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CHAIRMAN’S MESSAGE
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Dear Members, 

Warm greetings to you all!!

It gives me an immense sense of pride as we bring to you the quarterly newsletter of NIPM KC - 

"THE HUMAN RESOURCE", this is for the period January 2022 to March 2022. With our lives are 

returning to normal with the COVID threat reducing, we have been able to engage in NIPM 

activities ofine.

As the current team is entering into the second year of its term in April 22 I wholeheartedly 

thank you for all the support and sincerely appreciate the great work that the team has done. 

NIPM-KC has been able to organize some useful evening lecture programs as well as training 

programs in this quarter for the benet of the members. Sports day too was held in March 

which brought all sport enthusiasts together on eld for a day.  It is also great achievement 

that in the nancial year 2021 -2022, 200 new life members have joined NIPM-KC as part of the 

membership drive, however, as the National Council has extended the last date for 

membership drive with 50% discount to June 30, 2022, it gives us one more opportunity to 

enroll more HR Professionals into NIPM KC fold.

The unfortunate incident of assault on one H R Manager was a dark episode in the otherwise 

positive scenario that we as H R Professionals have built as we move towards more normalcy. 

NIPM-KC as a body took serious note of the incident and has submitted memorandums with all 

the concerned state Government authorities, condemning the incident and seeking 

appropriate support to the HR professionals in the state. A delegation also met the Honorable 

Labour Minister Shri Arbail Shivaram Hebbar and submitted a similar memorandum and also 

had a very meaningful interaction on other HR professional areas too. 

NIPM-KC has not been able to organize the Annual Day Celebration for the past two years due 

to COVID situation. Planning the Annual Day Celebrations will be the top priority in the next 

quarter and I hereby invite all of you to come forward with new ideas and initiatives. 

We are open to any suggestions on how to do better in all our endeavors. 

I heartily thank all the principal sponsors and other sponsors for their support to NIPM-KC. 

I take this opportunity to thank our editorial team for their consistent and excellent team work 

in bringing out this quarterly newsletter. 

Take care.
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EDITORIAL MESSAGE

Mrs. Karuna .S.G

Chairperson – Editorial Committee

EC member, NIPM – KC (2021-23)

Dear Reader,

Our team's endeavour, from the start, has been to look towards the Future and aim for the skies 

while placing our feet rmly on the ground. In the previous issue, we contemplated on the new 

normal and received some astounding feedback. In this issue, we bring to you another aspect 

of the Future – Analytics!

Quite simply, analytics is the science of using data to study patterns which aid the decision 

making process. The data pertains to all facets of an organisation, including the Human 

Resource. In this issue, we have had the opportunity to get some key inputs and insights from 

industry leaders. We begin with a deep and meaningful insight into Analytics by 

Mr. Jagannathan, Director HR – M/s Biocon Limited, who elaborates on Analytics being the 

future of HR. Immediately after, giving us a paradigm shift, is a powerful message by Ms. Bindu 

Venkatesh, VP – HR, M/s Oracle India on creating pseudo measurements while using data 

analytics and how it potentially impairs the very decision it is supposed to aid. We have also 

had the opportunity to have our queries addressed through an interview by Mr. Ramesh Ranjan, 

Business Consultant & Executive Coach, which I am certain will be a good read for you.

As our chairman has pointed out already, we have had the opportunity to fully utilise the new 

normal in this Quarter by conducting a fair share of online as well as ofine activities, all of 

which are showcased here for you to see. We also have case studies and some legal precedents 

which we believe will be useful to all readers. 

Last, but not the least, as assured, our focus on wellness remains. In this issue, Mrs. Deepa 

Mahesh of Poorna Wellbeing takes us through an inside-out journey of conscious self-

leadership, which is a must-read for all!

We urge you to circulate this newsletter to encourage more HR professionals to join us as 

members and enjoy the umpteen benets of being a member of NIPM-KC. As always, your 

feedback and suggestions are most welcome and may be sent to .nipmkc@gmail.com

mailto:nipmkc@gmail.com
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ANALYTICS - 

THE FUTURE OF HR

We have witnessed several evolutions from Industry 1.0 till the prevailing Industry 4.0. HR also needs to 
change with the changing business and employee requirements. Earlier, we had dealt with complexities 
due to work environment, mass production, automated production, and today we have the challenge of 
dealing with a highly intellectual workforce. Robotic Process Automation, Articial intelligence & Machine 
learning is changing the workplace and business environment. This will challenge HR to adapt as per the 
evolution requirements with a greater emphasis on creativity and collaboration. 

Industry 4.0 is operated through IOT/ Cloud-based applications, lots of new aspects are changing and 
having a huge impact on the business-like Predictive maintenance, Big data analysis, Smart sensors, 
Sensor Fusion, Cloud computing, AI, advanced algorithms, automation, etc. 

The following Table shows the different change in dynamics from Industry 1.0 to Industry 4.0

Characteristics  

Timeline 

Production 
by using 

Production 
system

Changes Happened 

Industry. 1.0 Industry. 2.0 Industry. 3.0 Industry. 4.0 

Competitive 
priorities 

th18  Century (1784) th19  Century (1870)
th20  Century ( 1969)

st21  Century

Manufacturing concept

Volume 

Mechanization by 
using water and 

steam 

Labour based 
mass production 
by Electrication

Automatization
Computer/ Robotic 
systems  to replace 

manual work  
IT+ Operations 

Technology 

Convergence of  IT and 
OT i.e physical, digital, 
through Cyber-Physical 

Systems & IoT ( 
Internet of Things) 

Degree of complexity 

First Mechanical 
loom

First Production Line. 
car assembly 

Cincinnati Slaughter 
houses

First Programmable 
Logic controller, 

Modicon 084

Cyber-Physical 
Systems and the 
Internet of things 

(IoT)

Manual to Mechanical 
Replacing muscle power 

Electricity and 
Assembly line 

Computer 
(Electronics) + 

Software+ 
Standalone Robotic 

system 

Smart factories:-
highly intelligent, 
integrated, and 

automated 
manufacturing 

ecosystem 

Quality, Cost Quality, Cost, Time Quality cost, 
time, Flexibility, 

Quality, Cost, Time, 
Flexibility, Innovation, 

adaptability 

Mass manufacturing Moving assembly line Mass customisation Mass personalisation 

Less production, 
Personalised 

approach 

Mass production
More Product 

volume

More product volume 
with ease of 
operations 

High Product 
volume and variety 

Low Medium high Very High

Author: Mr. V Jagannathan, M.S.W, MBA, MSc

Senior Director – HR, Biocon Limited

 Jaga_nathan2001@yahoo.com

mailto:Jaga_nathan2001@yahoo.com
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The complexity in operations increases from entry-level automation to higher level, the following table 
will show the complexity with which we are dealing. 

Automation Level Systems  Complexity 

Enterprises Level  Enterprises resource planning  Highest  

Management Level  Manufacturing execution system. Higher

Supervision level  Supervisory control and data acquisition  High

Control Level  Programmable Logic/ Automaton controller  Medium

Field Level  Sensors / Actuators etc  Low

AI, ML, and DL

Articial Intelligence refers to the technology used to undertake a task that can be done by humans by 
using some level of intelligence. Three core components differentiate AI from ordinary software: high-
speed computation; a huge amount of quality data; and highly advanced algorithms.

Articial Intelligence, Machine Learning, and Deep learning alignment are explained below. 

HR Focus- Hi-tech and Hi touch

Two important factors are more valuable for the organisation in driving value creation: human capital and 
data.  Managing the data by using Hi-tech and human capital by Hi touch. Being data-driven ensures that 
results from HR analytics are aligned with the overall strategic goals of the organisation. 

As employees have become more selective about their work priorities after Covid 19 pandemic, the 
employer value proposition is also changed accordingly, and the existing HR system is revamped in 
different ways. HR needs to focus more on differentiated employee expectations, hybrid working, 
employee wellness, and focus on ensuring productivity. Digitization is an essential part of the 
requirements. HR is using data science to implement a more informed decision-making process related to 
team structure, hiring, talent acquisition, talent mapping, critical talent identication & Retention.

HR needs to balance Hi-tech and Hi touch environment. The following pictures will give an idea of Hi-tech 
focus areas without losing the focus on the Human touch. Centralised and Decentralised approach can be 
considered for bigger corporates. 

Articial Intelligence

Operator 
evaluation 

Maintenance 

Operator 1.0 
Manual work 

Operator 2.0 Assisted 
work (with support ) 

Operator 3.0 
Cooperation work 

Operator 4.0 Work 
aided work with tools  

Maintenance 1.0
Visual inspection

Maintenance 1.0
Instrument inspection

Maintenance 1.0
Real-time condition

monitoring

Maintenance 1.0
Predictive maintenance,

Use of Big data
Statistical analysis

Smart sensors and IoT
Use of digital twins

For Enhanced employee experience / Data Driven Decision Making

Ex. Charbots with Natural 
Language Processing ability 
Speech recognitions

Deep Learning - Computer to learn 
based on the data / and programme 
around and predict the solutions

Machine Learning - make 
predictions based on certain 
data pattern
Ex Attrition

AI - solve cognitive issues 
through complex machine 
algorithm and huge data

AI

ML

DL



HR Chatbots 

a. computer – program machines that use articial intelligence to simulate a human conversation, 
which is used in the recruitment/ Onboarding / Employee grievances redressal process. 

b. HR Chatbots are bots that are specically trained and designed to replicate the role of HR Staff, 
especially in the areas of employee life cycle management in Talent Acquisition/Talent 
Management/ Entry to exit support.

c. HR Chatbots are used to explain to the employees about different FAQs & Policy awareness.

d. HR Chatbots are used for different employees surveys and the data is collected for analysis

e. Data responses are very fast, personalised, and condential 

Augmented Reality (AR) and Virtual Reality (VR): 

AR uses a real-world setting while VR is completely virtual. AR users can control their presence in the real 
world; VR users are controlled by the system. VR requires a headset device, but AR can be accessed with a 
smartphone/ suitable device. 

Augmented reality and Virtual Reality wearables can deliver immersive experiences that engage the 
emotions and senses.  This is very much useful for the employees to get the complete experience .

Example, 

a. In Pharma industries, employees can get a complete virtual tour, including critical areas and operations 
during onboarding. 

B. Virtual experience from emergency training program due to different scenarios like gas leakage, re, 
etc. 

HR Analytics & Business Metrics: - 

”In God we trust. All others must bring data.” This quote, made by , refers mainly to W. Edwards Deming
the importance of data measurement and analysis when doing business.

Due to different HR systems, data is seamless, and information is available everywhere, but who is going to 
use or convert data into a decision and put it into sustainable practice will be competitive in the market. 
Data is gathered through performance management systems, learning management systems, 
recruitment, and on boarding systems, remuneration systems. People Analytics is not part of Human 
Resources (HR) but instead will become a critical part of overall organisational analytics.

HR needs to establish a robust system for data generation, data collection, data combination and then 
move to analysis for effective utilisation of analytics. HR Analytics should predict the future based on the 
past trend rather than giving just metrics

Example.  Predictive attrition/ Predictive skilled talent required / Skill heat mapping. 

HR analytics and dashboard should be able to connect the talent and resources within the organisation and 
empower the people to take the right decision on time. 
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https://www.goodreads.com/quotes/34849-in-god-we-trust-all-others-bring-data


HR leaders must focus on developing the HR team members on data science, changing the mindset from 
the human touch to Hi-Tech which will enable HR staff to take data-driven decision making. 

“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 it." Dr. H. James Harrington.

Most HR practitioners are familiar with common HR metrics and ratios like employee turnover or 
absenteeism and run surveys on issues such as engagement or satisfaction. But all the data analysis should 
be interconnected to business metrics. 

The following Business Balance scorecard applicable to Pharma industries will give an idea of different 
metrics to be analysed.

All HR metrics should be interconnected to Business metrics.

Example.   

Customer satisfaction scores Vs Employee attrition

Idea generation Vs Employee attrition 

Exiting customer growth / Product revenue growth vs Attrition of Salesforce. 

Few HR PERFORMANCE METRICS
1. Employee turnover
2. Employee engagement
3. Time to hire
4. Employee absenteeism
5. diversity and inclusion metrics
6. Revenue per employee / Prot per employee 
7. The labour cost percentage of Revenue/ Labour cost percentage of the total cost 
8. No of employees per HR staff/ HR cost per employee
9. Hiring manager satisfaction Number of hires who perform well/total number of hires

Way forward: - 
1. Ensure that data  generation is robust, and all required data are captured
2. Data is collected consistently without any interventions
3. Data being combined from the different systems to taking the right decision. 
4. Decisions are taken based on the data only 

Different HR Analytics softwares are available in the market which can collect, process, and analyze data 
from all of the moving parts within HR. HR staff also needs to improve their analytical capabilities to bring 
value to the business. 
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25.01.2022 - HR Professionals Day

08.01.2022 - 
Quiz programme
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Analytics – 
The perils of creating pseudo measurements - 

missing the tree for the forest

Human Resources as a discipline has evolved from 
research and advancements made in Social 
sciences like Industrial psychology, Sociology of 
work, Industrial, monetary and labour economics 
etc. While these subjects have given us rich 
insights into the "organization man/ woman" 
a large proportion of the data has been with 
insights and data. While the quantitative methods 
gave us inference and conrmed the hypothesis, 
the qualitative data provided insights and many 
"a-ha" moments to the researchers and also to the 
practioners over a period of time.

Such insights have gone on to enrich the world of 
work. Take the case of the Hawthorne studies, 
even when the lights in the factory were reduced 
to the bare minimum, the team kept working - it 
was because the team liked each other and 
enjoyed working with each other that physical 
discomfort didn't matter to them.  

As humans we seek certainty and nothing can full 
that requirement better than something that can 
be measured.  As it is said, what can be measured 
can be managed.The discipline of Human 
Resources has always sought the legitimacy that 
numbers gives to other functions.  We have tried 
to create opportunities to measure much of the 
activities we do in the function to ensure that we 
are able to communicate effectiveness of 
activities we do in HR to the other stake holders in 
the business and key decision makers. When 
budgets are allocated based on assessment of 
effectiveness of HR activities, it becomes more 
important that we create a culture around 
measurement in HR.

Can we measure everything?

While the obvious answer is no everything can't be 
measured. Often that is not the right question.  
Often measuring the things that have no business 

impact is the rabbit hole that we go down as a 
function. Take the case of measuring the impact 
of social media use for Talent acquisition - often 
we measure the number of recruits who looked at 
social sites and join the organization. It however 
doesn't look at how many others have watched the 
sites and are likely to not apply now since they are 
happy in their current job and may apply at a later 
stage.  It also cannot measure the applicants who 
had the postings forwarded to them by their 
friends who knew they were looking for an 
Opportunity. Therefore, our function has to 
determine what measures will have a business 
impact -specically those that will help decision 
makers understand the business impact of good 
and timely investment into the HR function.

Whither Judgement?

A lot of decision making in Human Resources is 
based on good judgement and good judgement is a 
combination of insight and data (where available) 
and sometimes with only insight. There is much 
that doesn't yield to rationality of numbers. For 
e.g. in Organization's there is a strong will to drive 
the culture through values - and many of these 
values have a very strong orientation into the 
belief systems of the founders/Leaders - they are 
the DNA of the organization but don't yield to 
measurement. Does that mean that since it falls 
into the category of "can't be measured" - not 
really meet organizational objective of longevity 
and creating a culture of mutual trust across the 
community of Stake holders both internal and 
external?

Just like the number of connects one has on 
Linked In is no measure on the strength of the 
network the individual has, some analytics hasn't 
helped HR to get the legitimacy it seeks by 
quantifying and measuring.

Author Name : Ms.Bindu Venkatesh, 

M.A., Tata Institute of Social Sciences), 

M.Sc, (London School of Economics),

Vice President - HR & Training Oracle India
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Analytics and HR:

As a function, HR has tried to use the new 
methodology of analytics to get the best in class 
solutions to also ensure that we create predictors 
and are able to leverage this for legitimacy.  The 
common analytics used is to predict attrition - this 
will most certainly help us to determine who we 
invest in creating engagement so that such 
employees continue to add value and we don't 
waste resources on employees who are likely to 
leave quickly.  However there is challenges in the 
data source itself - when it is termed "garbage in 
and garbage out" Data quality is an ongoing 
problem in all analytics but especially when 
there's people data involved.People data is always 
in a state of ux and we are unable to represent 
that data well enough to make business sense.

Organizations have to invest signicantly into 
creating source data that is "clean" and can be 
used instantly.  The data also has to pass the test 

of its utility for the Organization and not merely 
be an exercise of collecting and analyzing the 
data. There should be one source of centralized 
people analytics and all data threads should pass 
thru' the functions of a common platform. 

Most often the data that HR collects and analyzes 
isn't reaching the stakeholders and is also not used 
by them. This is perhaps the single most important 
reason for the ineffectiveness of our approach to 
using analytics. If the stake holders don't see a 
value in the data to the job they do - it really adds 
no value to create this analytics culture in the 
Human resources function.

Benjamin Disraeli, is believed to have said " there 
are three kinds of lies - lies, damn lies and 
Statistics some times in our quest to force t 
numbers to a job that needs judgement we may  
be actually going down a rabbit hole rather than 
gaining any new insights.



22.02.2022 - Student Chapter Opening
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1. In spite of the disruptive technology, 
companies are still trying to build tomorrow's 
products in yesterday's environment because 
business leaders are hesitant to digitally 
transform. Perhaps that's due to this, many 
digitalization projects that have failed due to 
poor implementation. Have you come across 
such instances in the past? If yes, please direct 
us towards major reasons for such failures and 
how was it analysed?

Everyone is  jumping on to the Digital 
Transformation bandwagon more as fad rather 
than based on business needs. Every business is 
unique and a one size ts all approach will not 
work. Digital Transformation like any other 
intervention starts with the leader and the top 
management support. It has to be led from the top 
and they need to enable a culture of Digital mind 
set in the organisation. Employees and all stake 
holders must be emotionally connected with the 
transformation journey for it to be successful.

Before we embark on a large scale digital 
transformation project which may entail some bit 
of disruption, we need to ensure that we are clear 
of what we want to achieve and prepare our 
people, process & technology for such a large 
scale transformation/disruption. In one of my 
experiences, we were implementing Oracle 
Fusion in a large organisation because of a dictat 
from the top. We had multiple business divisions 
and companies that had been acquired and in our 
hurry to standardise the HR processes and also to 
save money, we were forced to implement Oracle 
HRMs in a hurried way. We had multiple HRM 
systems, policies, practices and here we were 

Questions & Answers
 with 

Mr. RAMESH RANJAN
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Digital HR Transformation - Digital and Beyond

Mr. Ramesh Ranjan is a Startup Mentor, Business Consultant, Executive Coach, Visiting 
Professor, Content Manager & Editor. As a Startup Mentor he mentors Start Ups and their 
Founders in developing People Strategies to help them lay a strong foundation and scale 
up. As a Business Consultant he helps organization's to transform, grow up, scale up & 
Future Ready by leveraging their People Potential. As an Executive Coach, 
he draws his expertise in Human Resource Management & works with organizations on 
leadership development strategies, building a talent pool & leadership pipeline & 
Coaches CEOs, CXOs & High potential leaders. He is the Founder & Editor of the HR 

Portal www.humanengineers.com a popular People Management Website and is ranked 64 in the Top 100 
HR Blogs, Websites & Inuencers by Feedspot. He strongly believes that "when the going gets tough, the 
tough gets going". You can know more about him @ https://rameshranjan.in

moving to a cloud based HRMs which had very 
little or no scope for customization. Initially it was 
thought that the whole implementation across 
the organisation (12000 employees, 5 Business 
Units, 40 locations) would be completed within 
180 days. But we soon realised that we were in for 
a long haul because we had to rework, harmonise 
and modify our HR policies & systems which was 
not  easy (a lso entai led huge nancia l 
implications). The project took more than 2-3 
years to fully stabilize and had a huge cost 
overrun, besides causing enormous disruption and 
stress to the HR organisation and its stake holders.

2. There truly is no industry or company that 
wouldn't benet from digital transformation. 
Also at the same time there is need to balance 
between security and openness when it comes 
to digital transformation. It's a legitimate 
concern considering the level of IP and number 
of internal teams and external suppliers and 
vendors involved in creating complex products. 
How to protect such multidirectional data 
ows?

Organizations must now implement strong 
security precautions, transparency measures, and 
clear communication around their people data 
activities, or risk provoking employee privacy 
concerns and anger over data misuse.

Knowing all of the areas where personal data sits 
is a key part of controlling the risk of people data 
analytics. It's critical to map the ow of personal 
data to and from systems, especially when 
such systems are linked to analytics engines, 
in order to create transparency and implement 



appropriate safeguards. Organizations can utilise 
discovery, mapping, and classication tools to 
classify both structured and unstructured data.

Organizations must be aware of the trade-offs 
involved in rapidly collecting and analysing 
employee data. Most HR departments have good 
intentions when they collect and use data, but 
these vast amounts of information also pose 
substantial risks as it can be misused by 
unsuspecting individuals. Data quality, data 
security, and authenticity of data must be taken 
into consideration by businesses. HR must be 
transparent with employees and let them know 
what data they are collecting and for what 
reason. While this is a relatively new topic for HR, 
it is quickly becoming a major focus, and properly 
so.

3. Digitalization increases adaptability. What's 
your view on this?

The integration of digital technology into all 
elements of a business, is radically disrupting how 
you operate and deliver value to your 
stakeholders. It also requires a cultural shift 
in organisations that necessitates them to 
cons tan t l y  cha l l enge  the  s ta tu s  quo , 
experimenting, and learning to accept failure. It's 
about embracing a Digital Mindset.

We are living in a VUCA world, where the only 
thing constant is change.

The COVID pandemic is a great example of how 
Digitalization increases adaptability. Within a 
span of few days, companies had to adapt to work 
from home enabled digitally, without which 
businesses would have come to a grinding halt. 
Suddenly remote working and monitoring became 
the key functions of HR. 

Work from home, remote working was the 
privilege of a few employees in a few companies 
but the COVID pandemic forced all organisations 
to adapt to a work from home business model and 
has even threatened to become the new normal.

"We've seen the COVID crisis rapidly re-shape both 
the "what" and the "how" of companies' digital 
transformation agendas, notes Korn Ferry's Swift.
Similarly we realised that the thrust pushed in by 
the Government towards a cashless economy, 
helped many people across the country to survive 
and also ensure that the wheel of business 
continued to ow despite the Covid pandemic.

Digital Transformation is to been seen as an 
enabler and not a disruptor. It helps organisations 
and people to adapt to the ever changing 
environment and the needs of its stakeholders.

4. There is no debate around the fact that 
diversity and inclusion is the foundation of 
successful companies. And that digital 

transformation is the necessity that can 
empower your company to succeed. Both are, 
quite simply, the way business will be 
conducted from now on. How can we make your 
digital workplace more inclusive?

Long before the COVID pandemic, we had 
introduced work from home concept in one of the 
MNCs that I had worked for way back in 2010. We 
had skewed workforce demographics with very 
few women employees & leaders as we started to 
move up the workforce pyramid. Many women 
employees were dropping off the ladder due to 
child birth and family issues. Hence we 
introduced a policy of work for pregnant women 
and after maternity leave. These women were 
able to connect with their Teams, Managers and 
stake holders digitally (Cisco webex) and other 
collaborating tools and deliver their services.

Now post the Covid pandemic many women 
employees are opting for a longer work from home 
working model and many organisations are 
encouraging them. This is possible because of 
digital technologies and platforms like MS teams, 
Google Workspace, Zoom and other meetings & 
collaboration tools.

Hence the digitalization of the workplace has 
enabled to drive inclusion and diversity to a large 
scale.

5. Digital transformation is the process of using 
digital technologies to create new - or modify 
existing - business processes and customer 
experiences to meet changing business and 
market requirements. From now on, every 
digital transformation is going to begin and end 
with the customer. But this can be done 
successfully only by considering everything, 
including traditional ideas of teams and 
departments.  Could you share some best 
practices in this area that are applied in MNCs?

Generally in organisations, Employee Satisfaction 
is gauged by a survey - Employee Satisfaction 
Survey is either conducted internally or through a 
third party service provider. Off course there are 
other indicators on the satisfaction like Attrition 
rate, Retention rate etc.

In most organisations this survey is conducted 
once a year or once in two years. Most of the times 
the survey is inuenced by the "Recency" effect. It 
depends on the favourable or unfavourable 
employee experience preceding the survey and 
hardly can be reective of the whole years Total 
Employee Experience.

Some organisations have experimented with a 
dynamic employee satisfaction index barometer 
by having an open online employee satisfaction 
survey open throughout the year.
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At Schneider Electric India, we have initiated a 
VOICE (voice of internal customer experience) 
program where in we seek the feedback of the 
employees at the different stages of the 
Employee Life Cycle in the organisation - From 
Entry to Exit. Through this process, we are able to 
get live feedback at each stage of the Employee 
Life Cycle and feel the pulse of the employee 
experience in the organisation.

As part of our Total Employee Experience 
program, we have divided the Employee Life 
Cycle into 7 stages viz. Attract, Start, Perform, 
Appraise, Recognise, Develop & Move On.

It is important that we try to assess the employee 
experience in each stage of this Life Cycle. Hence 
we have initiated feedback mechanisms at each 
stage. This gives an employee the opportunity to 
share his experience at a particular stage, then 
and there and on a dynamic basis and not 
restricted to one time of the year. And all these 
feedback process was possible because of digital 
technologies (SMAC).

This VOICE program won the HR Best Practice 
Award at the 16th Annual Asian Shared Services 
Outsourcing Week (SSON) meet in Singapore held 
from 2-5 September, 2013.

6. Cross-departmental complaints are 
mounting about a lack of collaboration and 
information sharing, teams operating in silos 
are common scene in larger companies. How do 
we handle this? Can digital transformation 
address this challenge?

More than the Managers recognition, peer 
recognition plays a signicant part in enabling 
cross collaborations and team work. It drives 
home a sense of purpose by connecting people & 
work. It helps in better alignment with the 
company vision, goals and culture of the 
organisation. Through its Peer recognition and 
rewards program it increases performance. It 
helps in bringing a sense of belongingness by 
bringing everyone together to celebrate Similarly 
we realised that the thrust pushed in by the 
Government towards a cashless economy, helped 
many people across the country to survive and 
also ensure that the wheel of business continued 
to ow despite the Covid pandemic.

Digital Transformation is to been seen as an 
enabler and not a disruptor. It helps organisations 
and people to adapt to the ever changing 
environment and the needs of its stakeholders.

7.  There is no debate around the fact that 
diversity and inclusion is the foundation of 
successful companies. And that digital 
transformation is the necessity that can 
empower your company to succeed. Both are, 
quite simply, the way business will be 

conducted from now on. How can we make your 
digital workplace more inclusive?

Long before the COVID pandemic, we had 
introduced work from home concept in one of the 
MNCs that I had worked for way back in 2010. We 
had skewed workforce demographics with very 
few women employees & leaders as we started to 
move up the workforce pyramid. Many women 
employees were dropping off the ladder due to 
child birth and family issues. Hence we 
introduced a policy of work for pregnant women 
and after maternity leave. These women were 
able to connect with their Teams, Managers and 
stake holders digitally (Cisco webex) and other 
collaborating tools and deliver their services.

Now post the Covid pandemic many women 
employees are opting for a longer work from home 
working model and many organisations are 
encouraging them. This is possible because of 
digital technologies and platforms like MS teams, 
Google Workspace, Zoom and other meetings & 
collaboration tools.

Hence the digitalization of the workplace has 
enabled to drive inclusion and diversity to a large 
scale.

8. Digital transformation is the process of 
using digital technologies to create new - or 
modify existing - business processes and 
customer experiences to meet changing 
business and market requirements. From now 
on, every digital transformation is going to 
begin and end with the customer. But this can 
be done successfully only by considering 
everything, including traditional ideas of teams 
and departments.  Could you share some best 
practices in this area that are applied in MNCs?

Generally in organisations, Employee Satisfaction 
is gauged by a survey - Employee Satisfaction 
Survey is either conducted internally or through a 
third party service provider. 

Off Organisations must also classify their digital 
requirements into Must Have and Good to Have 
and then focus their investments and energy on 
Must Have digital tools rather than spreading their 
resources thin across all digital tools.

9. With more and more digitization happening, 
how do you foresee the changing role of HR in 
future?

Human Resources function has evolved the least 
in the digital transformation journey when 
compared to other functions like Sales, 
Marketing, Supply Chain, IT, Finance etc.

It is often said that either you disrupt or be 
disrupted. Do you want to lead the Change or 
want to be led by Change?

HR needs to focus in these areas:
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l Build technology platforms to efciently 
manage HR processes and move up the value 
chain as most lower level processes will be 
automated.

l Use technology to upgrade practices in people 
stafng, training, performance management, 
communication, and work. Share information 
for business impact. 

l Create a social network using Technology and 
bring about emotional connect (belonging) in 
the organisation.

l Leverage Technology and digital tools to bring 
about a superior Employee Experience that 
matches with Customer Experience.

10.  What should be the role of the Professional 
bodies such as NIPM in institutionalizing digital 
mind-set of HR particularly in unorganized 
sector?

As we are aware, the HR function is yet to catch up 
with the digital bandwagon in a big way. HR needs 
to develop a Digital Mindset and see it as an 
enabler and leverage Digital Transformation 
towards providing a superior Employee 
Experience to all stakeholders. Organisations like 
NIPM can help in spreading this message and 
helping organisations to develop this Digital 
Mindset and also help in implementation & 
acceleration of this Digital Transformation. 

It could come up with a HR Digital Framework that 
could be a readymade Digital Strategy/Template 
for organisations to consider implementing. It 
could offer workshops, advisory/consulting 
services and also mentors to help mentor 
organisations to achieve their Digital strategy.

Interview conducted By 
Dr. Leena S Guruprasad
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06.03.2022 - Sports Day
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CASE STUDY :

FOOD FOR THOUGHT

A TASK ORIENTED PRODUCTION MANAGER AND 
A GOOD EMPLOYEE RELATIONS MANAGER!

A Battery manufacturing company had two plants with 
over 1500 workers and there was one recognized 
internal Union. The Assembly line was a crucial 
department as the work output coming out of assembly 
section is determined factor for the calculation of 
companywide performance incentive to workers.  The 
Management and the Union will always sign two 
different agreements a) PRODUCTIVITY AGREEMENT 
AND B) WORKERS WAGE ENHANCEMENT AGREEMENT 
together and normally it will be Section 12(3) under ID 
Act 1947. Productivity agreement stipulates the norms 
for determination of incentive based on xed 
manpower and to achieve the set production targets to 
earn basic incentives. 

RK (Ramakrishnan) was a Production Manager of 
Assembly section with 30 years experience. There 
were 112 workmen to achieve 1250 production units. 
RK was involved in the nalization of norms for 
productivity agreement, but not in the negotiation 
team as such. The new agreement agreed was 1350 
units with 102 workers.  RK had taken the workers in to 
condence before the negotiation and he could 
achieve the set targets in the third month with 102 
workers. He surpassed the production to achieved 1500 
units with the same manpower. His excess manpower 
were transferred to other departments and he ensured 
that they got reasonably good role and adjusted in the 
new department .He worked closely with Personnel 
department to redeploy the excess manpower without 
any Industrial problems.

In his team there was one executive committee 
member and Asst secretary of the Union. He ensured 
that they work for 8 hours and strive to achieve the 
target and as such there is no concession to them. RK is 
a task master and at the same time he is the one who 
takes up the problems of workers and will not hesitate 
to go up to the Plant General Manager and get it 
resolved.

For example - A worker had a problem to get admission 
to PUC. He took interest approached the Welfare 
ofcer to offer advice and help. 

-A workman in his team was identied as chronic 
alcoholic. He visited his house and advised wife to 
become tough with her husband. He took the worker to 
company doctor and with the help of Welfare ofcer 
referred him to alcoholic anonymous. He involved the 
Secretary and treasurer of the Union to tackle the 

problem. He ensured that at least 50% of the earnings 
reach the family and followed up rigorously. 

- He has solved many such cases. 

- He will always have the history of each of the
 workers and their family members. 

- He attends all the family function of his workers.

- Regularly interacts with the Union secretary. 

- He goes along with them to see the sick employees
 in ESI hospital or at home.

- He is the rst one to come to work and leaves work
 when all workers and supervisor leaves the shop
 oor.

- He was instrumental in organizing a free festival
 meals to all workers of the company when they
 achieved 1600 units in one day, which a break
 through production in the history of the company.

Few workers grumble too on him as he is very strict and 
no nonsense with him. Sometimes he shouts at them, 
argues with them and at the end of the day he stands 
with the workers when they are in problem. Therefore 
all the workers respect him and accept him as a leader. 
Union leaders dislike his tough approach, but at the 
same time they want keep good relations with him. He 
is a terror for workers and Union in a way. 

It is interesting to study and understand the RK's 
Leadership style.  

RK was 9th standard fail, started his work as a daily 
wage worker and rose to the level of Production 
Manager. He did not have any formal education on 
Human Relations, but he is an excellent rapport 
builder. He has the qualities of paternalistic leader, yet 
no non-sense Manager if it comes to work norms, 
methods, quality, and productivity. Is he adopting 
Japanese work culture unknowingly in an Indian 
factory?

CONCULSION: The question that haunts is as to how 
such Supervisors/ Managers can work in highly 
automated modern factories and with mostly educated 
workers (ITI and Diploma qualied). Is he an Ideal 
Supervisor/Manager for the Manufacturing Units? 
Should Managements prefer such dedicated, task 
masters / competent persons or they should induct 
only qualied Engineers to such Management positions?

Note: This Case study is prepared by Bhima Rao, HR Adviser and Trainer based out of Bangalore. Please do not 
use this case study without obtaining a formal approval from him. He can be contacted on email: 
bhima26@gmail.com   On Mobile: 9986803952.
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08.03.2022 - 
HR Conclave

08.03.2022 - WOW Webinar
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11.03.2022 - Campus to Corporate

14.03.2022 - Life Skills Programme
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I often ask Leaders, "Do you want Success with 
Stress" or "Success without Stress"? An obvious 
choice isn't it? 

And yet, so many Leaders nd it difcult to 
comprehend the deeper layers behind this 
question. 

Why does this happen? What's the phenomenon 
called Stress? 

If we go by the denition, "Stress is a feeling of 
emotional or physical tension. It can arise in any 
situation, event, or thought that makes you feel 
unpleasant. Stress is your body's reaction to a 
challenge or demand."

A Leader's life has many demands and challenges. 
The way they perceive them is what determines if 
they will be stressed or not. 

So, for a Leader what causes Stress? 

Every human being lives in 2 worlds 

- An outer world, which is formed of people,
 objects and situations. This is the world they
 live in, interact and achieve their dreams

- An inner world, which comprises of thoughts,
 emotions, behaviour 

To elaborate on the above, let's use the metaphor 
of a Tree. The inner world is like the roots of a 
Tree, the deeper and thicker it grows, the 
healthier are its branches. The outer world 
corresponds to the tree that we see above the 
ground. 

How a Leader responds to people, situations and 
objects around depends on the manner in which 
they have awareness and control over their inner 
landscape - their thoughts, emotions and 
behaviour. This inner landscape maybe 
unconscious or conscious. 

When a Leader responds to a situation from an 
unconscious space, they lack control over the 
response and that has the potential to stress the 
Leader. This leads to erosion of mental and 
emotional wellbeing too.

A coaching client of mine, a senior Leader from a 
Consumer Durables company told me, "I want to 
feel relaxed and not anxious before a meeting. 
This anxiety is making me feel a pain in my 
stomach. And it's been so for the longest time". 
This awareness is great, but he has spent over a 
decade shutting his pain, feeling anxious, 
diverting himself and living stressful. Only if he 
knew that focussing on his inner landscape and 
becoming aware of his patterns could have helped 
him chase Success with Wellbeing. 

A Leader can shift their response patterns and 
embrace wellbeing by raising awareness of their 
inner landscape which includes,  

- How they think in different situations

- Their patterns of emotions - resourceful and
 unresourceful emotions

- Their programmed ways of behaviour in
 different contexts

Victor Frankl says" Between stimulus and 
response, there is a space. In that space is our 
power to choose our response. In our response lies 
our growth and our freedom." 

To discover that Space is to live mindfully, by 
deeply being aware of the thoughts and emotions. 
It is the act of holding the inner and the outer with 
awareness. This really calls for Self-Mastery. 

Our auto-responses are pre-programmed. It's an 
easy option to go with the programming, not a 
conscious choice, though. However, there is a 
feeling of not being in charge. 

Conscious Self Leadership; 

The Inside-Out Journey
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Is this how a Leader wants to live? May not be!

Another Leader in a coaching session shared, 
"I feel helpless when my kids don't listen to me and 
argue. I get furious and yell at them, don't know 
why." He continues, "Later my logical mind tells 
me, why can't my kids have their own independent 
view? But damage is already done". Again, an 
example of an automatic emotional response. As a 
coach, I asked him, "if you had a choice, what 
would it be?". To that, pat came his reply," 
I wouldn't have reacted". This once again 
illustrates the value of a Pause. 

Imagine being in control and having the power 
over your thoughts and emotions and therefore 
your behaviour! 

Imagine training your mind to make conscious 
choices, to pause and choose your response. It is 
like the mind being the elephant and you being 
the mahout. 

This denitely needs a lot of practice and 
training. It needs a lot of awareness. It needs the 
capacity to not fuse into your automatic 
responses to situations and events but rather 
stand apart as a witness and observe your 
responses like a third person would. 

Here are the steps to pause before reacting, 

1. Awareness of what is currently happening 

2. Awareness of what do you want in this situation 

3. Choose your response based on what you want 

This strategy is simple to understand, yet needs 
practice to implement and sustain. The benets 
are immense and spans across life contexts like 
family, colleagues, team members, stakeholders 
and more. 

Another business leader from a retail organisation 
I coached shared her experience of the process of 
coaching, "Its a tool that allowed me to pause, 
reect and choose in a balanced manner. I have 
been able to restore my authenticity and dropped 
the masks I was carrying." When a Leader wears 
masks unconsciously, they do not know the 
difference between the masked Self and the real 
self and that's the danger of losing awareness of 
"Who is the real me". Such a Leader could come 
across to their team as less authentic, 
untrustworthy and undependable. A Leader 
wearing masks unconsciously is like living in a

drama all the time, dangerous to others but 
mainly oneself. 

Thoughts and emotions have a lot of energy and 
they can push or pull you and leave you absolutely 
powerless and restless from deep within. Counter 
that by restoring your sovereignty over your mind 
and thoughts. 

A few techniques you could use are, 

1. Grounding - In a difcult situation, restore 
your connection with Mother Earth by placing your 
feet on the ground and feeling the energy 
traveling from earth to your body. 

2. Breath watching - Just pause and observe 
your breath. it brings you to the present moment 
and allows awareness of the Space between 
stimulus and response.  

3. Nature observation - As a practice, go to 
nature and observe the vast sky, the stars, the 
sun, the moon for a few minutes. It allows you to 
get a different perspective to your current 
situation.  

4. Journaling - Writing down your thoughts, 
emotions and dilemmas is a great self-reection 
tool. It enables you to see your inner landscape 
from an observer's perspective, a very healthy 
practice. 

5. Life & Leadership Coaching - you could hire a 
coach to process your inner landscape and live 
powerfully. This partnership could enable you to 
unmask in a healthy environment and practice 
living with authenticity. 

If you as a Leader is able to pause and master your 
inner landscape of emotions and thoughts, then 
you are consciously painting your outer landscape 
of success sustainably. In this lies the freedom to 
remain self-aware and powerful. In this lies the 
source of wellbeing and inner peace. And this 
reects the true character of an Authentic Leader.

Deepa Mahesh - Founder and CEO of Poorna 
Wellbeing, Life & Leadership Coach, Well-being 
inventions expert and Mental Health advocate. 

Deepa completed her Masters in Psychology and 
has been an HR professional with over 15 years of 
experience in Organization Development, 
Training and Talent Management.
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15.03.2022 NIPM Foundation Day

A trip down the memory lane with a few senior and
founding members of NIPM-KC
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23.03.2022 - HR for Non HR

25.03.2022 - Design Thinking
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Contact Details : Mr. B.V. Lakshmana Kumar, Ofce Manager, 
C-209, 2nd Floor, Blue Cross Chamber, No.11, Infantry Road Cross, Bengaluru - 560 001.

Ph: 080 - 2559 1481, Mob: 99861 33495, Email: nipmkc@gmail.com

“We are pleased to share with you all that during this unique membership drive, our Karnataka Chapter has 
managed to add 200+ new members, highest amongst all chapters across India! Let us keep the zeal alive!”
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Adiraj Manpower Services Pvt. Ltd. v. Commissioner of Central Excise Pune II (Civil Appeal No. 

313/2021) : The Supreme Court on 18.02.2022 dismissed a challenge to a Judgment of the CESTAT, which 

held that the service provided by the Appellant to one Sigma was only a contract labour agreement, and 

not in the nature of job work services, as provided in an exemption notication. The Court held that the 

agreement between the parties was to be read as a composite whole. On reading the agreement as a 

whole, the Court concluded that it was apparent that the contract is 'a contract for the provision of 

contract labour'. An attempt was made to camouage the contract as a contract for job work to avail of the 

exemption from the payment of service tax. For the said reason, the Court decided that there is no merit 

in the appeal and the Appeal was dismissed accordingly. 

M/s Bombay Chemical Industries v. Deputy Labour Commissioner & Anr. (CIVIL APPEAL NO.813 OF 

2022): Respondent No.2 led an application before the Labour Court under  of the Section 33(C)(2)

Industrial Disputes Act, demanding difference of wages from 01.04.2006 to 31.03.2012. It was the case on 

behalf of respondent No.2 that he was working with the appellant as a salesman. However, the appellant 

had taken a categorical stand that respondent No.2 was never engaged by the appellant. It was specically 

the case on behalf of the appellant that respondent No.2 had never worked in the establishment in the 

post of salesman. Therefore, once there was a serious dispute that respondent No.2 had worked as an 

employee of the appellant and there was a very serious dispute raised by the appellant that respondent 

No.2 was not in employment as a salesman as claimed by respondent No.2, thereafter, it was not open for 

the Labour Court to entertain disputed questions and adjudicate upon the employer-employee 

relationship between the appellant and respondent No.2. 

The Supreme Court once again reiterated that the labour court's jurisdiction under  of the Section 33(C)(2)

Industrial Disputes Act is like that of an executing court. It can only interpret the award or settlement on 

which the claim is based. As per the settled preposition of law without prior adjudication or recognition of 

the disputed claim of the workmen, proceedings for computation of the arrears of wages and/or 

difference of wages claimed by the workmen shall not be maintainable under  of the Section 33(C)(2)

Industrial Disputes Act. Accordingly the Appeal was allowed. The impugned judgment and order passed by 

the High Court as well as that of the order passed by the Labour Court under  of the Section 33(C)(2)

Industrial Disputes Act in Misc. Case No.26 of 2012 are hereby quashed and set aside.

Shankar Bhimrao Kadam & Ors vs. Tata Motors Limited WP 5588/2017: In a group of Writ petitions led 

by 52 employees against Tata Motors Limited, the Bombay High Court, on 26.02.2022, ruled in favour of the 

employees. It was the case of the appellants that the Respondent Management had indulged in unfair 

labour practice by hiring workmen as temporaries merely to deprive them the benets of permanent 

workmen. While allowing the appeals, the Court held that the respondent-management has 

systematically prevented these temporaries from completing 240 days in continuous employment and had 

foisted involuntary unemployment on these temporaries before they could complete 240 days only to 

paint an imperfect picture that the work had come to an end and, therefore, these temporaries were 

disengaged by efux of time, which is an exception to retrenchment u/s 2(oo) (bb). Compensation was 

awarded to the 52 petitioners, to be calculated and paid based on the tenure of their employment. 
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Book your Training, Interviews 

and Meetings at NIPM Hall

l Centrally Located on Infantry Road

l Reasonable Rent

l Ready to use facility

l Option to use for half day or full day

l Lunch and tea can be arranged at reasonable price

l Can accommodate up to 60 people

l Ready to use facilities like PA System with collar mike, OHP,
 TV/CR, Xerox, Telephone and Email.

Contact Details for Book: Mr. B.V. Lakshmana Kumar, Ofce Manager, 
C-209, 2nd Floor, Blue Cross Chamber, No.11, Infantry Road Cross, Bengaluru - 560 001.

Ph: 080 - 2559 1481, Mob: 99861 33495, Email: nipmkc@gmail.com

Full Day (Week days) : Rs. 3500/-

Half Day : Rs. 2000/-

Holidays : Rs. 4000/-

Holidays Half Day : Rs. 2500/-

RENTAL CHARGES

C-209, 2nd Floor, Blue Cross Chamber, No.11, Infantry Road Cross, Bengaluru - 560 001.
Ph: 080 - 2559 1481, Mob: 99861 33495, Email: nipmkc@gmail.com

NATIONAL INSTITUTE OF PERSONNEL MANAGEMENT
KARNATAKA CHAPTER

www.nipmkc.com


