational culture that breaks down silos 

and fosters teamwork between the management and the 

employees of the company. The HR department of 

organizations should find ways so that the customers are 

made a part of the interview panels while recruiting 

employees as it will help the organization in getting talent 

which knows how to satisfy the final customer. Also 

companies that encourage or engage their employees to 

provide ideas and suggestions have higher employee 

retention, high productivity and high job satisfaction. Such 

type of employee-centric culture has an effect that extends 

beyond the internal sphere of an organization it can 
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actually affect a company's bottom line. Feedback plays a 

critical role in helping organization increase employee 

retention. Creating and implementing a feedback process 

that encourages employees to engage in continued 

dialogue creates a common voice for the employees.  

NEURO LINGUISTIC WORKSHOPS 

Neuro-linguistic workshops can be conducted for HR 

managers as these workshops comprise of various 

psychometric exercises which can help in identifying the 

various areas in which an HR manager is good and 

improve on different areas based on the analysis. 

These workshops also help in improving the listening skills 

of managers as they are very important for effective 

communication in an organization. A HR manager needs to 

learn to listen to his subordinates in good will and take  

 

 

 

 

 

 

decisions which are based on his as well as others 

opinions. 

WORK LIFE BALANCE STRATEGIES 

Work life balance from an employee prospective is the 

maintenance of balance between work at office and at 

home. Organizations have to devise effective WLB 

strategies and implement them properly with the 

employee’s involvement to attract the best talent and 

motivate them to be 

retained to achieve the 

goals of the 

organizations. WLB 

strategies are a must 

in view of increase in 

diversity of workforce 

like gender and demographic differences. WLB strategies 

may include flexible working hours, paternal leave, work 

from home etc. 

A proper Competency management system, appraisal 

system and ensuring employee job satisfaction can help an 

organization retain talent in an effective manner. 
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This month the usHR team organized - 

‚The winner takes it all‛,   a unique event 

that combined fun with basic concepts of 

human resource management. A number 

of students from both first and second 

year, in teams of five, participated in a 

series of contests which tested their team 

skills –   collaboration, team work and 

good communication. In the first game, the 

teams had to compete in a race which had 

the teams passing a ping pong ball through 

a series of tube-shaped chart papers. This 

required the teams to have utmost 

concentration and team work to make sure 

the ball did not fall off at any point of time. 

The second game tested the wits of the 

members of the team, wherein they had to 

depict common terms related to human 

resource management through illustrations. 

The teams displayed utmost creativity and 

imagination and did a brilliant job of 

representing the words. This challenge also 

assessed the level of communication and 

concord the team members had amongst 

them. This task was followed by a treasure 

hunt. At each of these levels, based on the 

performance, some teams were eliminated – exemplifying 

the concept of the survival of the fittest. At the final round, 

only one team survived. To give an exciting twist to the 

game, the team members were made to compete against 

each other.  

The contestants had to complete a race after finishing a 

set of simple tasks – and the one who did it first – was 

declared as the winner who took it all.  

 

In the words of Partha Mitra, a second year 

student and also the winner of the event, 

“Nine-tenths of our knowledge is 

through our experiences. ‘The Winner 

takes it all’ a wonderful concept from 

usHR the club of highly talented and 

motivated bunch of HR enthusiasts 

was just the perfect recipe for getting 

the entire IIM Shillong family together 

for a fun filled afternoon.  

This event was unique in a way that one starts 

with a team participating in a series of exciting 

events and only one person from the leading team gets to 

win it all. But then the best part is that you win it 

‘individually for the entire team’ without whom you wouldn’t 

have made it. I cherished the spirit of teamwork & 

creativity which I think makes this event so very special. 

Kudos to the usHR team for their passion and dedication 

in successfully conducting the event. I would look forward 

to many such initiatives in the future!! ‚ 

The  

Winner  

Takes  

It  

All 
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Hi, I am the head of the elected Staff 

Committee in-charge of handling the 

concerns and grievances of the employees. 

Our organisation has traditionally been 

known for our treatment of employees and 

the way we take care of them. However, we 

have recently received serious complaint 

from 11 of our employees stating that they 

are unhappy with our committee and they 

want it dissolved. Instead, they have 

demanded the creation of a union for this 

purpose. What should I do? 

Hi, I am a 27 year old guy and I have just 

joined a PSU after a five years stint with 

another company. Now, I am finding it 

extremely difficult to adjust and adapt here 

because of the type of behaviour my 

colleagues have towards me. The reason I 

think for this is that I have been inducted 

from outside while they believe that there 

were many eligible candidates in the 

organisation itself who deserved that 

position. What do I do to build my image at 

this new workplace? 

Connoisseur Speaks!!! 

The problem you have mentioned is faced by many new comers to 
an organisation and it is definitely not easy to adjust at a new place 
where your colleagues are not supportive and warm.  One thing 
that I would like to advice you is that patience is the key here. You 
are new at present, in another few days things would be fine. In the 
due course of time, you need to show your colleagues how much 
capable and deserving you are by showing your commitment 
towards the work. Also, you have to make efforts to talk to them 
and build up a good image with them. Remember, time is the best 
healer so you should not lose hope and continue working with all 
the vigour. Results will definitely be positive.  

We understand your dilemma. Our suggestion to you would be to 
talk to your employees within the organisation. The demand for a 
union is simply a reflection of their grievance regarding some 
unresolved issues within the organisation. Talk to them, understand 
their grievances and attempt to resolve them. Check the issues 
reported properly to the Grievance Committee and see whether 
they were worked upon or not. Thus check the fault on the part of 
the grievance committee first. If grievance committee is at fault, 
proactive action on your part should be taken. It would show your 
efficiency and commitment towards the welfare of the employees. 
But if the grievance committee is not at fault then you should talk to 
the employees individually. For it may be possible the issue of a 
union has come up because these 11 people might be playing 
politics and want to create a union to become leaders themselves. 
So you should do a background check on these employees. Further 
you should emphasize that the Grievance Committee is not 
nominated but rather an elected one and hence a representation of 
the employees only. Today they may have some grievances but that 
does not mean that the Staff Committee doesn’t care. Again the 
point that needs to be put forth is that formation of a union 
wouldn’t help. There would be no assurance regarding the reliability 
of unions. Thus a two way communication would be the key. All this 
would help reflect the efficiency of the staff and help rebuild the 
trust. The past record of the staff committee would also help reflect 
its efficiency and resolve the grievances. 
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Hi, I am the Works Manager of a 

small factory situated in a backward 

area, where there are different mess 

for the supervisory and executive 

staff. Both vegetarian and non-

vegetarian food is served in the mess. 

Recently, I have received a request 

signed by 8 of the 10 supervisory staff 

members that since a majority of the 

members are vegetarians (8 of 10), 

non-vegetarian food should not be 

allowed in the mess. If their request is 

not accepted they shall all resign. 

Something I cannot let happen. What 

should I do now? 

You have a tough situation in hand. You need to understand that 
since the organisation is located in a backward area and hence there 
may be few employees who belong to these backward areas. You 
need to understand their psychology while addressing the issue. 
Communication would help here. Our suggestion would be to talk to 
the supervisory staff members. It is true that the majority of them 
are vegetarians but that does not imply that the minority should be 
ignored. It would be unfair to those two employees if non-vegetarian 
food is removed. When they are doing their work as diligently and 
efficiently as others they should not be discriminated just because 
they are a minority.  However if the supervisory staff still has issues 
with non-vegetarian food, measures can be taken to ensure that 
both vegetarian and non-vegetarian food shall not be served on the 
same table in the mess. There shall be separate eating areas for both 
vegetarians and non-vegetarians.  Again if cooking non-vegetarian 
food in the same kitchen is an issue than packaged non-vegetarian 
food can be outsourced. If these issues are discussed with them we 
believe they shall see light and the issue shall be resolved. 
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Last date for sending the answers for Contest:  Feb 28th, 2011 

Email ID: hrclub.iims@gmail.com 
Subject of the email: TogetHRContest3_CollegeName 
 

Other iPad Games 

Find as many terms of HRM as possible in this grid. You can 

search words horizontally, vertically and diagonally. 
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This Issue’s Results 
 The prize for “Article of the Issue” has been awarded to Tarun Avtar 

Arya from FMS, Delhi for his Article “Talent Supply Chain 
Management”. He is awarded with a cash prize of Rs.1000/- and a 
Certificate of Appreciation.   

 All other articles selected for the issue shall also receive Certificate of 
Appreciation. 

 The prize for “Contest with the Best” for November Issue has been 
awarded to Seema Nagwani from XIME. She is awarded with a cash prize 
of Rs.500/- and a Certificate of Appreciation.   

 

Last Contest Answers 
 

1. Boundary less organization 

2. Gag clause 

3. Reality Check 

Announcements 
Team usHR invites articles from B-Schools all across India. We are looking for 
original articles related to field of Human Resources. References should be 
cited wherever necessary. The best article will be featured as the “Article of 
the Issue” and would be awarded cash prize of INR 1000 
 
Instructions:  

 Kindly email your article with the file name and the subject as <Title of 
Article> _<InstituteName>_<Author’s name/Group’s name> by 28th 
February 2012  

 Article must be sent in Microsoft Word Document (doc/docx), Font: 
Times New Roman, Font Size: 12, Line spacing: 1.5. The size of the 
article should be between 700-1000 words 

 The cover page of the article should only contain the Title of the 
Article, the Author’s Name and the Institute’s Name. Results shall be 
announced in the next issue of TogetHR 

 For other updates, check our Facebook page – “usHR-HR Club of IIM 
Shillong”  

 Also certain entries which could not make the cut to the TogetHR will 
get figured on our blog www.iims-ushr.in  

7. Frederick Taylor 

8. Fred Fiedler 

9. Elton Mayo 

10.   Herzberg 

 

4. Stereotype 

5. Neuroticism 

6. Abraham Maslow 

http://www.iims-ushr.in/
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