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Romesh Srivastava 
Editor- In -Chief

June Issue 2021

Interesting responses, COVID-19 is 
on the top of mind in every employer 
and employee across the world. In 
this pandemic time of uncertainty and 
disruption, we hope your resources 
empower you to keep your employees 
safe, healthy and engaged. I agree 
with you that offering flexibility is the 
key to leverage employee experience in 
these uncertain times. This is the time 
when managers should support their 
employees, and help them to battling 
with the pandemic. This global pandemic 
has forced businesses to make drastic 
changes to the workplace, workplace 
wellbeing and as a result, caused 
complete disruption to the employee 
experience. Employers also play a key role 
in preserving and promoting the physical 
and emotional health, safety, and well-
being of their employees

IN CONVERSATION WITH 
ANUPAL BANERJEE

Arpita Singh

Mails 
of The 

MonTh
Greetings!

As the second wave of COVID-19 subsides and vaccination 
has picked up pace, most of the companies around the 
world are working on plans to bring their employees back 
to office. 

 
Endorsing more discourse on this development, we’re sharing 
our July edition on theme Return to Workplace with lots of insights 
from HR leaders and Industry Stalwarts. 

We had shortlisted a few renowned Industry Thought Leaders, Business 
Heads, and CHROs for this edition’s Interview Column and Insights.

SightsIn Plus team had the opportunity to interact with R. Nanda, 
Chief Human Resources Officer, Tata Chemicals, Paneesh Rao, Chief 
People Officer, Mindtree, and V Krishnan, Chief Human Resources 
Officer, Havells India. These stalwarts are helping us to understand 
how to get employees back to office and what preparation at 
workplace needed. 

SightsIn Plus is being circulated amongst the top Indian & Global MNCs, 
big to medium-sized organizations, and increasing its circulation on 
the fastest mode. This issue would be reaching approximately 85000 
readers/professionals.

The edition also shares wonderful insights; “Getting Employees 
Back to Office” by Harjeet Khanduja, “Critical Factors for the 
Hybrid Workplace” by Pooja Kapoor, “Culture Transformation in the 
Hybrid Workplace” by Sai Kumar Chandran, “Return to Workplace 
Case Study- JK Cement” by Andleeb Jain, “Return to Workplace 
Case Study- QualityKiosk” by  Shourya K. Chakravarty, “Return to 
Workplace – Managing Employee Anxiety in the Workplace” by Rajiv 
Naithani, etc., and some interesting notes through social media are 
part of the SightsIn Plus, July 2021 edition.

Like every time, we would be happy to hear your views and suggestions. 
We hereby cordially invite your feedback, insights, updates, case 
study-Individual Milestone.

Do write to us info@sightsinplus.com

Happy Reading!
Romesh Srivastava

Chester Elton 

I love this thinking! You are spot-on that after all the 
benchmarking and best practices have been done it is 
the “guidance” of the HR professionals that will lead 
to real progress and engagement. 
I will always remember being 
at a conference and when the 
question was asked, “What do 
you want from your leader?” The 
answer was, “I don’t want my 
leader to just make me a better 
and more productive worker. 
I want them to help me 
become a better person.” 
That is what “guidance” 
does in an organization. 
Thank you Dave for 
another insightful 
article. I always learn 
something from your 
writing.

MOVING FROM BENCHMARKING AND BEST 
PRACTICES TO GUIDANCE- DAVE ULRICH
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Before COVID-19, the largest 
disruptions to work involved new 
technologies and growing trade links. 
COVID-19 has for the first time, 
elevated the importance of the physical 
dimension of work. You have pointed 
out interesting facts Chaitali that 
amidst COVID pandemic the role of 
HR has changed dramatically, from 
being the owner of the organization’s 
culture, driving the experience agenda 
partnering for business continuity and 
productivity to being at the centre 
of employee well-being and care, 
suddenly the HR is expected to have 
wings and be everywhere with all the 
necessary capabilities. I agree with 
you, this is an opportunity for HR to 
play big, take the big bets, redefine the 
people, and experience agenda in their 
organizations’ journey into the future.  

RENDEZVOUS WITH 
CHAITALI MUKHERJEE

Jia Patel

IN CONVERSATION WITH 
ANUSHREE SINGH

Rohit Pundhir

I loved every bit of the article and appreciate all the 
great work that you and your team are driving to 
build an agile, employee-centric organization. Glad 
to see that AkzoNobel has adopted a holistic two-
pronged approach to ensure employees stay safe, 
healthy, engaged, and motivated. In these pandemic 
times, the well-being of employees 
has become the top priority for most 
organizations. Companies are also 
rapidly expanding their onsite 
Covid-19 vaccination programs 
for the employees and their 
dependents and are coming 
forward with various physical 
and mental health initiatives. 
Few companies have also 
appointed Wellness 
Officers to facilitate their 
employees. Of course, 
it’s a great initiative by 
the corporates. 



UBeR RoPeS In DIVYA GARG AS heAD- hR, InDIA AnD SoUTh 
ASIA ReGIon

Uber appoints Divya Garg as Head- HR for India and South Asia region. In her 
new role, She will work closely with India, South Asia leadership team to 
consolidate Uber’s growing presence in these strategic markets and build a 
diverse and inclusive work culture. Most recently, Divya was working 

with Accenture, where she consulted in the Talent and Organizational Consulting practice 
for many years. She is an alumnus of Delhi College of Engineering and XLRI, 
Jamshedpur.

hoMe CReDIT InDIA APPoInTeD hARShITA KhAnnA AS ChIef 
PeoPLe offICeR

Home Credit India (HCIN), a part of Home Credit Group, an international 
consumer finance provider has elevated Harshita Khanna as Chief People 
Officer. In her new role, she is responsible for leading the HR vertical for India 
business. In her most recent role, she was working as Head- Rewards and 

Performance Management at Home Credit India for close to 6 years. Harshita comes with 
over fifteen years of relevant experience in human resources and her competencies lies in 
Rewards and Performance management, Merger & Acquisition, Succession Planning, 
Business Partnering, Talent Management and development, and HR digitalization.

UnIBIC fooDS RoPeS In MARICo VeTeRAn nAVeen PAnDeY 
AS Ceo

UNIBIC Foods, one of India’s leading FMCG companies announced the 
appointment of Naveen Pandey as its Chief Executive Officer. Naveen will be 
responsible for leading the strategic direction and growth journey of the 
Company. Naveen has over two decades of senior management experience in 

the Indian FMCG space. An alumnus of Indian Institute of Management, Indore, Naveen 
has had successful stints with corporate giants such as PepsiCo and Asian Paints. His 
last assignment before joining UNIBIC was as the Head of Marico’s New Foods’ Business 
Unit, where he led the start-up team to launch category-defining products such as Saffola 
Honey, Saffola Mealmaker and Immuniveda.

AIRTeL APPoInTeD AMRITA PADDA AS ChIef PeoPLe offICeR
Bharti Airtel announced the appointment of Amrita Padda as the Chief People 
Officer (CPO). She replaces Samit Deb who has decided to leave the company 
for achieving his entrepreneurial goals. Most recently, she was the Chief 
People Officer for Unilever Marketplace, their newly set up global business unit 

to transform Distributive Trade. Earlier, she has also led Human Resources for Unilever 
Philippines and for their Global Procurement function. Amrita did bachelor’s in 
Commerce and earned Master’s degree in human resources from XLRI Jamshedpur.

JB CheMICALS & PhARMACeUTICALS InDIA APPoInTS SUReSh 
AMIn AS heAD – hR

Suresh Amin has joined JB Chemicals & Pharmaceuticals as Head – HR, India 
Business. In his most recent role, he was working with Cipla as Director & 
Head HO HR and Cluster Partner Respiratory. Prior to Cipla, he worked 
with Tata Motors as Head – HR, ERC (R&D) and Member – Engineering 

Leadership Team, and Aviva Global Services as Associate Vice President and Head – HR 
for almost six years. Previously, he was associated with companies like Shoftcell 
Technologies and Thermax Limited. He earned Post Graduate degree in Personnel & 
Management Science from Pune University in 1995

SKoDA AUTo VoLKSWAGen InDIA APPoInTS  
SARMA ChILLARA AS GRoUP heAD- hR

Skoda Auto Volkswagen India, a wholly-owned Indian subsidiary of German 
automotive manufacturing company Volkswagen Group has announced the 
elevation of Sarma Chillara as Group Head-HR & Administration. He replaces 
Executive Director HR & Admin, Jan Frydrych who will move to Skoda 

Headquarters. Earlier Sarma was working with Skoda Auto Volkswagen India as Head-HR & 
Admin. In his new role, he will be responsible for the entire gamut of People, Culture, Talent 
Management, and will lead HR strategies for the Group within the framework of the India 2.0 
project. He will report to Gurpratap Boparai, Managing Director, Skoda Auto Volkswagen India.

Ge heALThCARe APPoInTS DIVYA SRIVASTAVA AS  
ChRo foR SoUTh ASIA

General Electric (GE) Healthcare has elevated Divya Srivastava as Chief Human 
Resources Officer for South Asia operations from her earlier role as total Rewards 
Global Processes Leader and Sales Compensation Strategy Leader at GE. Divya has 
over 14 years of experience in HR is spread across diverse roles & industries with 

extensive experience in Business partnering, Sales HR, Total Rewards, M&A/Divestiture and 
Change management. She joined GE in 2011 as a member of the global HR Leadership 
Programme (HRLP) and since then, has been associated with GE. Before joining GE, she was 
working with Hindustan Unilever for more than four years. Earlier, she has been associated 
with TCS as Assistant System Engineer Trainee for 1 year.

hCL APPoInTS ADoLfo CALVIÑo ASenSIo AS CoUnTRY  
heAD foR SPAIn AnD PoRTUGAL

HCL Technologies has appointed Adolfo Calviño Asensio as country head of Spain 
and Portugal to accelerate business growth in the region across all key industry 
verticals. This key appointment is the first of a number of strategic investments HCL 
plans to make in Iberia, as the company expands its geographic footprint. Adolfo has 

more than 25 years of industry experience, during which he has held a number of senior 
management positions and grown new businesses in major accounts spanning IT and business 
services. He joins HCL from Accenture, where he was part of the team responsible for growing 
its business in Spain.

Ge SoUTh ASIA eLeVATeS AMAReSh SInGh AS ChRo
Amaresh Singh has been elevated as CHRO, GE South Asia. He replaces Sheebu 
David who steps down to pursue her career outside GE. In his new role, he will be 
responsible for the entire gamut of People & Culture for GE South Asia. Additionally, 
he will also be responsible for the HR functions of GE Grid Solutions, South Asia, 

and GE Grid Solutions Technology. He has been associated with General Electric since 2015 
after GE acquired Alstom Power and Grid business. Earlier he was working with Alstom as 
Country HR Head for India operations. He joined Alstom in 2004 and over the years has held 
various leadership roles in the company. Previously, Amraresh has also worked with the 
companies like BPL as Manager- HR and Escorts Ltd as IR Manager.

SWADeSh BeheRA TooK ChARGe AS ChIef  
PeoPLe offICeR AT TITAn

On July 01, Swadesh Behera has taken charge as Chief People Officer 
at Titan Company. His appointment was announced in the month of February and 
he was supposed to take charge from R. Rajnarayan after this retirement on June 
30, 2021. Prior to Titan, Swadesh was Senior Director – HR at Boston Scientific 

Corporation (BSC). He began his career with Coca-Cola as General Manager – HR, India, in 
December 1998. Swadesh holds an MA degree in Human Resources Management from TISS 
and an MA in Sociology from the University of Hyderabad.
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news News News

TCS PLANS TO BRING EMPLOYEES BACK TO OFFICE 
BY SEPTEMBER THIS YEAR

India’s largest IT major, TCS has the 
target to get vaccinated all of its 5 lakh 
employees by September this year 
and bring them back to office on a 

regular basis. said Rajesh Gopinathan, CEO. 
While responding to media on July 9 after the 
Q1 results announcement, Gopinathan said, 
“We are all hoping to get our 
folks vaccinated with a second shot by 
September. Once people get the second shot, we will be getting 
back to the office on a more regular basis.” “This will be the first 
step in implementing the company’s 25×25 vision, where the 
firm does not expect more than 25 percent of the employees to 
work in office only 25 percent of the time,” he explained the 
return to workplace model.
“For our longer-term vision, while we laid out the vision 
25×25, it needs to be done in a very deliberate way,” he 
said. “We can’t directly go to 25×25. So the path to that 
will be first to get back to the regular operating model 
and then systematically roll out,” Gopinathan added in 

the statement. TCS CEO Gopinathan also 
responded to queries about if employees are 
willing to come back to work, he said that 
there is a balance of both, those wanting to 
come back and initial workplace fear, that 
will get down as vaccination gains pace.
“There was a significant surge in the 
number of people wanting to come back 
and the second wave was a big dampener. 

People got really scared about what unfolded,” he said. 
Responding to the queries on third wave of coronavirus 
pandemic and its adverse impact on workforce, Gopinathan 
said that even the first dose of vaccine can take the edge off 
severe infections.
He added, “The biggest problem in every wave was a sense 
of helplessness. If you can ensure that the intensity of it is 
managed and it can be taken care of at home that would be 
a big part of the war that is won. Even in the third wave if 
we can reduce the intensity I think as a country we will be 
able to go through it later.”

MICROSOFT ANNOUNCES RS 1.12 
LAKH AS A PANDEMIC BONUS 
FOR ALL EMPLOYEES

CAPGEMINI ACQUIRES SAP CONSULTING 
AND SOLUTION COMPANY ACCLIMATION

Technology 
major, Microsoft has 
announced to give all of 
its employees $1,500 

(over Rs 1.12 lakh) pandemic bonus, 
in recognition of a challenging fiscal 
year. According to The Verge report, Microsoft is gifting the 
bonus to all staff below the Corporate Vice President level that 
started on or before March 31, 2021. The company will also 
include part-time workers and those on hourly rates. “Kathleen 
Hogan, Chief People Officer, Microsoft announced the gift to 
employees today, and it will apply to all eligible employees in 
both the US and internationally,” The Verge report said on 
Thursday. Microsoft has 175,508 employees worldwide. The 
report also said that employees of its subsidiaries like LinkedIn, 
GitHub, and ZeniMax are not eligible for the pandemic bonus. 
“It’s a gift of around $200 million, or less than two days’ worth 
of profit for Microsoft”. Earlier, Facebook gifted its 45,000 
employees $1,000 each, and Amazon gave $300-holiday 
bonus for frontline workers. The tech giant has announced to 
delay the reopening of its offices till September, after it stated 
to slowly reopen Redmond, Washington-based headquarters 
and nearby campuses from March 29 with a six-stage hybrid 
workplace strategy. Currently, Microsoft work sites in 21 
countries have been able to accommodate additional workers 
in its facilities – representing around 20 per cent of its global 
employee population.

Capgemini announces 
the acquisition 
of Acclimation, a 
leading SAP services 

specialist, in Australia. The 
acquisition significantly 
strengthens Capgemini’s SAP capabilities in the region and 
adds to its client portfolio locally.  
Acclimation is a 100+ people-strong business providing SAP 
solutions and leveraging leading cloud technologies. With 
offices in Melbourne, Sydney, Brisbane, and Perth, Acclima-
tion has built a reputation for its industry-leading capabili-
ties in the technical and functional areas of SAP, as well as its 
delivery excellence and innovation.
Acclimation has a track record of successful implementations 
for clients including Coles Group, PowerLink, MMG Lim-
ited, NSW Land Registry Services, and Dulux Group.
“By pairing Capgemini’s global expertise with the talent and 
insight of Acclimation; an SAP industry leader in Australia, 
this acquisition will strengthen our ability to help clients 
accelerate their transformation to run their entire business 
in the cloud,” said Olaf Pietschner, CEO for Capgemini in 
Asia-Pacific and the Middle East and Member of the Group 
Executive Committee.
“Following the recent acquisition of Multibook’s SAP divi-
sion in Japan and South East Asia, we will further deepen 
our networks and capabilities to meet the anticipated growth 
in client demand for our SAP and cloud services. We are 
delighted to welcome them to the team.” said Olaf.

MINDTREE REPORTS 13.7 % ATTRITION, ADDS OVER 
3,442 PEOPLE TO ITS WORKFORCE

On July 13, IT firm Mindtree has announced 
its Q1 results for the financial year 2021-22. The 
company has added 3,442 people during the first 
quarter of financial year 2021-22. It has also 

reported attrition of 13.7% for Q1FY22, higher than the 
12.1% in the previous quarter Q4FY21.

Speaking to the media Debashis Chatterjee, CEO & MD, 
Mindtree said, the company is seeing its growth accelerate 
and it is ramping up its hiring to cater to the growing 
demand.
He also said that the company would be giving salary hikes 
to some percentage of its employee base.
On rising employee attrition Chatterjee said, “The supply 
side situation we have managed very well. We have also 
increased our fresher intake,”
Commenting on Return to workplace, Chatterjee said, 
“Pandemic isn’t over, we are already talking about a 
potential third wave. We are vaccinating our Mindtree 
minds very aggressively and that is within our control and 
we are trying to do that.”
However, he added that the company is ready to open 
the offices as and when it is required and taking in clients’ 
views on the same.
“Whatever readiness required from operational side to get 
employees back to office we have done all that. But we will 
only do that when we feel it is safe for our employees to 
get back to office and commute so on and so forth,” said 
Chatterjee.

INFOSYS ATTRITION INCREASED TO 13.9% IN Q1 OF THE FY 2021-22
India’s second-largest IT company  Infosys has 
announced its first-quarter Q1 results for the 
financial year 2021-22. The company has 
reported a consolidated net profit of Rs 5,195 

crore for the quarter ended June 30, thereby growing 2.3 
percent sequentially.
The company’s Q1 consolidated revenue came in at Rs 
27,896 crore, up 17.87 percent YoY, as against Rs 23,665 
crore posted in the June quarter of FY21
The company’s attrition rate increased to 13.9% than the 
previous quarter which was 10.9%. However, attrition is 
decreased than last year’s June ending quarter in 2020 
which was 15.6%.
Now total headcount of the company is 2,67,953. Infosys 
has added 8,334 people to its workforce in the first quarter 
of FY22.
Infosys workforce continues to be very diverse, comprising 
38.8% women employees than the previous quarter which 
was 38.6% in Q4 FY21.
The company has reported revenue per Employee – Con-
solidated (In US $ K) 56.6 which was 55.2 in the previous 
quarter.
Announcing Q1 results for the financial year 2022 Salil 
Parekh, CEO & MD, Infosys said “Driven by the dedica-
tion of our employees and the trust of our clients, we grew 

at the fastest pace in Q1 in a decade, at 16.9 percent year-
on-year and 4.8% quarter-on-quarter in constant currency. 
“I am proud of our employees, who as ‘One Infosys’ dem-
onstrate resilience and commitment in delivering for our 
clients. This gives us confidence to increase our revenue 
growth guidance to 14%-16 percent,” said Salil.
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By@Lucy Adams

I was reading in the news last 
week about a guy who had won a 
legal claim against unfair 
dismissal. He’d called in sick 

complaining of a bad chest infection but 
had been spotted out later that day, 
drinking and smoking in a bar. His 
company fired him but lost their claim that 
they had been right to do so because, their 
detailed sickness and absence policies 
hadn’t specifically mentioned that 
employees couldn’t socialise whilst off sick.

Apart from despair, what should our 
reaction in HR be to cases like these?
Should we immediately add in a new rule 
about not socialising whilst off sick? Maybe 
we even need to clarify what we mean by 
socialising? Is seeing family and friends ok, 
but not drinking alcohol? How far a distance 
from their home should they be allowed to 
travel? And how long could the socialising 
last for? Is one hour ok, but not two?
I know I’m being facetious and whilst 
this particular case might seem absurd 
and extreme, HR does have these sorts 
of issues cropping up with depressing 
regularity.
Full disclosure – I’m not an employment 
lawyer and my colleagues have suggested 
that I’m not even a proper HR person 
as I didn’t come up the traditional HR 
route of policy and process. But, it seems 
fairly obvious to me that more rules, 
more detail, more specifics are not the 

answer. We can’t possibly legislate for 
every eventuality. What’s even more 
important is that by trying to protect 
our organisations from people like this 
guy, we penalise the vast majority of our 
people, who have no intention of calling 
in sick and heading down the pub.

Tons of rules scream ‘we don’t trust you!’
Tons of rules speak volumes about how 
little we trust our people – to either behave 
decently or be capable of using their 
judgement. And this at a time when we 
are crying out for innovation, personal 
accountability and the ability to work 
with agility and cope with ambiguity. For 
all our values posters about integrity and 
teamwork, the pages of fine print we get 
employees to sign point to a very different 
culture. And the biggest irony? We 
potentially leave our organisations more 
exposed to risk of damaging claims because 
we have so many rules – but not the precise 
one that caters for every scenario. So, if the 
answer isn’t to provide more detail, maybe 
the reverse is true. Maybe this company 
that is right now reeling from the absurdity 
of their legal battle, should be thinking 
about how they take a step back, move 
away from the detail and instead work with 
principles, not policies.

Principles not policies
Fortunately, this is a growing trend for 
HR. Instead of being placed into the role of 
compliance officer, HR is replacing rules 
and policies with broad principles that use 
notions of reasonableness, that start from a 
position of trust – or assume positive intent.

Let’s look at some examples:
We’ve got social media policies that 
encourage employees to ‘play nice’, 
‘use common sense’ and ‘if you mess up, 
apologise and take it down’ being used by 
companies such as Gap, Intel and Ford.
We’ve got dress codes that suggest you 
‘Dress for your day’ being used at Legal 
and General.
We’ve got expenses policies that give 
employees the freedom to spend without 
pre-approval on the basis that they do 
so ‘within reason’ at the company Base 
Camp.
We’ve got Telefonica showing they trust 
their people to ‘work where you are most 
productive’ instead of the worrying post-
pandemic trend of 3 days in, two days out 
of the office.
And we’ve got organisations like HubSpot 
who dispense with rule books almost 
entirely and encourage their people to ‘use 
good judgement’.
I’m not naive enough to pretend that there 
doesn’t need to be some kind of legalistic 
framework to some of our policies. Of 
course there does. But I do think we can 
revisit many of the countless rules we 
inflict on our people and take a different 
approach. So maybe the next time you’re 
thinking about tightening up on the detail 
of a policy, maybe instead just write a 
statement based around common sense 
and sound judgement and see how that 
goes down?
Next time we’ll look at how you help 
managers cope without the detailed rule 
book and how HR can help them to use 
their judgement.

By@ Muneer M

With the Covid19 pandemic 
coming in waves and the 
ever-mutating virus driving 
scientific community crazy, 

the intermittent lockdowns and SMS 
(sanitation, masks, social distancing) are 
likely for years to come. How will it pan 
out for our work and life? 
 
Here are some predictions after talking 
to global experts and CEOs – not mere 
crystal gazing. The new normal possibly 
could be transformational and it is better 
to brace up to enjoy the ride. 

1.  Power dressing for work no 
more: Whether people call it hybrid 
models or WFH, for many of us work 
from remote locations will be a way of 
life. “Casual professional” will be the 
norm. People will no more tolerate 
crying babies and barking pets in 
the background or crawling across 
the screen during serious meetings. 
However, be ready to accept un-
showered subordinates, disheveled 
looks and crumpled T-shirts as norm 
for morning meetings. 

2.  Increased empathy and social 
support: As bosses see team members 

in their home grounds (if without 
background screens), they get to 
know a bit more of them. Just as 
the world is extending more social 
support to citizens, more and more 
CEOs will be warming up with 
increased empathy, partly driven 
by the conditions of homes of many 
employees in metropolises. This 
would mean better choices in perks 
and packages, healthcare, flexible 
work hours, expanded leaves and 
so on. Employees will support each 
other like it used to be decades ago. 
Work teams will be like communities 
and the performance will increase as 
they bond more. 

3.  Sleeker employer branding: More 
and more employers will want to 
intensify the efforts to attract and 
retain talent that can straddle the old 
and the new normal in the short-
term. When the demand for the few 
high quality talent rises amongst 

employers, the frenzy to build better 
branding will peak. With technology 
and social media tools, there will 
be more customised and sleeker 
branding for segmented targeting. 

4.  Advent of Virtual Reality: Imagine 
your CEO addressing multiple 
groups simultaneously with hologram 
technology. His avtar can be with you 
in your work area across the desk if 
both of you have the same tech set 
up.  This could evolve into a cheaper 
tech solution and virtual reality might 
be the way forward. The gaming 
industry can provide some real 
solutions. 

5.  Life will revolve around home, not 
office: There is no doubt our lives 
will be confined to homes for a while 
longer than imagined and so start 
thinking of innovations around it. 
Just as mobile phones made us forget 
phone numbers and TV remotes 
made us couch potatoes, continued 
comforts from within home for every 
need will make us reluctant to leave 
homes. Work, play, love, pray, social 
bonding all will be around home. 
Innovation will move to deliver 
better quality of video interaction and 
possibilities for more entertainment 
and other engagements.

Social Media

RE-IMAGINING POST-PANDEMIC WORK 
LIFE - FIVE POINTERS PRINCIPLES NOT POLICIES

WHY RETURN TO 
THE WORKPLACE?

Confidence survey, which captures today’s turbulent mood. 
There’s deeper interest in socializing with colleagues -- or working 
up close in collaborative settings. Meanwhile, the old 9-to-5 virtues 
of doing focused tasks and advancing our careers don’t seem quite 
so central. We still care about such things -- but we know we can get 
them done remotely, too. So if we’re going to be back in the office, 
the shop floor or the classroom, we’re looking to revive what’s been 
missing. Oh, and one more surprise. For everyone who’s delighted 
to be dressing up for work again, at least as many people would like 
a permanent break from the never-ending office fashion show. Lots 
to discuss! Join the conversation below regarding what’s good -- 
and not-so-good -- about returning to the workplace.

workplace -- and it’s a little 
stranger than we expected, no? 
Our basic attitudes about being 
onsite have changed a lot. Check 
out the latest edition of 
LinkedIn’s Workforce 

Millions of us are 
starting 2021’s 
migration back to the 

BENEFITS OF WORKPLACE 
FLEXIBILITY

By@ Walter Orechwa

Of course, it’s no secret that 
a lack of flexibility in the 
workplace can lead to 
higher stress levels and 

lower employee morale. Neither of 
these is beneficial to productive 
employees and positive employee 

It is great for the economy and 
the companies.” – Brenda Barnes, 
the CEO from Sara Lee, shared 
this quote in an SHRM study on 
workplace flexibility and its effects on 
engagement and productivity.
The same study shared that a study of 
five organizations that implemented 
flexibility for both their hourly 
and nonexempt workers showed 
that employee commitment was 
55 percent higher for employees 
who have the flexibility they need, 
compared to those who do not. The 
study also found that stress and 
burnout are 57 percent lower when 
employees have flexibility!

engagement. Flexibility and the freedom 
to work where/whenever makes sense 
for your employees and their lives (at 
least in some capacity) are critical. 
“[Workplace flexibility] has a lot to do 
with productivity. The more flexible we 
make the work environment, the more 
we can provide workers with what they 
need to manage their lives and their jobs. 
We end up with higher productivity. 

By@George Anders



SightsIn Plus12 13 July 2021 www.sightsinplus.com

Future has always been 
uncertain and unseen. Our 
ability to visualize future 
helps us to understand 

tomorrow and prepare ourselves in 
advance for the possible obstacles and 
opportunities.  However, sometimes the 
situation may catch us unprepared.  
This is what happened when entire 
world hit the pandemic.  A new normal 
started. Suddenly health became the 
priority for everybody. Employee 
well-being came on the top of the chart 
for all corporates.  Companies which 
were very strict on not following any 
rule around remote working or work 
from home, was forced to adopt 
technologies to support remote 
working.  The entire working model 
changed overnight.  
 
Its been over 15 months now and 
we see many organisations have not 
yet opened their offices and their 
employees continue to operate 
remotely.  Infact, more than 30% of 

Earlier this year, companies were hopeful to bring the employees 
back to workplace and return to work had already started kicking in.  

However, India grappled with the second wave of coronavirus and 
companies had to push their plans of returning to work to an unknown 

future date.  However, with the vaccination availability, the hope of 
going over the pandemic has become stronger.  It’s the time when 

there is a need for organisations to go back to the drawing board and 
draw the future working models.  

Return to Workplace-  
Managing Employee 

Anxiety in the Workplace

Rajiv Naithani

Rajiv Naithani

EVP & Chief People Officer, 
Infogain

their population have never seen the 
office as they joined during these many 
months.  Over 25% of the employees 
have relocated to their hometowns and 
operating out of there.  
 
Earlier this year, companies were 
hopeful to bring the employees back 
to workplace and return to work had 
already started kicking in.  However, 
India grappled with the second wave of 
coronavirus and companies had to push 
their plans of returning to work to an 
unknown future date.  However, with 
the vaccination availability, the hope of 
going over the pandemic has become 
stronger.  It’s the time when there is a 
need for organisations to go back to 
the drawing board and draw the future 
working models.  
 
Future Workplace
When we imagine the future workplace, 
things look different.  We wouldn’t have 
100% people operating out of the office.  
The future working model for the 

Expert View

organisations would be hybrid.  In post-
pandemic era, companies which never 
experienced work from home would 
offer remote working for certain roles 
to be a differentiated benefit to attract 
the right talent from outside. All global 
studies and surveys have been clearly 
indicating the future working models to 
be hybrid.  This means, workplaces will 
have certain set of employees working 
from office and remaining operating out 
of remote locations.  
 
While preparing for the hybrid working 
model and expecting employees to 
return to workplace in a gradual 
manner, companies will need to 
remain very sensitive to the employees’ 
perception and anxiety.  Today, 
companies which are not perceived to 
be the human-cantered organisations 
and lack empathy would struggle to 
attract the right talent from the market.  
Due to remote working, location of 
work has become blurred and without 
changing the location, a right candidate 
can fetch any offer from across the 
country.  The market has become very 
competitive, and, in some industries, it 
has turned as employee market.  These 
industries are observing increased 
attrition and offer drop-out situations.  
Therefore, the way return to work will 
be implemented by the companies will 
determine how many of their talent will 
be comfortable with the same.  
 
Managing Return to Work; 
Empathy Being the Key
There is only one way through which 
companies can manage the transition 
on working model effectively and 
that is by demonstrating high amount 
of empathy while making decisions.  
Employees have been very cautious 
about returning to the workplace due to 
ongoing pandemic situation.  Instead of 
making a hasty decision of mandating 
employees to return to work, companies 
need to follow empathy-driven steps to 
ensure employees are comfortable with 
the implementation plan. Return to 
work plan will require deep thinking on 
some of the points listed below -  
 
1) Employee Readiness to Return: 

It’s important for companies to carry 

out survey with existing employees 
to understand how many of them are 
willing to return to work in future.  
Employees can be given the option 
of working remotely permanently, 
having flexibility to work in hybrid 
approach, returning to workplace 
permanently.  This will help 
companies to understand the voice 
of the employees and plan reopening 
of the offices in future. 

 
2) Employee Safety and Wellbeing: 

Employee wellbeing and safety 
would be key to drive return to 
work model.  Helping employees 
with vaccination drive and ensuring 
only those employees are allowed to 
return to work who have been fully 
vaccinated is very important.  People 
who want to return to company 
would not be comfortable if they 
need to visit a workplace where the 
fear of contracting disease is higher 

 
3) Restructuring of Workplace: 

Workplace structuring will need 
to be redone to ensure physical 
distancing and hygiene are 
maintained.  The entire facility 
management will undergo significant 
change.  This also includes 
companies defining policies on 
people gathering and defining 
meetings protocols to provide a safe 
work environment. 

 
4) Addressing Solution for Hybrid 

Working Model: Hybrid working 

model may not be the perfect model 
for all.  There would be challenges 
too.  One of the biggest challenges 
would be the efforts in ensuring 
sense of belongingness with the 
organisation.  With increased remote 
working arrangement, employees 
will lose sense of association with the 
organisation as they would have no 
or lesser opportunities to ‘experience’ 
office or other colleagues in person.  
This would require companies to 
adopt newer ways of engagement 
with the employees.  The other issue 
would be redesigning the overall 
employee life cycle for catering to 
both segments of employees (i.e. 
employees operating from office and 
employees operating from home).  It 
would not be easy for functions and 
management team to set up any ad 
hoc discussion or calling everybody 
for an event or activity with ease.  
While setting up something in 
person would help for employees 
working from office, it would still 
need to be thought through how that 
would be replicated simultaneously 
for employees operating remotely 
and their involvement and 
participation is also ensued.  

 
5) Employee Experience is the most 

important aspect of managing 
return to work.  What people feel 
and experience makes it or breaks it.  
We live in an experience economy 
and if our policies and services 
are not aligned to this underlying 
fact, we will struggle in becoming 
future-ready. Experience is defined 
by our ability to become a humane 
organisation demonstrating 
compassion and empathy in our 
dealings with stakeholders, especially 
employees. 

 
About the author
Rajiv is an expert on building resilient, high-
performing cultures, leading the people function 
as Chief People Officer. A service-oriented 
leader, he takes a human-centered philosophy to 
delivering employee experiences at scale, creating 
meaningful impact to employees in the US, India, 
UK, Poland, Singapore, and Middle East. Rajiv has 
played a transformative role throughout 16-plus 
years, enriching the people function in senior 
leadership roles at DassaultSystèmes (R&D and 
Services Entities in India), GlobalLogic, HCL, and 
Interglobe Technologies.
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The world would have never 
been able to cope with the 
demands of a pandemic had 
we stayed where we are in 

our minds. Our ability as human beings 
to adapt and be resilient has led to 
innovations and mindset shifts. I recall 
even a few years ago working from 
home was a desire to be a workplace of 
choice. Look how far we have come.
 
In the current context of changing 
ways of working and building a diverse 
and inclusive workforce, leaders are 
compelled to think differently, step 
out of their comfort zone of authority 
to influence and delegate. It›s a forced 
cultural evolution and with that, we 
have found guardrails to think of 
making work from home and business 
operations come alive. As HR leaders 
we are often put in most ambiguous 
situations to help leaders find a way to 
inspire the workforce in difficult times. 
HR is tasked to bring structure to the 
chaos and the pandemic is no different 
except that the impact this time has 
been global and long term which has 
created more dialogue than usual. 
 
We need to think of ways in which we 
can ignite the comfort of our teams 
to start working together in various 
forms and not limiting ourselves to 
only physical or only virtual mediums. 

Insights

As HR leaders we are often put in most 
ambiguous situations to help leaders find a way 
to inspire the workforce in difficult times. HR is 
tasked to bring structure to the chaos and the 
pandemic is no different except that the impact 
this time has been global and long term which 
has created more dialogue than usual. 

Critical Factors for the
Hybrid Workplace

Somethings that add value in creating 
an environment to enable Hybrid ways 
of working are:-

• Clarify What do You Mean by 
Hybrid Ways of Working - In 
most organizations leaders feel 
sometimes working from office and 
sometimes working from home 
is the only way to define Hybrid. 
However, that is just one way to 
look at working options. Working 
from home permanently is also an 
option in the same organisation 
and working from office 100% 

could also be an option. The gift of 
this definition lies in the business 
context, operating model, tools 
available to make these options 
possible within the organisational 
framework and resources. Primary 
survey conducted by CISCO for 
post-COVID Office operations 
revealed that 58%employees said 
that they would like to come to the 
office 8 or more days in a month. 
Overall a combination of multiple 
types of working options essentially 
mean Hybrid ways of working 
where no one size fits all. 

 
• Provide Proper Tools and 

Infrastructure for Virtual Teams 
to Deliver - Given those multiple 
ways of delivery will experiment, it 
is important that as employers we 
offer what it takes for employees to 
be connected and remain accessible. 
This not only enhances virtual 
productivity but also clears any 
frustrating hygiene factors that 
hinder delivery. Furthermore, 
the survey says 98% express that 
technology challenges distract them 
from smooth interactions at work. 
Before we allow for work from 
home and demand productivity 
numbers, we need to self evaluate 
our infrastructure and build realistic 
plans and asks from teams.

 
• Create More Flexibility in the 

Culture - Support and trust teams 

to perform. A survey conducted 
by EY found two-thirds of team 
leaders have needed to work 
outside of standard working hours 
to find time to focus. Reasons for 
this include unscheduled calls and 
urgent requests, coaching team 
members, answering emails, and 
dealing with home distractions and 
childcare. While high-performing 
teams need to constantly deliver 
quality results, leaders need to 
encourage time-out, stop back-to-
back meetings, improve delegation 
and trust in outcomes. Coach and 
mentor instead of micromanaging 
outcomes.

 
• Wellbeing and Safety - Checkin 

on how the teams are doing, what 
support do people need? How can 
we help each other? These are all 
relevant wellbeing questions that 
need to be constantly prioritized 
and understood by employers 
in order to drive healthy work 
environments.  For teams that do 
not have scope to work from home 
due to the nature of their work like 
front line sales teams, field teams, 
we need to ensure that their safety 
and well being is prioritized and 
we will do everything it takes to 
keep them safe be it insurance, 
financial aid, safety measures etc. 
Trust is the key to high-performing 
teams. Prioritizing and repurposing 
resources to manage this topic is a 

huge shift we all need to make as 
employers as we move to Hybrid 
ways of working.

 
• Reimagine Office Spaces - If 

fewer people come to office and 
offices are less occupied despite full 
headcount, we know that we need to 
creatively think about shaping office 
layouts that not only have a cost 
impact but also have an impact on 
in-office engagement. Over 51% of 
employees from across the business 
in a survey conducted by Zoom said 
they would like to do small project 
meetings in the office but would like 
to attend large town halls, gatherings 
virtually and that’s a mindset shift. 
We need to design an office with 
collaboration spaces, small project 
meetings and effective seating. 

 
• Inclusive Leadership Behaviour 

- According to Harvard Business 
Review, what leaders say and do 
makes up to a 70 percent difference 
as to whether an individual report 
feeling included. Despite this, only 
one in three leaders holds an accurate 
view of their inclusive leadership 
capabilities. Just by being empathetic 
and listening, leaders can make 
environments around them 25% 
more inclusive. We need to ensure 
leaders are coached and educated to 
understand the nuances of inclusion 
versus being a popular leader. 

A study by N. J. Adler says that as 
a leader, ‘it’s your job to create an 
environment in which all individuals 
feel empowered to express their 
opinions freely with the group. Pay 
close attention to whose perspectives 
are missing from discussions and make 
consistent efforts to include them.’ 
Psychological safety has long been 
the underlying concern for the lack of 
good perspective on the table, more 
importantly now in virtual teams. The 
engagement of a team is a reflection of 
a leader’s inclusive behaviour. 
 
There is no recipe to a successful 
working model, the proof lies in the 
experimentation of a blended way of 
working and learning from mistakes 
to imagine a workplace that can evolve 
with changing context.
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Q. As the second wave of 
COVID-19 is settling down, 

vaccination is accelerated, Industries 
are planning to call employees back 
to office. What’s your plan?
 

A. The infection numbers are 
lowering across India and the 

economy appears to be slowly bouncing 
back. As the pace of vaccination 
picks up, we are also tracking the 
completion of vaccination across our 
workforce segments every week and 
partnering with our group companies 
in conducting vaccination camps where 
needed. Employees’ safety is our key 
priority and reopening offices will be 
a decision that will be cautiously taken 
ensuring risk mitigation across all 
possible touchpoints. 

All our manufacturing facilities have 
been operating almost uninterruptedly 
and we have put in place all the 
required protocols to adhere to the 
Covid-19 guidelines specified by 

the health authorities in addition to 
some general guidelines that we have 
introduced to ensure quarantine/
testing for those traveling into those 
locations from outside.  At the moment 
we are considering resumption 
of offices in a phased manner by 
regulating the overall numbers that 
will be permitted on any single day yet 
making sure that the teams would get a 
chance to meet up with others in some 
frequency on a rotational basis.
 

Q. What are the major challenges 
that you see in bringing 

employees back to office/floors?
 

A. In my opinion, there are 2 big 
challenges and both of them 

are outside of the work premises. The 
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Resources Officer
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Employees’ safety is 
our key priority and 
reopening offices will 
be a decision that 
will be cautiously 
taken ensuring 
risk mitigation 
across all possible 
touchpoints.
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first is the infrastructure and the social 
support system that is available to the 
employee for managing the needs of 
children and others who need care at 
home when the employee is at work 
especially in the context where many 
daycare centers are yet to resume 
operations.  
 
The second is concerning commute 
to the office as safely as possible 
maintaining social distancing and 
standards of hygiene – both of which 
are difficult to guarantee once cities 
open up public transport. While to 
some extent this can be mitigated by 
car-pooling and pick-up-drop services, 
it may not be practically feasible 
or economically viable in certain 
situations. Yet it is important to ensure 
that the employee can commute to and 
return from work without the stress of 
feeling unsafe. 
 
There are other challenges though 
minor is in terms of reallocation 
of workspaces to maintain social 
distancing and insulating employees 
from having to interact with people 
outside their work teams.
 

Q. What is your checklist for 
Return to Workplace program 

at Tata Chemicals?
 

A. There are broadly 3 main pivots 
to this, 

•	 Workplace Readiness – covers 
hygiene checks like entry protocols, 
appropriate seating arrangements, 
visitor management, common areas 
like pantry and washroom hygiene, 
etc.

•	 Employee Readiness – vaccination 
status and existing co-morbidities, 
etc.

•	 Mobility Status  – dependence on 
public or private transportation

We are defining the protocols for each 
of the above to determine the schedule 
and sequence by which the workforce 
will resume coming to the office. 
While there will be an overall plan, 

any specific constraint at an individual 
employee level will be examined and 
appropriate tweaks will be introduced 
for a defined period.  
 

Q. What changes do you need to 
make in workplace in order to 

provide the best experience for your 
workforce? 
 

A. We all know by now that office 
spaces will not revert to the 

state it was before the pandemic. Every 
aspect will change – right from entry 
to the premises, seating arrangement, 
pantry, and dining facilities, use of 
meeting rooms, managing visitors, etc. 

There is a need to ensure that each 
of these touchpoints is well thought 
through and designed in such a way 
that it does create both a positive 
experience and the assurance of care 
being exhibited by the company. 
 
We will also need to work with 
the Managers to ensure that the 
scheduling of their teams into batches 
is done considering the specific 
needs of their roles and it may not 
be a case of “one-size-fits-all”.  We 
would need to plan how the teams 
will interact and collaborate while 
at the office and with the rest of the 
team which may continue to work 
remotely. Facility managers will also 
need to review the air-conditioning, 
lighting arrangements, and general 
housekeeping services both from the 
point of view of the reduced headcount 
as well as to optimize costs.
 

Q. Any concluding comments?
 

A. Clearly, the pandemic has 
helped every organization 

discover alternate methods of getting 
the work done without the need for 
a defined physical space. Though 
there were initial challenges with 
productivity and timely output in the 
initial stages. Each team discovered 
its own rhythm and adapted to the 
situation to meet its deliverables.  
However, almost everyone does miss 
the workplace camaraderie and the 
informal networking and team building 
that a workplace offers. 

Nothing can fully replace or 
compensate physical interactions to 
virtual ones. A quick conversation 
with a cross-section of the workforce 
does indicate that everyone would be 
happy to be offered a hybrid option 
which is a combination of occasional 
work from the office and work from 
anywhere for the remaining period. 
As HR leaders we need to work closely 
with the Managers to transition to the 
new way of working and create the best 
outcomes for organizations with this 
new hybrid work culture.
 

 Thank you, Nanda!

Nothing can 
fully replace or 
compensate 
physical 
interactions 
to virtual 
ones.

Data enables real-time management of the 
grid infrastructure, more reliable forecasting 
for investment and maintenance, and enables 
the development of new energy business 
models and services. For operations as well 
as operations of power generation, reporting 
is becoming more automated, and so too will 
data analysis.
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Morgan Stanley Told Its Employees 
They Need To Be Vaccinated To 
Return To Work

CEO James Gorman said, “If you want 
to get paid New York rates, you work 
in New York.” 

Astounded HR teams across the globe 
need to drum up enthusiasm for a 
return to the office and vaccines. 
Recalibration is a fun task in a Lab 
science experiment and same is 
preposterous when dealing with 
humans. It will be uphill battle 
from New Normal (remote online 
working from home) back to physical 
workspaces (brick-and-mortar setting).
Organisation need to be prepared 
for Castigation from workforces. 
An increase in employee turnover is 
inevitable and recently Indian IT sector 
started facing the same. Accenture, 
Cognizant, Infosys, Wipro Record 
Highest Ever Attrition Rates 

HR Data Analytics is 
Vaccination for Return-
to-Office

Data Analytics is a big problem solution 
all-time for every organisation.
Analytics plays a paramount role 
in the process of managing in-
person workplace change. Global stock 
market daily new highs displaying the 
economic strength during uncertain 
circumstances.

Data Analytics Vaccination for 
Organisation:

-   Motivating employees to bring them 
back to workspace, 

- Maintaining sustainable productivity, 
-  Follow Protocol and Sanitising 

workspace

Data enables real-time management 
of the grid infrastructure, more 
reliable forecasting for investment 
and maintenance, and enables the 
development of new energy business 
models and services. For operations as 
well as operations of power generation, 

reporting is becoming more automated, 
and so too will data analysis.

"You and I don't know what data will 
say. The data might say we should be 
accelerating our RTO. It might say we 
should be slowing our RTO. But to 
make those decisions without data is 
foolish.”

-  Dave Menninger, Ventana Research 
(Research Director of data and 
analytics)

Critical Tracking 
Matrix

Post-Covid 2020-21 Matrix

• Employee Health Matrix
• Employee Isolation Risk Matrix
• Employee Burnout Matrix
 
Post Vaccination 2021-22 Matrix 

• Employee Safety
• Employee Performance Metrics 

for New Norms
• Business Metrics

Post Vaccination Matrix 
with Data analytics
Data-driven approach plays an 
overarching role in three broad areas 

Employee Safety
Return-to-Office depends on 
the COVID situation within the 
organisation’s geography and situation 
around workforce residence. HR needs 
to check the statistics of active cases 
before embarking on this endeavour. 
The Rise and fall Statistics are 
important metrics that guide HR before 
implementing any change in norms and 
necessary precautions. 

HR professionals are checking real-
time ‘COVID-19 metrics’ for forming a 
Post-vaccination RTO plan. 
Internal data along with external 
analytics facilitating organisations 
to monitor defined matrix through 

Return-to-
Office depends 
on the COVID 
situation within 
the organisation’s 
geography and 
situation around 
workforce 
residence. HR 
needs to check the 
statistics of active 
cases before 
embarking on 
this endeavour.

Automation. Data Analytics check 
the implementation and measures the 
effectiveness of the RTO plan. 
Automation and Robot technologies 
providing insights into hygiene 
standards of office spaces. 

Employee Performance 
Metrics on New Norms
Automation is the most valuable 
insight-provider endorse businesses to 
unlock their fullest potential starting 
with HR data. The automated technical 
infrastructure uplift the management 
into what can be the most expensive 
business expenditure - human capital.
People analytics tools permit HR to 
make faster and better informed decision 
on employee productivity levels after 
the shift back to office. Similarly, HR 
software like workforce optimization 
software, employee task tracking 
provides a comprehensive overview on 
the risk factor for each individual worker. 

Employee performance management 
software provides a higher ROI for 
the company and great rewards for 
employees to keep them involved 
and motivated. Spider impact is a 
performance management software 
that measures employee contribution, 
accountability and enables 
communication and collaboration 
to increase productivity in the 
organization.
 
Employee- Centric data and 
employee coaching tools analyze 
workforce experience and give 
innovative ideas to managers on how 
to set up an action plan and create 
maximum productivity during remote 
work. These reinventions help HR 
department to look into platforms that 
provide analytics to engage their best 
employees. This correlation also helps 
to analyze how responsive they’ve been 
to certain employees in the work-from-
home setting, how much time they’ve 
spent with certain workers, and how 

included they’ve made workers feel.
 
Business Metrics

Business metrics or KPIs is a 
quantifiable measure for organizations 
to establish transition plans to track 
and measure the performance of each 
employee on different aspects. It helps 
organization to accommodate in a 
seamless fashion to changes according 
to every individual need and work 
arrangement.   Business metrics 
and analytics provide insights that 
lead to positive action and promote 
a workplace centered on strategic 
thinking and planning. 
 
Formulating a budget and legitimate 
business policy becomes credible 
thanks to the data input. This tool 
of analytics helps HR professionals 
to ensure smooth functioning of an 
organization by improving their 
data analysis game to meet those 
increasing expectations. HR metrics 
and analytics helps employees to 
build up a solid, data-driven business 
strategy for their company.
 
“Yesterday is gone. Tomorrow has 
not yet come. We have only today. 
Let us begin.” 

-Mother Theresa

The above lines are inspirational 
as there is uncertainty about the 
future and we are in the middle of 
it. Nothing is constant apart from 
change thus a Back-to-office is 
confirmed.

Next challenge to handle - Workforce 
safety norms, Formation of 
Performance Matrix on new Normal,  
Future business prospects, businesses 
will solely credit their resilience 
techniques to analytics in the future 
which makes it possible to collect, 
blend and examine data trends in 
the “what if” scenario planning, thus 
making businesses ready to weather 
any storm! 

*References: Forbes, Trak.in

Insights Mohit Sharma 
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Q.  Is Mindtree prepared for 
the return to office? What is 

your blueprint to bring employees 
back in workplace?
 

A. The health and safety 
of Mindtree Minds are 

paramount to us. Mindtree was 
among the first companies to 
announce WFH. We have tied up 
with reputed medical care providers 
to conduct fully company-funded 
vaccination drives for Mindtree 
Minds and their immediate 
dependents at Mindtree locations 
across India. Return-to-office will 
only happen after all Mindtree 
Minds and their families have been 
vaccinated.  
 
We continue to monitor the situation 
closely and will decide regarding 
return-to-office at an appropriate 
time based on government advisories 
and expert recommendations. While 
we are still deliberating on our post-
pandemic work model, a flexi, hybrid 
model is a strong possibility, where 
we might allow Mindtree Minds 

to choose to work either from home 
or office, or opt for a combination 
of the two, subject to client and 
security clearances, and company 
considerations.”

Q.  What’s your plan for 
employees who refuse to 

return?
 

A. We will continue to take all 
possible precautions and follow 

stipulated protocols to ensure a safe 

and healthy working environment 
for Mindtree Minds. In the unlikely 
instance of a reluctance to return to 
office, we will take a call on a case-by-
case basis and act in the best interest of 
Mindtree and Mindtree Minds. 
 

Q.  How do you see the future of 
workplace? What’s temporary, 

and what’s transformative?
 

A. The current situation has made 
it crucial for organizations to 

build a future-ready, hybrid workforce 
model that can adapt to unforeseen 
challenges in times of crisis. Companies 
must adopt a resilient and people-
centric model aligned with the future 
of work. Technology is the backbone 
of every industry, operating at the 
cutting-edge of digital and business 
transformations. The ability to 
seamlessly execute business continuity 
plans and embrace new technology and 
advanced collaboration tools will help 
us stay ahead of the curve.            
 
One of the most important factors in 
redefining future possibilities will be 

Chief People Officer
Mindtree

ON BACK TO OFFICE

In 
Conversation 
with
Paneesh Rao

By- Romesh SrivastavaPaneesh RaoInterview

E xclusive

Paneesh Rao is a career Human Resources professional 
with a successful track record spanning across 
industries and geographies. His rich experience 

spans the entire HR spectrum including strategy, 
career development, organization development, 

compensation & benefits, and M&A.

Earlier, Paneesh was with L&T Technology Services, 
having led their HR function globally. Prior to LTTS, he 

was the HR leader for Atos India & Middle East.

Paneesh holds a master’s degree in Personnel 
Management from Symbiosis Institute of Business 

Management, Pune.

Return-to-
office will only 
happen after 
all Mindtree 
Minds and 
their families 
have been 
vaccinated.
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a sharp focus on people. Innovative 
methods of employee upskilling, 
virtual hiring, talent onboarding, 
and employee engagement will play 
an important part in creating high-
delivery organizations. At Mindtree, 
we have successfully implemented a 
plethora of in-house initiatives around 
these areas, and challenging and 
growth-oriented career opportunities. 
As we adapt to the new normal, we are 
confident of building a workplace that 
is attuned with the future of work.
 

Q.  What is your opinion on 
employment generation in IT 

Industries in near future?
 

A. Employment generation and 
hiring within the IT industry 

in India is at an all-time high. 
With the adoption of cloud across 
sectors, businesses are undergoing a 
transformation to prepare themselves 
for the new normal. As a result, we 
see a greater demand for trained IT 
professionals who are also adept at 
cloud services. 

Q.  What are your hiring plans for 
2021-22?

A. We added a net of more than 
3,400 Mindtree Minds in Q1 

of FY22 and ended the quarter with a 
global headcount of over 27,000. We 
expect our intake of both campus and 
lateral hires to go up in the next few 
quarters. Given our robust pipeline 
and order book, hiring is going to be 
substantially higher in the areas of 
cloud, data, and security. 

We added a net of 
more than 3,400 
Mindtree Minds 
in Q1 of FY22 and 
ended the quarter 
with a global 
headcount of over 
27,000. We expect 
our intake of both 
campus and 
lateral hires 
to go up in 
the next few 
quarters.

We are focused on providing 
Mindtree Minds with opportunities 
and motivations aligned with their 
expectations and domain expertise. 
This approach is helping us attract and 
retain the right talent. 
 

Q.  Any concluding comments?

A. New and exciting times are 
ahead of us in the HR function. 

We believe that the employer of choice 
will be the one who cares for the health 
and well-being of its people. 
 
Reskilling has always been imperative 
for success. While we continue to 
provide platforms and opportunities 
for Mindtree Minds to upskill, 
learning to stay relevant will be an 
individual’s responsibility. Continuous 
learning and collective efforts will be 
crucial to thrive in this new normal. 
Similarly, focusing on leadership 
skills to effectively manage a virtual 
workforce, using storytelling to drive 
organizational impact, retaining the 
organization’s cultural fabric, and 
managing health and wellness will take 
precedence.  
 

Thank you, Paneesh!

I N S I G H T S

15October 2017 SightsIn
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T.V. Rao
@raotv

“Change 
Management is 

not Organization 
Development”

Dave Ulrich
@dave_ulrich

“As we emerge from the 
crises of 2020-21, I am 

observing a large number 
who are experiencing what 

I call COVID (or crises) 
response stress disorder 

(CRSD).”

John Mattone
@JohnMattone

“Though confidence and 
arrogance may stem from 

similar roots, in the context 
of leadership, they are 

opposites”

Prabir Jha
@PrabirJha

“Credibility and 
Influence are difficult to 
build and retain. But if 

you indeed can do both, 
your reputation will 

shine beyond needing a 
resume ”

Shiv Khera
@imshivkhera

“Halfhearted effort does 
not produce half results; 
it produces no results.”

Lolly Daskal
@LollyDaskal

“If you want to be 
remembered: be kind, 
be compassionate, be 
respectful, be sincere, 

be empathetic”

Monthly HR Magazine

JULY   2021



SightsIn Plus28 29 July 2021 www.sightsinplus.com

Return to Workplace
e-party, “e” replaced “p” (Physical) 
almost everywhere.
 
Once again we are striving to bring 
back employees to office. In plants and 
Factories, things have changed too, 
especially related to covid protocols, 
but not so much otherwise, as physical 
presence has always been required, 
especially in our kind of continuous 
process industry, though the factories 
were also closed at many many places, 
where they work more on a batch 
mode, or, are not in the essential list.
 
It’s not easy, to say the least. All 
employees don’t have the luxury of 
having their own conveyance, they 
used to take Metro, Shared cabs, Office 
buses, autos, etc. How should they 
travel now, is it safe. Is it worth the risk?
 
“To be or not to be is the Question”
 
Many of us like me are grappling with 
this confusion, especially when we are 
talking of bringing back employees to 
physical workspaces. 
 
Is it the right time? is it still early? is it 
going to be like this only now, going 
forward? so be it, or, wait for some 
more time and let there be more light.
 
We at JK Cement decided to take 
the plunge, bolstered by more than 
90% of eligible employees already 
vaccinated with at least one dose, across 
the company, to open our physical 
offices from mid-June, 2021. The rest 
10% of the employees are those who 
got infected in the months of April 
and May and are not eligible for the 
vaccination as of now but can come to 
office as they also carry good amount 
of antibodies in their bodies. When 
we announced this to people, it was a 
mixed reaction, and honestly, it was 
expected.
 
There was fear, confusion, joy, a feeling 
of discomfort, some questioning 
the timing in wake of much-hyped 
impending third wave. 
 
We had prepared our offices to follow 
strict covid protocols which I am sure 
most of the companies would have done.

•	 A sanitizing Tunnel at the 
entrance gate, temperature checks, 
sanitisation machine for bags/
belongings, no physical touch point 
for attendance, compulsory masks, 
sanitizers at every work stations, 
no physical meetings, cafeteria out 
of bounds, so food, etc have to be 
taken at respective workplaces, 
no visitors for physical meetings, 
compulsory vaccination to come to 
office etc. We have even adopted a 
policy that all new joinees (which 
are 50-60 No’s per month) must get 
vaccinated before joining (ofcourse, 
we will pick the cost).

 
•	 With not allowing more than 30% 

of the employees to be in office 
at any point in time, we opened 
our offices for 7 days a week, to 
give employees more flexibility 
to choose any 2 days to come 

“You'll never change your 
life until you change 
something you do daily. The 
secret of your success is 

found in your daily routine.” 
John C. Maxwell
 
The above quote is very very relevant 
to the last 12-15 months. Everybody of 
us had a routine, which had taken shape 
over the years, whether homemakers 
or office goers, daily travellers, the way 
households have been managed, etc.

Suddenly we were forced to change. 
It was difficult, in fact not so much 
difficult, rather very uncomfortable and 
scary. 
 
As the second wave of coronavirus 
subsides in the month of June 2021, 
without worrying what’s going to 
happen next, we are once again 
preparing employees physically and 
mentally to come back to office.
 

We at JK Cement decided to take the plunge, bolstered 
by more than 90% of eligible employees already 

vaccinated with at least one dose, across the company, 
to open our physical offices from mid-June, 2021. The 
rest 10% of the employees are those who got infected 
in the months of April and May and are not eligible 
for the vaccination as of now but can come to office 

as they also carry good amount of antibodies in their 
bodies. When we announced this to people, it was a 

mixed reaction, and honestly, it was expected.

Andleeb Jain

Andleeb Jain

President & Chief People 
Officer

J K Cement Limited

There is fear, there is an excitement, 
but that uncertainty is continuous
Is it going to improve now, will we 
come back to Before Covid (BC) times, 
isn’t there a prediction for the third 
wave, then why we do this, and, again 
changing our set routines at home.
 
As an HR head of a company that 
is into a traditional manufacturing 
sector, where physical office has been 
irreplaceable, where work from home 
was unthinkable, it has been like a 
Tsunami. But we survived. We never 
knew we could swim so well…but it was 
a realisation that as far as offices are 
concerned, we are not much different 
from a company of the likes of an IT/
ITES, or a services company where 
WFH was in vogue much before, 
except of course that we also have 
manufacturing facilities.
 
Ofcourse, it took effort, it was a 
change process. E-meetings, e-joining, 
e-induction, e-townhall, e-tambola, 

Case Study

It’s not easy, to say the 
least. All employees 
don’t have the luxury 
of having their own 
conveyance, they used 
to take Metro, Shared 
cabs, Office buses, 
autos, etc. How 
should they travel 
now, is it safe?

with flexible hours, knowing very 
well that this is going to be a big 
change in their routine after a year, 
and, there maybe someday to day 
routine differences with everybody 
while working from home, which 
needs to be given time to be 
adjusted finally to come back to 
office routines.

 
•	 So far so good, started with 2 days 

a week for 15 days, and then we 
allowed the third day in a week as 
optional. At the time of writing this 
story, we are keeping a close watch 
and providing all possible support to 
employees and their families as well.

 
The mood is upbeat with a sense of 
relief, among employees, when they 
come back to their workstations, which 
is like a second home to most of us, 8-9 
hours of our everyday life getting spent 
there. It also gives that much-needed 
emotional strength when one gets back 
to the ecosystem, and can physically see 
the support system available. A sense 
of near normalcy lifts the spirit in a big 
way. 

The optimism is further strengthened 
when we remind ourselves that it 
cannot be gloomy forever, as they say, 
“One which goes down cannot go down 
forever, there is a “Nadir” and things 
have to look up after that.
 
Wishing and hoping that the Nadir 
is reached, we are looking forward 
to a more flexible, physically and 
emotionally supported workplace.
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The last year felt like a 
roller-coaster ride. It 
encountered a fall, which no 
one saw coming after a 

gradual, steady rise. Lockdowns, 
deserted buildings, and public space 
anxieties became prevalent. Although 
some of these changes in the post-
pandemic environment are temporary, 
others will likely stick around.
 
While your employees are used to 
working remotely, according to the 
latest Gensler study, many people 
are still keen to go back to work in a 
physical workplace. Here are some 
insights on how employees feel and 

What Workplace Technology 
Can Do for Return to Work

what they need to feel safe about 
getting back to work.
 
How Do Employees Feel 
About Returning To Work?
According to a poll, only one in ten US 
employees worked consistently from 
home before the COVID-19 outbreak.
 
Of the 2300 respondents, just 12 
percent have stated that they plan on 
working full-time from home. 70% 
stated they want to go back to work 
and want to stay in the workplace for 
3–4 days. Another 18% answered that 
they want to show up at work once or 

twice a week. 
 
In fact, while not everyone wants to 
go back to work, a Harvard Business 
School Study found that 79 percent 
of employees preferred at least a 
partial return with 2 or 3 days in the 
workplace.
 
The biggest reason for most employees 
to come back to the office? They miss 
their colleagues!
 
Fifty-four percent responded that 
they missed meetings in person and 
interacting with their coworkers. They 
also regarded this as an important 
reason behind returning to work.
 
However, it is important to ensure 
the safe return of employees to the 
office post-COVID-19, but it is not an 
easy job. Maintaining social distance, 
keeping distant work desks, conference 
rooms tidy, and convincing your 
employees that they are safe to enter 
the office every day are the biggest 
challenges.
 
According to a Harvard Business 
School Report, 51% of employees 
want to be vaccinated, while 71% 
want to wait until everyone has been 
vaccinated. More than half of those 
believe that people should be sitting at 
least six feet apart in the office and that 
masks should be necessary.
 
Thinking about the future of the 
workplace, and especially to the 
post-pandemic office environment, it 
is evident that technology will play a 
vital role in what these areas are going 
to offer, look like, and how they will 
function.
 
Workplace technology will also be 
important for the preservation of office 
productivity and efficiency in a time 
where businesses have recognized the 
capability of remote operations.
 
What's in Your Plan? 
Opportunities for workplace 
technology were already gathering 
steam throughout companies and global 
organizations, but the gas pedal has 

been fully pressed down to accelerate 
digital advancement and plan the 
future for many organisations.
 
Here’s how workplace technology can 
come to play while planning a safe 
return to office:
 
Ensuring Safety 
 
Create Digital Checklists for 
Equipment Needed- The first priority 
is to ensure that all the protective 
equipment including PPE, sanitary 
masks, and sanitary equipment are in 
place. Digital workflows and project 
management devices are a wonderful 
approach to simplify this process by 
allowing collaborative checklists to 
track phases of execution. 
 
Digitize Employee Training 
for Safety Procedures- Avoid 
overcrowded training through a 
digital employee platform to build a 
consolidated manual resource, such as 
how and when PPE is to be utilized. 
This guarantees all have access to the 
information about training and that 
they can adhere properly to the new 
requirements.
 
Transition to A Digitally-Enabled 
Way of Work- New organizational 
changes and working procedures which 
are as contactless as possible must 
be introduced at this point. Replace 
heavy paperwork and conference 
activities with digital workflows and 
online task management solutions that 
provide contactless working methods 
that maintain high efficiency and 
productivity rates.
 
Communicating the Return
 
Announcing the Workplace 
Opening Clearly And Inclusively- It 
is clear and open communication line 
that supports a seamless transition 
back to the office. Use an online 
communication method to reach 
every individual employee quickly to 
eliminate misunderstanding, address 
grievances and build confidence in 
management during this changeover 
phase.

Ensure Everyone Knows The 
New Guidelines- Keep everyone 
informed and utilize your digital 
employee platform to announce and 
deliver updated guidelines.
 
Managing Employee 
Wellbeing in the ‘New 
Normal’
 Use Digital Tools to Manage 
‘HYBRID’ Teams- During this 
early phase, some members of the 
team will likely be at the office and 
others will still work from home. The 
use of your virtual communication 
tools is an excellent approach to 
assure efficiency and communication 
amongst your on- or off-site 
employees.
 
This allows for tasks to be digitally 
allocated to ensure everyone is up 
to date on its progress and is fully 
transparent. Use group chats with 
your remote team members to 
connect effectively.
 
Conduct Regular Check-in with 
Your Employees- Keeping the 
mental and physical wellness of your 
staff in check is your top concern as 
an employer at this time. Conduct 
online feedback surveys to ensure 
that employee issues are dealt with 
transparency and quickly on a 
continuous basis.
 
Our working style is constantly 
changing, and technology is a big 
part of that. According to a Forbes 
survey, 85% of employees think that 
technology will play a significant 
role in return-to-work preparation, 
particularly in terms of remote 
registrations, touch-free check-ins, 
and workplace safety.
 
The workplace of the future will 
invariably be driven by people and 
technology — and with factors such 
as COVID 19 leading employers to 
consider new methods for workplace 
navigation, it is more crucial than 
ever to have technological solutions 
that work smoothly in the future.

According to a Harvard Business School Report, 
51% of employees want to be vaccinated, while 
71% want to wait until everyone has been 
vaccinated. More than half of those believe that 
people should be sitting at least six feet apart in 
the office and that masks should be necessary.

Insights Abhishek Kapoor

Abhishek Kapoor is a young passionate product 
leader who is currently leading the product team 

at Zimyo. He exhibits artistic persuasiveness 
owing to his customer obsession and data-driven 

methodologies. Graduated from IIT Roorkee, 
he had previously worked with Schlumberger 

where he delivered products with $1MM ARR. 
At Zimyo, he's on a mission of launching the 

next-generation HRIS which is centredaround 
enhancing employee engagement and the 

organisation's financial metrics by leveraging the 
user-centric design and AI-powered analytics 

engine.

Abhishek Kapoor  
Lead- Product, Zimyo
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The way we work has 
changed forever, and the 
place of work will continue 
switching for years to come. 

Regardless of the changing scenarios 
now, nobody wants to be 100% WF 
Home, WH Office, WF Mountains, or 
WF Anywhere. Organizations and 
employees have sensed the freedom to 
explore numerous options, and they will 
continue to experiment to attain the 
most workable mix for themselves. 
Health and safety will continue to hold 
the top position in the priority list in the 
board rooms.
 
Many organizations elected to work 
from home unendingly as they 
felt fully equipped after the digital 
transformation phase, they testified 
during the COVID-19 scenario. 
But what happens to sectors where 
employees are required back in the 
office or complain about burnouts 
and stress because of the WFH 
model? Many employees crave office 
camaraderie; acknowledging these 
concerns and wants leaders to have 
started acting on models that can cater 
to the said needs; developing strategies 

Insights

Traditional office can't fit the current need, and that's the reality. The 
required transformation from a traditional to a TECH workplace has 
to happen. To realize the needed shift; organizations should rely on 
tech solutions like BYOD, sensors to improve touchless processes, 
Video conferencing, Cloud-based project management software, 
collaboration, and communications apps and tools to ensure high 
engagement and better productivity without compromising on the 
norms set for the safety of their people.

Workplace 
Technology 
is the Key to 
Office Return

 Measurable: Tech should support 
identify and measure action in 
HIGH RISK AND HIGH TRAFFIC 
areas to minimize any identified 
risk. Data collected from simple 
tech sensors like light-controlling 
systems tell about environmental 
status and how the office is being 
used. With place, pace, and work 
getting redefined and realigned, it›s 
crucial to have a constantly measured 
process to get reviewed, corrected, 
and improved. 
 
Adaptable: This fast-changing world 
is controlled primarily by technology; 

Dr. Ankita Singh

there will be changes in demand much 
faster than we can imagine. It will be 
wrong to say that we already have 
the best solution implemented. From 
biometric to touchless digital badges 
entry system, from in-person meetings 
to using SaaS solutions, the system 
has to evolve and adapt continuously 
to meet the requirement of NEW 
NORMAL that›s getting redefined 
every day.
 
Real-time: Almost everyone embraced 
technology, and that›s amazing. 
The question is how purposefully 
organizations are using it? Employees› 
needs, working environment, and 
other factors will keep evolving and 
changing. Are organizations able to 
enable employees, through technology, 
to help decide which days they can 
work from the office, which are the 
workstations currently available, 
where are others seated, and if they 
are in the office on the same day? Be 
it virtual or in-person, expectation 
today is real-time decision-making, and 
organizations should efficiently enable 
it through tech solutions.
 
Transformational: Traditional 

office can›t fit the current need, 
and that›s the reality. The required 
transformation from a traditional 
to a TECH workplace has to 
happen. To realize the needed shift; 
organizations should rely on tech 
solutions like BYOD, sensors to 
improve touchless processes, Video 
conferencing, Cloud-based project 
management software, collaboration, 
and communications apps and tools to 
ensure high engagement and better 
productivity without compromising 
on the norms set for the safety of their 
people.
 
In a recent survey, 79% of leaders and 
HR execs indicated that organizations’ 
top priorities are employee wellbeing 
& safety, productivity, collaboration, 
and communication, creating a tech-
driven SMART system & optimizing 
cost in the stated order. Technology 
has been the ultimate savior to 
enable and empower organizations in 
achieving the mentioned priorities. 
With Hybrid, remote, flexible, and a 
combined model of these, strategies 
will have to remain more fluid, nimble, 
and simple to cater to the demands of 
the diversified distributed workforce.
 
Organizations have undoubtedly 
evolved and digitally transformed 
as a global workforce in no time, 
primarily equipped and empowered 
by technology. Bringing people and 
technology together has magically 
enabled organizations to rule.

With PEOPLE FIRST perspective, 
Hybrid is the answer to most of 
our questions today and will hold 
the TOP spot for decades to come. 
Organizations will continue to practice 
the “IN-PERSON-VIRTUAL” & 
“DISTANT-T0-BE-TOGETHER” 
models for longer than predicted to 
keep the workplace and workforce safe 
and productive.
 
To get employees back in the system 
that they trust, leaders should be able to 
firmly state that “our office is as safe 
and smart as your home.”  Relevantly 
said by Jodi Rell, “At the end of the 
day, the goals are simple: safety and 
security.”

to get required people BACK TO  
Safe, Seamless, secure, and technology-
driven OFFICE.
 
In the last few months, dependency 
on technology has dramatically gained 
momentum to enable and empower the 
workforce, but employees will accept 
the VIRTUAL and tech solutions as 
the REAL ones for their safety and 
benefit at their own pace. To build a 
system that they can appreciate, the 
definition of re-entry strategy should 
be SMART for them to understand, 
accept and trust:
 
Safe: Looking at the current scenario, 
the foundation of any transformational 
change has to be safety. Incorporating 
technologies like thermal imaging, 
detecting elevated body temperature, 
and managing workforce density to 
ensure a safe and secure workplace is a 
mandate. The basic needs like having 
a cup of coffee or taking printouts 
from a common printer won›t and 
can›t disappear; organizations should 
enable REMOTE-USE technology for 
employees to access such devices from 
an app to ensure safety.

Dr. Ankita Singh, Senior Vice President 
and Global Head of HR at CIGNEX 
Datamatics. She has two decades of 

experience in managing and leading 
various aspects of Human Resources. 

She is a PhD in Management, Gold 
Medallist in BBA as well as an MBA. 

She has done HR and Business Strategy 
related Executive Management 

Programmes from IIM-A, ISB 
Hyderabad and XLRI. A certified PPA 

(Thomas Profiling) Practitioner. 

Dr. Ankita Singh
SVP & Global Head of HR, IT,

Travel & Admin, CIGNEX 
Datamatics

In the last few months, 
dependency on technology has 
dramatically gained momentum 
to enable and empower the 
workforce, but employees will 
accept the VIRTUAL and tech 
solutions as the REAL ones for 
their safety and benefit at their 
own pace. 
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Q. What’re your top HR 
priories in current times at 

Havells?
 

A. To thrive in the new normal, 
it is imperative to recalibrate 

business plans, strategies and, shift 
towards effective scenario-based 
planning in this pandemic world. 
In a situation where till recently 
commerce was continuing, though 
with varying intensity, we at Havells 
believe that the onus of protecting 
‘health and business’ lies squarely 
with the organization. Havells has 
continuously taken various initiatives 
to ensure the health and wellness 
of its employees. Through our 
vaccination programme, we ensured 
Covid-19 vaccination for all our 
employees in India above 18 years 
of age through a reimbursement 
process. Recently, Havells also carried 
out a robust vaccination successfully 
vaccinated 95% of its direct and 
indirect employees above 45 years of 
age across 13 manufacturing plants, 
and aggressive work is on to cover 
the remaining employees. This was 
achieved through a combination 
of On-Site vaccination camps and 
tie-ups with various hospitals both 
government and private.  
 

At the peak of the second wave, we 
were focused on protecting health 
and lives of our employees and 
trade partners. We imported oxygen 
concentrators and placed them 
across plants and branch offices, on a 
returnable basis so that any employee 
or their family member could use it 
with ease. Some of our employees 
and trade partners, who wanted 
to buy it, we organized imports at 
landed cost. Several guidelines around 
vaccination, health, hygiene, social 
distancing, WFH, etc were shared 
with employees to avoid the spread 
of infection. The organization has a 
dedicated cross-functional team to 
ensure OC requirement, track status of 
vaccination, and health of employees 
for timely help and support. To ensure 

zero impact on work, our philosophy 
of ‘people at the core’ has extensively 
helped us to keep our employees safe 
and ensure positive outcomes for all 
our stakeholders. 
 
We have been investing in technology 
for decades and that has been a 
differentiating point at Havells. 
Be it technology for employees, or 
manufacturing, or R&D, Havells has 
always been ahead of its peers.  At 
Havells another priority is to 
augment the role of digitization for 
our business and other processes. We 
have leveraged smart technologies in 
our manufacturing facilities. This has 
enabled us to reduce workload and 
help our employees to focus and build 
their expertise on critical tasks; thereby 
improving efficiencies and productivity 
of our workforce. Technology 
enablement coupled with empathy and 
human touch is key to maintaining the 
essential cultural ingredients of Havells, 
which is among the Great Places to 
Work.
 
Keeping the new hybrid nature 
of work, we have leveraged the 
collaborative technology platforms, 
to provide a lot of learning and 
development opportunities for our 
employees.

Chief Human Resources 
Officer

Havells India

ON HYBRID WORK 
MODEL

In 
Conversation 
With
V Krishnan

By- Romesh SrivastavaV KrishnanInterview

e xclusive

V Krishnan is headlining the HR functions with Havells as Chief Human 
Resources Officer from the month of February this year.

Earlier he served the longest stint of his career at Dabur India as Executive 
Director – HR (India & SAARC) for more than 16 years.

 Krishnan has over 3-decades of experience in HR and having capabilities 
in Business Partnering across industries; with Indian multinationals 

and MNCs, covering Human Capital Management, Business Processes, 
Quality, Knowledge Management, and IT Enablement, with organizations 

like Dabur, Whirlpool, Xerox, and Eicher.

 He is an engineering graduate from Aligarh Muslim University and 
holds a master’s degree in business administration from the Faculty of 

Management Studies – University of Delhi.

Keeping the new hybrid 
nature of work, we 
have leveraged the 
collaborative technology 
platforms, to provide 
a lot of learning 
and development 
opportunities for 
our employees.
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Interview

Q. What are your plans to 
bringing back employees 

safely to the office and shop floor? 
 

A. At Havells our priority is 
the health and wellness of 

our employees. Aligning with this 
philosophy, we were quick to adapt to 
the testing times when the pandemic 
hit us all. We not only digitalized most 
of our offline functions but also were 
cognizant of how we will need to ensure 
workforce safety and health guidelines 
once the lockdowns lift. We created a 
feature on our Employee Self Service 
portal, where people could update their 
vaccination status in real-time. Once we 
were clear that a significant population 
has been vaccinated, we started opening 
our offices in a phased manner, using 
a roster system; to ensure at any given 
point of time a certain percentage of 
people only are in office and with social 
distancing. Vaccination is checked 
before entering through the Aarogya 
Setu App. 
 
While our offices were closed we 
created acrylic partitions around all 
the open seats in our HO, so that social 
distancing is strengthened with a 
physical barrier without compromising 
on transparency. 
 
With resumption of the manufacturing 
process at our plants, Havells partnered 
with BLP, an enterprise AI and 
industrial IoT company to deploy 
“Trust AI”. The solution is a seamless 
integration of camera feeds, artificial 
intelligence, and cloud computing to 
manage social distancing and mask 
norms across the plants. The product 
issues an alert to a factory administrator 
when anyone is less than the desired 
distance from a colleague. The solution 
comes with a Trust AI web App with 
different levels of authorization that 
acts as the administrative cockpit to 
manage social distancing. This cost-
effective technology is also enabled to 
detect when people are not wearing 
masks, helmets, or safety gear.
 Many of the processes within the 
factories have been altered to suit the 
changed norms of social distancing 
within the work environment. With 
the solution deployed, we are seeing a 

significant improvement with respect 
to the number of social distancing 
violation instances. Witnessing the 
success of the solution, we have also 
installed the same solution to Havells’ 
corporate offices. In order to further 
prevent the spread of Covid-19 
through surface contamination, we have 
replaced the Fingerprint Biometrics 
with Facial Recognition application 
at Havells. Using AI, the in-house 
developed app has been integrated 
with the ERP system which is much 
appreciated by the employees across.
 
We intend to continue our focus on 
investing considerable efforts towards 
ensuring our workforce is safe, healthy, 
and secure through several such 
initiatives.
 

Q. What do employees need to 
manage this change?

 

A. We have seen that our people 
are agile and adapting quickly 

to these unprecedented times. The way 
how people reinvented themselves 
is commendable. As soon as we hit 
the lockdown, employees were able 
to recalibrate to the new working 
style quite seamlessly. Infact, we were 
pleasantly surprised, that even the team 
members whom we thought will find 
this new way of working a challenge, 
quickly unlearned and relearned. With 
a hybrid work model, we believe that 
the virtual collaborative platforms 

will be at the forefront. We at Havells 
also realized that the core of employee 
experience will be to ensure employees 
feel connected, informed, and involved 
in a virtual space similar to the physical 
space. We 
 

Q. What is your hybrid work 
strategy? Who will stay 

remote, who will be back on-site full 
time/part-time?
 

A. Havells has taken various 
initiatives during the pandemic 

and lockdown to ensure mental and 
physical well-being of its employees. 
To further prevent the spread of 
Covid-19 the company had taken 
various initiatives. To name a few, 
clear WFH guidelines, staggered return 
to workplace through hybrid system 
with 25% staff attendance, technology 
enablement for all employees for 
seamless WFH working etc. Since we 
are present all over India and many 
states are in unlock phase. We are 
defining hybrid working strategy as 
per the government guidelines in the 
states. We are trying at Havells to keep 
a balance between the manufacturing 
and sales team presence in our offices 
and plants. 
 

Q. Any concluding remarks?
 

A. As an organisation we have 
shown significant business 

resilience and performance against the 
backdrop of a challenging environment.  
The one big change that leaders at all 
levels have realised is empathy. There 
is a realization that we are operating 
in an evolving and dynamic scenario, 
where all answers may not be there 
and agility in deciding response is 
the new mantra. The pandemic has 
reiterated the importance of building 
a level of trust with our stakeholders 
and has awakened us to the need for 
scenario-based planning. At the same 
time, investments in training, evolving 
channels like e-commerce, etc will gain 
in intensity in the future. As the world 
deals with the effects of the pandemic, 
at Havells our approach has been to be 
aware, anticipate and act with agility to 
respond to the unfolding challenges.
 

Thank You, Krishnan!

The pandemic 
has reiterated 
the importance 
of building a level 
of trust with our 
stakeholders and 
has awakened us 
to the need for 
scenario-based 
planning.

V Krishnan
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Insights Harjeet Khanduja 

Getting 
Employees 

Back to Office

The Need to Come Back
According to Wharton’s research, 82% 
of leaders indicate that their companies 
were at least equally productive as 
before. The question arises when 
everything is working fine for the last 
14 months, why do employers suddenly 
want employees to come back? Here is 
what employers are worried about.

l	Employee Fatigue
 Many employers are realising 

that the marginal increase in 
productivity comes at a huge cost. 
Employee fatigue has crept in due 
to work-life imbalance. 54% of 
employees feel overworked. The 
meetings have increased 2.5 times 
in the past one year without a 
significant increase in revenue.

 People are making compromises on 
ergonomics, lifestyle, and schedules, 
which has started reflecting in 
quality of work, burnouts, mental 
health issues, and insurance costs. 
As per a LinkedIn survey, the job 
switching intent has doubled this 
year as compared to the past two 
years. 41% of employees want to 
change their job in the next one year.

l	Collaboration, Innovation, and 
Culture

 While there is an increase in 
productivity, the virtual workplace 
has made teams more siloed. New 
joiners assimilation is poor. Sense of 
belongingness is getting depleted. 
These issues have a long-term 
impact on a company’s culture and 
capability to innovate. Additionally, 
few breach of trust cases of dual 
employment aggravate the anxiety 
levels for employers. Instead of 
fixing these issues as per the virtual 
normal, going back to the office is 
an easier option.

What’s Holding 
Employees Back

The first law of Newton is holding 
employees back. This inertia is fueled 
by various reasons including

l	Safety- Around one-third of 
the population is worried about 
safety. They doubt whether double 
vaccination is enough to keep 
them safe. They are worried about 
workplace hygiene, food hygiene 
and safety during the commute.

l	Ecosystem- When work from 
home started, no one realised it 
was going to become work from 
home town for many. Leaving the 
hometown and coming back to 
work is complete resettlement.

 Then there are people with small 
kids and elderly at home. They have 
built their ecosystems during covid. 
It is difficult for them to recast their 
ecosystems.

 Such people make one-quarter of 
the population.

l	Commute- Commuting is one of 
the biggest factors that is creating 
inertia. Firstly, commuting 
consumes time. Secondly, it is a 
cost. Thirdly, it is not completely 
safe. This hits the first two basic 
needs in Maslow Hierarchy.

l	Cost- This is a subtle component. 
During the pandemic, employees 
weren’t travelling and spending 
money on food, etc. After they 
come back to the office, the same 
expense will start pinching their 
pocket. People have settled into the 
reality of not necessarily having to 

spend that money on commuting 
and food.

l	Comfort- Until now, home and 
office were two different entities. 
Life and work were to be balanced. 
The pandemic made people realise 
that life and work can function at 
the same time. The flexibility of 
time, casual dressing, having lunch 
at home, doing chores at home, 
seeing their kids grow up in front 
of them, seems like it’s too much to 
give up.

How to Balance
l	Do You Need Everyone Back? 
 There is no need to board the 

bandwagon of bringing back 
everyone just because everyone else 
is doing it. Review your business 
requirements and define which 
roles you need back at office. 
Remember, you are still saving on 
real estate if people continue to 
work remotely.

l	Create a Positive Work 
Environment 

 Forcing people to come back might 
not work. The Work Trend Index 
survey says that 67% of people 
want to come back to the office, but 
they need flexibility. Asking people, 
understanding their issues, and 
acting humanely will work better. 
You will have enough champions 
who will be happy to work from the 
office. Once that gains momentum, 
FOMO (Fear of missing out) 
will bring back the rest of the 
workforce.

l	Remote Working Policy 
 It is a good idea to publish things in 

black and white, as to what is going 
to be a remote working policy going 
forward. You may define different 
salary levels for office working and 
remote working for the same job. 
This will ensure fairness and clarity.

 A little bit of financial incentive to 
reasonably offset the comfort of the 
house can also do the magic for a 
smooth transition.

People are making compromises on ergonomics, 
lifestyle, and schedules, which has started reflecting 
in quality of work, burnouts, mental health issues, 
and insurance costs. As per a LinkedIn survey, 
the job switching intent has doubled this year as 
compared to the past two years. 41% of employees 
want to change their job in the next one year.

Harjeet Khanduja is an international 
speaker, author, poet, influencer, 

inventor, and HR leader. He is 
currently working as the Senior 

Vice President HR at Reliance Jio. 
He has 3 published patents and his 
book “Nothing About Business” is 
an Amazon bestseller. Harjeet has 

been a LinkedIn Power Profile, 
TEDx speaker, Guest Faculty at 

IIM Ahmedabad, Board Member of 
Federation of World Academics and 
Global Digital Ambassador. Harjeet 

features in Top 100 Global Thought 
Leaders 2021.

Harjeet Khanduja 
SVP- Human Resources - 

Reliance Jio

Forcing people to 
come back might 
not work. The Work 
Trend Index survey 
says that 67% of 
people want to 
come back to the 
office, but they 
need flexibility.

Apple asked its employees to 
come back to work. In return, 
Apple got a long letter 
explaining why Apple should 

not ask people to come back to work at 
the rate that they had planned for. 

Thousands of Apple employees signed 
the letter of protest. This is not just the 

case for Apple in particular. This is the 
story of each corporation looking for 
employees to come back to work.

We need to understand the story from 
both sides. Why do employers want 
employees to work from the office? 
At the same time, why are employees 
hesitating?
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All of these helped the organisation 
to successfully maintain its growth 
momentum. 
 
Return to Workplace 
Strategy 
As we plan to gradually return to work 
(place), we are conscious of the fact that 
employee well-being and health are the 
responsibility of everyone. We have 
sensitised our people to get themselves 
voluntarily vaccinated and have a 
program around that. We can only 
conjecture at this point in time whether 
the future will be a complete return 
to the workplace or hybrid working. 
I would like to believe that sooner or 
later, we’ll be back at the workplace, 
albeit with a different set of rules and 
protocols, which includes staggered/ 
differential working. Online connects 
and digital engagement plans are good 
but they can never be a substitute for 
face-to-face conversations.
 
However, it is important to remember 
that “digital” will be the way forward. 
The integration and application of 
basic human intelligence with artificial 
intelligence to deliver a seamless 
experience will be crucial. A holistic 
workplace well-being plan will have 
to be designed and thoughtfully 
implemented. The pandemic has 

taught us that we need to understand 
and respect time-schedules of people. 
While flexibility will always remain 
a focus area, it has to be well-defined 
so that work time and family time 
are balanced. The “trust” and 
“camaraderie” between people will 
have to be cemented through increased 
workplace dynamism and reduced 
workplace dynamics!The pandemic has advanced 

years to our lives. What was 
earlier being planned for the 
future has suddenly been 

advanced to “now” and this defines the 
new normal, which is changing rapidly. 
In a way, the normal has now become a 
moving normal which has compelled us 
to be more resilient and tenacious, 
increasingly adaptive and responsive as 
well as being more open to accepting 
things. Uncertainty, it seems, is the new 
certainty. The B-HAG (Big Hairy 
Audacious Goals) which everyone had, 
has now got refocused to being 
#futureready in the present. Upskilling 
has acquired a new paradigm and we 
need to be prepared for any 
eventuality.
 
In this brave new world, work has 
acquired a new definition. Work from 
home, which earlier used to be treated 
differently, is now the norm. Scalability 
and agility is a given. The pandemic 
has taught us that if we want to survive, 

Leaders and managers of people will have to ensure 
that a positive attitude is maintained through focussed 
engagement, deeper conversations and respecting the 

opinions of everyone. Workplace inclusion will not 
just be about the traditional definition of D&I, but that 
of respectful acceptance of different views, ensuring 

collaborative working, and a razor-sharp execution-focus 
for greater cohesion. 

                      How  
Plans  Return to 

Workplace

Shourya K. Chakravarty
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Chakravarty
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Technologies

grow and prosper, we will have to be 
agile in our thinking and execution. 
Life, be it work or otherwise, has 
now become sprint-driven. And that 
gives each one of us the flexibility to 
reorient to the ever-changing normal. 
Organisations have become conscious 
about their overall responsibilities and 
are showing it in their actions. 
 
Demonstrative leadership is the 
way forward to a result-driven and 
well-defined road to success. At 
QualityKiosk, our Founder & CEO - 
Maneesh Jhawar, led from the front 
and has ensured that the team remains 
focussed, agile and #futureready. 
Ensuring that our customers aren’t 
impacted due to the lockdown, a series 
of measures and actions were initiated 
early on to remain agile, responsive and 
scalable. Being a global organisation, 
we have been nimble-footed to the 
evolving situations in the geographies 
that we operate in. Our people policies 
have been made adaptive to this effect. 

Case Study

Demonstrative 
leadership is the 
way forward to 
a result-driven 
and well-defined 
road to success. At 
QualityKiosk, our 
Founder & CEO - 
Maneesh Jhawar, led 
from the front and 
has ensured that 
the team remains 
focussed, agile 
and future-ready

Human Resource professionals, 
irrespective of their levels, have to 
lead the engagement in the brave new 
world to prevent burnout and ensure 
balance. We have seen that during 
the pandemic, their role, apart from 
being subject-experts, has been that of 
sensitive coaches, able counsellors and 
solid connectors. This role of every 
Human Resource professional will be 
a key ask from the organisation as we 
move ahead. 
 
Leaders and managers of people will 
have to ensure that a positive attitude 
is maintained through focussed 
engagement, deeper conversations and 
respecting the opinions of everyone. 
Workplace inclusion will not just be 
about the traditional definition of D&I, 
but that of respectful acceptance of 
different views, ensuring collaborative 
working, and a razor-sharp execution-
focus for greater cohesion. The 
metrics of success have changed and 
all of us have to ensure that people are 
sensitised and made adaptable to these.
 
About Author-
Shourya K. Chakravarty is the CHRO of 
QualityKiosk Technologies. An MBA in HR 
from XISS – Ranchi, he has over 25 years of 
experience in roles of increasing complexities 
and responsibilities in leading Indian and 
Multinational companies. He is an accomplished 
leader and an awarded professional.
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Top Challenges in Getting 
Employees Back to 

Workplace

The second wave has brought multiple challenges 
and the hybrid model is the way forward, 
at least in the short run. However, there are 
umpteen challenges in reopening the office and 
organizations need to cater to emerging demands, 
opportunities and challenges posed by the 
new normal in most human ways which create 
minimum disruption to the business.

A recent study by Barco 
ClickShare, in June 2021, 
indicated that 75% of 
employees want to be back in 

the office.  

Another survey by Office Pass TOP 
indicated that Indians are cautious but 

waiting eagerly to be back to work and 
the most sought-after format is 3-4 
days in office. This format is preferred 
by 54% of employees and 41% of 
companies. 

While multiple surveys and studies are 
indicting people’s preference to be back 

to work, the devil lies in the detail. 
The workforce is can be divided into 3 
segments 

1. Those who want to turn back the 
clock to Mar’20

2. Those who are looking at hybrid 
work 

3. Those who want to always operate 
remotely 

Workforce falling in segment one is 
motivated by lack of infrastructure, 
lack of focus at home. Additional 
responsibilities at home add to 
WFH woes. Challenges in remote 
collaboration are also a reason people 
want to be back in the office and lack 
of engagement is the most important 
reason they want to turn back the 
clock. 

Workforce falling in segments two and 
three has seen the benefits of saving on 
commuting time, having the flexibility 
of starting the day a little late, and 
having an afternoon nap and yet being 
fully productive. Since schools have yet 
not started, childcare responsibilities 
also make it difficult for people to be 
back to work. Also, the lack of public 
transport and the fear of yet another 
wave reinforces this stand. Various 
studies have shown that people are 
as or more productive at home as 
in an office and hence this segment 
is  questioning  back to office pla.

The second wave has brought multiple 
challenges and the hybrid model is 
the way forward, at least in the short 
run. However, there are umpteen 
challenges in reopening the office and 
organizations need to cater to emerging 
demands, opportunities and challenges 
posed by the new normal in most 
human ways which create minimum 
disruption to the business.
Returning to work will require 
a well-thought-out strategy and 
flawless execution. We need to bring 
up different solutions to multiple 
challenges facing us in returning to 
work. In my view, the following areas 
need attention.

Communicating the WHY:  
Depending on the report one reads, 
employees may have developed a belief 
that is it not at all required to be back 
to work. Transparent communication 
on why returning to work is essential in 
long run is the first step of the strategy. 
This should start with reading people’s 
minds through internal surveys. These 
surveys will indicate people’s opinions 
which are unique to each organization. 
The feedback and opinion received 
through these surveys should be 
analysed in detail and accordingly the 
plan to be back to work framed. 

Offer Flexibility: 
Flexibility is the key when it comes 
to rerun to work. While the first 
response to flexibility will be “this is 
how it used to be 18 months ago” or 
“it can’t be done here” However, this 
pandemic taught us that organizations 
are quick to adapt to new requirements. 
Flexibility is going to be a differentiator 
and will have a direct impact on net 
promoter scores. Technology is a great 
enabler when it comes to flexibility. 

Change Management: 
Getting back to work will lead 
to anxiety in people’s minds and 
organizations need to be sensitive 
towards these changes. Organizations 
must support people through an 
employee assistance program, 

open discussions, and transparent 
communication. Besides, there should 
be norms on only vaccinated staff 
attending the office which will reduce 
the risk of contagion. Health and 
safety measures should be maintained 
and social distancing followed. Public 
transport should be avoided. These 
measures will give staff peace of 
mind and help accelerate the pace of 
readjustment.
 
Personalization is key for 
diversity and inclusion: 
While the policy will apply to all 
employees, to create an inclusive 
workplace, organisations will have to 
bring in some deviation to support 
the diverse workforce. These may 
be women who have child care 
responsibleness since schools are 
yet to reopen and daycares won’t be 
functional immediately. Focus on 
wellbeing should be the key here. 
The role of executives and leaders 
will be crucial here and they need 
to be receptive to these changing 
requirements and continue to lead with 
empathy 

Conclusion
I would say that these are changing 
times and organizations need to 
continue to reinvent themselves. There 
are benefits of both the worlds. Work 
from the office brings in collaboration 
camaraderie and wellbeing for all. 
Whereas, remote work offers a better 
work-life balance and accommodates 
people who have special needs besides 
reducing the risk of contagion.

Such times call for compassion and 
innovative leadership. Very recently, 
few major tech giants made headlines 
for wrong reasons and faced backlash 
on their back-to-work policy. Many 
were forced to backtrack on such 
policies and come up with more flexible 
ones. 

The mantra should be to act, recalibrate 
and move forward. 

This requires a balancing act because 
pushing people IN may push them 
OUT.
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Human Psychology. She is a strategic 
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in crafting and aligning HR strategy 
with business goals. She supports 

business leaders and individuals in 
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capabilities. She is a possibilitarian and 
supports businesses and individuals in 
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to be none. 
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Getting back 
to work will 
lead to anxiety 
in people’s 
minds and 
organizations 
need to be 
sensitive 
towards these 
changes.
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In the words of Paulo 
Coelho, “When we strive to 
become better than we are, 
everything around us 

becomes better too.” We often find it 
difficult to adjust to work from office 

How to Keep 
Back-To-Work 
Blues at Bay!!

culture after a long break and find 
ourselves slightly demotivated or 
exhausted. With pandemic scare 
almost ending and offices regaining 
their normal work from office culture, 
many people are now inevitably 

experiencing the back-to-work Blues 
and are clueless about how to fight it.
It is not unusual to feel blue once you 
get back to the work after a long period 
and you can keep feeling the same for a 
while. But, if the feeling stays for longer 
than two weeks; talking would help you 
to release those feelings of suffocation, 
panic, depression, or tearful emotions 
and would work as a magical potion for 
you to be able to function normally in 
no time.

It is normal to feel like you are back 
on the grindstone after a long time 
when you start working but the feeling 
is temporary and will wear off once 
you get reinstate your rhythm at your 
workplace. Few things might prove 
helpful for you when you start feeling 
the work blue when to be back to work:

Focus on Your Long-
Term Goal:
Even though it might seem difficult 
to stay alert and positive at work 
after a long break but you need to 
remind yourself what your ultimate 
goal behind working is. Stay focussed 
on your long-term goal and try using 
tiny reminders like a post-it at your 
workstation to constantly remind you 
of the same. This will make it easier 
for you to regain your concentration 
back to your work as our dreams are 
the driving factors that keep us going 
through all the hardships of life.

Get Organised: 
Organising your workstation is another 
stress-relieving activity that helps 
you cope with back to work blues. 
Also, try and schedule all your work 
and organize your day and week well 
to give you an idea about how your 
day and week would flow. Giving a 
structure to your workplace and day 
will help you stay away from frazzled 
work blue days.

5 Mantras to Happy 
Work-Life: 
It is quintessential for a person to stay 
committed to following the mantras 
for personal wellbeing of mind and 
body into your day so as to be able to 
excel at their work, be it professional 
or personal. The five mantras to keep 
you sane during the stressed work 

environment are

•	 Connect
•	 Notice Things Around You
•	 Give
•	 Stay Active
•	 Keep Learning

Make Time Out for 
Recreational Work: 
As important it is for you to be a 
hard worker, similarly, you need to 
stay active, positive, and vibrant on a 
personal level. If you don’t feel happy 
inside, you will never be able to give 
your hundred percent to your work 
no matter how much you love your 
work. Therefore, always make sure 
you take out time for yourself and get 
involved in a recreational activity of 
your choice. It will help you release 
your mental stress as well as fill you 
with new energy and excitement that 
will further condition you to cope 
with all the work-related stress.

Meditation in the 
Morning/Evening: 
The best way to beat all our negative 
energy, stress, tension, and negative 
aura enveloping us the art of 
Yoga or Meditation. The regular 
practice of Yoga helps in lowering 
or maintaining your blood pressure 
and also eradicates any symptoms 
of depression and anxiety. While 
relieving the mental pressure off your 
shoulder, Meditation and Yoga are 
also effective in getting rid of the 
physical tension as well.

To conclude, we can safely say that in 
order to beat the back-to-work blues, 
it is extremely important that you 
exclusively focus on your physical 
and most importantly mental 
wellbeing and take the required 
action to come out of your blues as 
the earliest. It is only you who can 
decide how you plan to spend your 
precious energy: do you want to 
waste it by staying low and defeated 
or by taking the control of your life in 
your hand and acing it exceptionally 
well.

Anjana has over two decades of 
rich experience in managing and 

leading human capital and financial 
management. She envisages the HR 

function as delivering business outcomes 
to the organization through its various 

interventions. She understands and 
appreciates the uniqueness of each 
team member and coaches them in 

accordance with their unique needs, 
to deliver quantum improvement in 

motivation and performance of each 
member. She holds a Master's degree in 
Business Administration (MBA) in HR 

from Symbiosis Institute of Business 
Management, Pune. 

Anjana Balani
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It is not unusual to feel blue once you get back 
to the work after a long period and you can keep 
feeling the same for a while. But, if the feeling 
stays for longer than two weeks; talking would 
help you to release those feelings of suffocation, 
panic, depression, or tearful emotions and would 
work as a magical potion for you to be able to 
function normally in notime.

Insights Anjana Balani

It is normal to feel like 
you are back on the 
grindstone after a long 
time when you start 
working but the feeling is 
temporary and will wear 
off once you get reinstate 
your rhythm at your 
workplace.
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related issues (based on available 
information in the highly networked 
world) including expected reactions of 
employees and their representatives 
(unions, etc. where relevant).

Role in Internal 
Communication Process
Once the M&A-initiative is officially 
decided it is the role of HR to guide and 
control the internal communication 
process towards managers, employees, 
and employee representatives (where 
relevant), along the M&A-roadmap in 
order to prepare ideally their buy-in 
and at least avoid any communication 
mistakes (notably on the legal side in 
certain countries) which could be used 
by interested parties to torpedo the 
project from the beginning.
Target is to preserve trust within the 
organisation during a transition period 
of uncertainties which may last many 
months and even years until day1 of 
the new organisation starting.

Role in Due Diligence
In the frame of the active Due 
Diligence HR has the role to analyse 
all documentation which helps to 
understand the labour cost structure, 
HR policies (e.g. on performance 
management, etc.), social environment 
and how the target company is 
organised, how agile, fair and how 
digitalised it is in order to evaluate 
employee experience drivers, potential 
financial and legal risks, efforts 
needed for harmonisation of digital 
HR environment and organisational 
and cultural compatibility with the 
potential future partner.
By doing so HR can contribute a lot in 
order to avoid frequent underestimations 
of these areas in the evaluation- and 
integration strategy debates.

Role in Organisation 
Development
The development of the new organisation 
is a major cornerstone for success (or 
failure) of the future integrated company. 
HR, as the organisations’ architect, can 
pave the way to success of this process 
through coordination and implication 

of all relevant stakeholders who need 
to give their input and at the end feel 
comfortable with this future org-
construction.
By taking into account todays’ fast-
changing environment, volatility 
and disruptions M&A is as well the 
opportunity to review strengths and 
weaknesses of the organisations in 
place. HR, in its architect role, can 
open the door for new organisational 
approaches like the Market-Oriented-
Ecosystem model suggested by Dave 
Ulrich (Most famous HR Professor, 
HR-Thinker and author of the last 
decades) and inspired from studies of 
todays’ leading Tech-firms.
In every M&A case special attention 
is needed hereby for the setup of 
the future Sales organisation and 
coordination of sales processes in order 
to optimize the probability of early 
wins on the market place as for all 
stakeholders (Shareholders, employees, 
the interested public, etc.) early success 
on the marketplace is the best argument 
to justify the M&A decision.

Role in Management Selection
An adequate management selection 
process for the new organisation is of 
utmost importance to win the buy-
in of employees and make the new 
organisation successful.
HR as the Master of people 
development has the role to lead this 
selection process (which needs to be 
transparent, fair and communicable) 
starting with the agreement on 
selection criterions which need to 
concentrate on the special integration 
situation analysing among others how 
employees want and need to be led in 
this special integration set up (and very 
probably to promote in this context 
more women and talents with strong 
emotional and social competencies 
as this Leadership style seems to be 
particularly adapted to integration 
challenges… ) and ending with the 
individual preparation of selected 
managers for their new role.

Role in Management of the 
Social Chapter
It is the role of HR to lead and 

After a slowdown due to the 
Covid-19 crisis and its 
impact on global economy 
most experts expect a strong 

increase of mergers & acquisitions in 
2021 in many industries on national 
and international level.
For this reason, it is appropriate to 
remember how important it is to 
strongly involve HR in the preparation 
for this highly strategic topic.
Usually those “deals” are primarily 
driven by Top management of the 
concerned companies and consultants 
who concentrate on main merger 
reasons like revenues, synergies, 
competition, and capital. On the people 
side, they often limit their efforts and 
concentrate mainly on key people 
retention.
HR is often not involved enough or 
at least not early and deeply enough 
what is surprising as a huge part of 
M&As fail or do not achieve their 
objectives due to HR-related reasons 
such as cultural incompatibility, 

HR is often not involved enough or at least not early and 
deeply enough what is surprising as a huge part of M&As 
fail or do not achieve their objectives due to HR-related 
reasons such as cultural incompatibility, organizational 

mismatch, destructive synergy implementation, 
misleading integration policies, and processes or other 

issues causing fears, demotivation and disengagement of 
the most important resource of most companies: 
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organizational mismatch, destructive 
synergy implementation, misleading 
integration policies, and processes or 
other issues causing fears, demotivation 
and disengagement of the most 
important resource of most companies: 
their employees (including key people 
despite attractive incentives which may 
have been offered to them).
In order to improve this impressive 
M&A-failure rate HR needs to show 
the way in a number of key areas all 
along the M&A process whenever 
the M&A strategy is to integrate 
the involved entities within one 
organization.
The role HR has to play in this complex 
exercise differs depending on the 
different stages of the M&A journey:

Role in Deal Planning
From the early beginning HR should be 
involved in the strategic considerations 
on M&A targets in order to provide 
a preliminary estimation on cultural 
compatibility and other people 

Blogosphere

control the complex social chapter 
of the project in order to manage 
employee- and labour relations during 
the transition period and guarantee a 
smooth (as far as possible) transfer of 
all employees in the M&A perimeter 
towards the new organisation despite 
the different complex TUPE-, ARD- 
and other rules which may exist in 
the different countries where such a 
transfer is mandatory or necessary for 
the continuation of the business.
A constructive social dialogue is a 
strong asset in the internal and external 
persuasion marathon.

Role in Intercultural 
Preparation
Especially in an international M&A-
context the intercultural preparation of 
the workforce for the future integrated 
organisation is another essential topic 
HR has to organise during the pre-
merger integration period in order to 
facilitate cross-cultural teambuilding 
and limit misunderstandings and 
mistrust among future teams and 
colleagues from day 1 onwards.

Depending on the respective M&A 
context there are of course many 
other topics which HR has to manage 
in order to prepare the organisations 
of merging or transferring entities as 
much as possible for the integration 
challenge.

As all these topics need to be 
coordinated between merging entities 
which do not belong to the same 
company and due to the manifold 
sensitivities and competition situations 
between managers who do not 
necessarily know what their own future 
will be (including HR managers in 
charge) M&A-integration is the most 
complex and difficult challenge in HR 
Life but fully integrating these HR roles 
into the M&A roadmap sustainably 
increases the chances of improving the 
M&A success rate.

For all those who see an M&A project 
on the horizon it’s time to check if their 
HR departments are prepared for that 
challenge.

Role of HR in 
Mergers & 

Acquisitions in 2021
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Culture Transformation in the 

Hybrid Workplace
The Hybrid Workplace is here to stay. It is also 
a good change; good for fatigued workers, who 
would like to reduce their commute. It is good for 
the kids who have been missing the attention of 
their busy parents, all absorbed and focused on 
the compulsions of their careers. Good for the 
environment, if the local and outstation business 
commutes reduce and get replaced by digital 
meetups. It is incredibly good for saving resources 
that we spent on office spaces and much more in 
the pre-covid era. 

Covid has been around and 
seems to be in no hurry to 
leave. With the last 16 
months of this pressure, our 

socio-economic wellbeing has been 
challenged to the hilt. This pandemic 
has made us ask questions on many 
fronts and has also made us look for 
their answers like never before; the 

process continues. In the middle of all 
this, life has been going on, work too has 
been going on, and concerns have 
shifted from keeping things going to 
vaccine drives to reopening for a second 
time, etc. etc.
 
“You can’t assume you’ll return to the 
same culture that existed prepandemic. 

There’s been too much change, both at 
the individual level and at the business 
level.” - Bryan Hancock, McKinsey
 
Many leaders and HR Teams have 
been trying to find the right balance of 
back to office vs. work from home. 
At the same time, there is a bunch of 
questions that different set of people 
are asking. Some organizations are 
asking questions like: If a certain 
set of staff members have returned 
to the workplace because of the 
nature of their work, is it morally or 
motivationally appropriate for the 
other staff members to not return to 
work? Another set of organizations are 
asking questions like: Business as usual 
is fine, but what about the critical and 
complex client deliveries? Similarly, 
what about getting teams back to client 
site to ensure effective delivery? Yet 
others are asking questions like: Social 
distancing and safety has been achieved 
by work from home, but indiscipline 
from certain sections is on the rise; how 
do we deal with this, while keeping 
motivation up?
 
Some leaders are way ahead in finding 
ways to adjust to this changed reality 
while others still have a catch-up to do. 
Some of us are dealing with surprises 
and others are dealing with outright 
challenges. 
 
After a recent study2, Gartner shared 
that:

• Only 1% of the HR leaders surveyed 
expect all of their employees to work 
full-time in the office.

•  59% percent of HR leaders said 
their organization will let employees 
work remotely occasionally with 
approval from their manager – a 
21% point increase since November 
2020.

• Additionally, among 241 HR 
leaders, nearly half (49%) reported 
they will let employees work 
remotely on certain days and nearly 
one-third (32%) will let employees 
work remotely all the time.

 

From The Economist to Gartner to 
McKinsey to social media, forums 
are abuzz with discussions and write-
ups on this return to workplace post 
covid. Out of all that is being discussed, 
one theme surfaces time and again 
and will survive the sift: the Hybrid 
workplace and a need for culture 
transformation to make this a high-
performance enabling transition. 
 
In such a hybrid workplace, employee 
experience is going to be crucial to 
unleash their talent and recruit their 
willing effort. Only from an optimized 
employee experience will a sense of 
connectedness and belonging emerge. 
Furthermore, the overall workplace 
will need to find effective ways of 
connecting, fostering problem-
solving, keeping innovation alive, and 
continuing to inspire each other despite 
the intermittent contact, this hybrid 
workplace will bring. Such will be the 
outcomes required from the culture 
transformation required to manage the 
hybrid workplace.
 
Here are 3 crucial activators to create 
such a culture transformation:
 
1.  An energetic-purposeful style 

of leadership from top leaders 
and senior management: Gone 
are the days when a leader could 
either create magic out of hectic 
action or manage to inspire and 
charm crowds with lofty speeches 
and compelling townhalls to create 

magical performance. Now is the 
time to combine these approaches, 
engage with people and deliver with 
people. Do not leave everything to 
your superheroes to get done, post 
your downloads and invitations; 
they will not be able to pull as 
much load anymore in the hybrid 
workplace. Get into the action with 
your teams. This is the only way 
people will look-up to you, follow 
you, and get done whatever is the 
need of the hour. Hence leaders will 
need to:

•	 Develop a compelling vision 
along with the masses and 
simultaneously / subsequently 
in an energetic-purposeful 
manner deliver the vision with 
an enabling execution focus. 

•	 On this path, talking will not 
be enough, leading the way 
with a clear demonstration of 
accountability, responsibility, 
and high-quality action by the 
leaders will be essential. Be 
present, be seen, be in action, 
and contribute measurably to 
your teams.

 
2. A focused-agile approach from 

mid and frontline managers: 
The multi-tasking and parallel 
processing approach that many 
managers have had is a ship-sinking 
approach in a hybrid workplace. 
People are already managing one 
too many priorities from work to 
life. Hence, managers will have 
to have an OKR like sharp and 
focused approach: quarter-on-
quarter, month-on-month down 
to even week-on-week focus 
on the essentials. Additionally, 
never before has agile cycles of 
working been so critical for all 
industries and businesses. Usher 
in an approach of doing things in 
sprints and achieving outcomes 
aligned perfectly to customer 
expectations/feedback. Forget the 
traditional goal-setting approaches 
for now – become purpose-driven, 
nimble, and focused-agile. This is 
a crucial shift of focus for managers 
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“This is an 
unbelievable 
opportunity to remake 
culture. It’s rare in a 
leader’s lifetime to 
have such a clean 
drop for reshaping 
how you run the 
place.”  
 
– Bill Schaninger
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to preserve and grow customers. 
Hence:

•	 Enable a focused-agile work 
environment, with small and 
clear targets and short timelines 
for all functions and all roles. 
Get closures as fast as possible 
and as consistently as possible 
within weeks, if not in days. 
Make it a point to deliver on all 
Strategic Customer Priorities in 
real-time.

•	 Ensure there is no more 
madness in your methods – 
every manager has to practice 
a structured targeting of 
situations/problems and focus 
on solutions, in the here and 
now.

3. A responsible-responsive attitude 
towards work from every role-
holder: Everyone needs to get 
this clear: All slack is gone, buffers 
will not hold, and cushions do not 
matter in an already bleeding socio-

economic situation. This is how 
it will be for at least the next 6-8 
quarters. No one can take anything 
for granted in this new economy. 
There is no margin for laxities and 
ball-dropping. Every organization 
is strained, and we cannot put 
ourselves at any more risk. 
This must be the mantra of every 

individual in the spirit of being a 
true organizational citizen. Hence:

•	 Here is what everyone’s day has 
to start with: no more hiding in 
the pack. Minimal efforts, lack 
of responsible actions, and doing 
the minimum possible will not 
yield effective results: pull your 
load, fully, going forward only 
be responsible-responsive.

•	 Discipline, discipline, discipline 
– in life, at work, and in learning 
is the only way to be in this 
chaotic world. This is the only 
way you will be able to Play to 
Win.

 
Some of this may seem simplistic; 
indeed, it is. That is the idea. Make 
simple, fundamental changes, and usher 
in a transformation that will help us 
Survive, Revive and Thrive.
 
“This is an unbelievable opportunity 
to remake culture. It’s rare in a leader’s 
lifetime to have such a clean drop for 
reshaping how you run the place.” – 
Bill Schaninger 
 
The Hybrid Workplace is here to 
stay. It is also a good change; good 
for fatigued workers, who would like 
to reduce their commute. It is good 
for the kids who have been missing 
the attention of their busy parents, 
all absorbed and focused on the 
compulsions of their careers. Good 
for the environment, if the local and 
outstation business commutes reduce 
and get replaced by digital meetups. It 
is incredibly good for saving resources 
that we spent on office spaces and 
much more in the pre-covid era. And 
this could be a compelling list if we 
continue to mindfully account for and 
build an understanding of the new 
normal.
 
The time has come for all of us to join 
hands and create a mindset of living 
and enhancing the new normal. The 
time has come for all of us to join hands 
and make this a successful NextGen 
change. #hybridworkplaceforall 
#welcomehybridworkplace 

*Reference: Mckinsey, and Gartner

Ensure there is 
no more madness 
in your methods 
– every manager 
has to practice 
a structured 
targeting of 
situations/
problems 
and focus on 
solutions.
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