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Preface

(Fifth Revised & Enlarged Edition)

owill pay more e ability do deal wigh people than for any obifily aader e sun. v
e=Juhm [, Riockefeller

FOur aseels walk out of the door esch evening. We hove o make sure that they come back pexi
morming-~this is the satement of MR, Marayon Murthy Choriman and Chiel Mentor, Infosys

" Technalogies. Most of our corporate such as Infosys, DS Software Lid. Satyom Computers BHEL
& SPIC are carly adopters to follow the practice of hsman resournce accouniing and now benchmark
the performance and efficiency of their human resource with others. Human Resource Management
plays a very imporiant mle in success of any business emesprise. The knowledge and proper under-
standing of HREM is exiremely necessary for every manager irrespective of his level and discipline,
for approprisw handling of the human FES0UICE and geting best our of mdividuals

According 1w study by McKensy and Cv;r:'rlhc mosl importont corpoeale resource aver the next
20 years will be talent, smart, slmhlstu:nln::d hussiness people who are echnologically Tierate, globally
competent and operatiomlly ngile, |'"||"-II'I Todtler the famous futurofogist sabd “the illiterates of 21"
Cenfury will not be tl'rmu who can’t read or write bul ihose who fail w * ‘Learn™, “Unlearn” and
“Relearn™,

J(.I..“ addition more and mere Indian companies are lixing o walez o their employees. AL the end
af March, 2003 the Infosys Techniologies human assets value ot Rs, 28, 334 Crore ($ 6.4 billion) with
company having 36750 employees on its Tuly'ftmnpanm huve used Lev and Schwarte accounting
madel for measuring human capital. The model of pecouniing human capital is created like oiher
forms of earning assets and thgrefore becomes an important Tactor 1w explain and predict the futre
ecanvmiz growth of company, The @mphasis on “human capital” encournge HR professionals 10 ke
4 more strategic and business focused approach in manoging human tapﬂalf.ﬁt present given
Glﬂlll-na:-:s are of a.ltrm:tl.nﬂ and refaiming key taleny Current levels of abriton are atb (1d.5%. | 55,
ihii ul'gmc_'.' and focus is clearly visible in many kn.-:l'lll.th:clglz based crganizations who valee and invest
significantly in heman capital. Human Bescurce represent the colleclive expeitise, innovation lexder
ship, entrepreneurial and management skills endowed in the employees of an organization. Managing
is the most important human activity. Management fusctions have hecome all the more impartant
with changed social and economic bockdrop of the couniry, A country can fully wilize i3 sesources
oitly with the help of competent Managerial Personnel,

The ume his come when the growih of sociely is determiced by the knowledge base of people.
i 13.:'3!- number of lndlamx have contributed to the SUCCEss .m:u'u..-; ol Silican Villey and the day &
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not for when Indians would be leading the Fortune 500 Companies, The concept of nation stale
appeared o go beyond the horizon and political parties.

The book has given lot of importance to Human Relations and congruence between people and
the arganisation in harnessing human potential. We believe that executives are dealing with people,
who are not only creature of logic bet creatures of emotions, creatures busting with prejudices and
modivated by pride and variety. A successful executive is a socially intelligent executive and realizes
the importance of getting along with people and knows how to deal with peaple, The book focus
on how good managers learn to focus on employees sirengths, not their weakness, Because managing
employees successfully is rare tnlent, even rarer is the ability to lead and all manngers are not
necesgarily good leaders, The book emphasises on leadership concept, styles and their effectiveness,
as we believe the chief responsibility of leader is to rally people for better futere, If you are a leader,
you must better have wnaflinchingly, unfailing, optimism and belief that things can get better and must
get bettor,

The tirst edition of personnel management was published in 1976, Since then the book has been
modified, rewritten, reprinted to meet the requirement of students stydying the personnel managemant,
oeganizational behavior, human relations and human resource management.,

Globalisation has posed challenges for Indian corporate to compete with their global counter-
parts. Organigations in their continuous march towards excellence are striving 10 cat do and out
perform their competitors. This has posed challenges on managers to coniinuously cut perform last
they are outwetled by their colleague and competitors. The book will help executives to enhance
managerial effectivensss,

The new edition of personnel management is special not only because it hags been brought out
i the joint authorship with Dr. Shokla, DDG, ABS; bur the book has been resamed as “Human
Resource Management”. The book contsing & number of new chaplers to cater to the need of the
present time and the requirement of MBA and Post Graduate students of Business Management. The
new chapters which has been added to are primanly :

* Pulting people at the heart of the organization

* Competency Manogement

* Assessmient Centre

* Stralegic Development—Using Balonce Score Card
® Merger and Acquisition and HR Rele in Change Management
* Positive Attitude

* Stress Management

* Emotional Intelligence

* Emerging role of Leadership

* Creating a Learning Organisation

s Integrating TOM and Business with Human Touch
* Morality and Moral

* Human Relations and Business Excellence

The book has undertaken the study of structere and content of mission and vision statements
of Indian Companies and human resource alignment with business objectives. The new edition
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incorporates the rich experience and knowledge of its new author Dy Balvinder Ehukla who hos given
the book a new thinking and includes the research, which has taken place in the ficld of Human
Resource Management. The books is intended as texibeok on Human Resource Management,

The book has been divided into seven main pans

Part |
® The focus is on the foundation of Human Resource Management
* Straegic Human Resource Managemend
» Expanding fusure role of Humon Resource
» Humun Resource Management Process

Part Il

Tt covers the importance of individeal in the organization. The focws is on Individual's
personality profile, aritade and individual's self development process effecting ones ability 1o
manage. The sbilities and atitude of the managers are mare important than the environment factors
and external organization forces. The core of all masagement is on the changing Human Relations
with emerging global busiress scenario, Therefore, the human relations with emerging global husiness
geenario and Intermational Relations has been caversd in this part,

Part 1l

The focus in Part 101 is on the impartance of Iatcrpersomal relations, Transactional Analysis,
Emational Intelligence, Siress Managemeant, Effective Commanication, Jelf Development Process el

Part IV

Tt highlights the emerging concepts of Group Dynamic, Team Synergy and Leadership. In this
part of the book Authority and Power, Maotivation and TQM etc. have been coversd, The various
established madels and practices of Leadership as are applicable in industry have been discussed in
this part ol the book.

Part ¥V

It deals with organization and culture. The concepts of erganizaiion leaming, the Organization
Design, Organization Ideclogy, Organization Development, Organization Restructuring and Tight
Sizing, Organization Culture and Organization Environmans etc. bove besn discussad,

Part VI

The Sixth part of the book deals with the practice of HR Maragement with particulas reference
1o the roles of HR practitioners and HR functions. The Process of Personal Development, Training.
Strategic Impact of management development, The Process of Career Management, Career Planning
arsd Managing Lzarning, Performance Management ofc.

Part Vil

This part of the book contains vurious sticles pIn:s-:.nl::d in Imternationnl Conferences and sub-
sequently published in International Journals. It discosses, emesging arca such as Competency
Management, Assessment Centre Technology, Balance Score Card ete. a5 practiced in indusiries.
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The hook highlights that the HR and Personned fenction in Jidia ire distinet from the advanced
countries primarily because of difference in size, ownership patlesns, style of management. govern-
mcal regulations and above all the persorality raite and soctal culture. The cegres of emphasis given
by the different organizations reconfirms that there is ao wniformity in the formation asd practice of
pecsonnel practices in the country,

Special efforts hos been made 1o stdy, analyze and present the various practices being followed
ia the indusiry mn the form of corporate experience, aloag with the concepls of HR Management. The
focus of the book is essentially, development of leaders amaeng the students rather than morkesing the
knowledge available 1o the students. The role of Human Resource has incressed tremendously duse
o the increasing concern for productivity and need for better utilization of Human Resource ar all
levels of orpanizatonal hierarchy due to the icreasingly competitive envirommeat,

We are confident that the readers will not only gain a perapective of personnel function bt will
alss be able to adopt and implement the various peactices in an enterprise, if called upon o do se.
The book provides an in-depil knowledge source for an intending professionals in the personnel
fiedd. It will also serve as o reference material for HR Professionals, working in industry, NGO or any
other organization dealing with human resource.

The coverage of the book is the produet of intellecteal consuliation between and amomg the
professionals from the instsution and the HR Managers fram the corparate and aclivists froan NGO
organizations. The ook will be equally useful 1o the students ns well as praciilioness i the fiekd
of Human Resource Management,

Wi will be failing in owr duty il we do not acknowledge our sincere thanks 10 De. Ashok .
Chauhan, Founder Pressdent, RBEF who has inspired and encouraged us to write this book, He has
been great visionary and has given ail the momentum and Chergy L release this ook, W nlso thaink
Dr. Sanjay Srivastava, Dean, Amily Business School for his continuas support and volvable sugges-
tsons that made the release of book possible. He has been an unbound source of motivation and
Eﬂmfﬂgﬂlﬂlﬂ'ﬂl. '

We shall be honoured Lo express our regard and gratitude 1o Shri At Chauhan, President REEF
ard Shri Vipin Rahejn Chairman and Managing Dircetor Mapino Aute and Electronics Led. for their
support and guidance in completing this boak,

W wish to thank the many Alumnd, stedents and praciitioners who provided meaningful insight
into the subject and helped us clarifying our thinking on several issues, while designing the text of
the revised edition so thal it serves the need of students and corporate alike,

KK AHUJA O, BALVINDER SHUKLA

Director—Corporate Resource Cernire, I Director General,

Amiry Biisiness Schaol, NOIDA Ameity Businers Sohool, MO
il i

Se Mice Presidens, RBEF 5k Vice Presidenr, REEF



Preface

(First Edition)

Froductive utilisation of various resaurces is the need of the time, The various resources, 6g.,
Material, Maching, Man, Maney, Energy and Management are important in achieving the productivity
of the srganization. Bat of all resources, human assst is the conire of all resources which convert the
variins resaurces inta the productive resoarce. Organisations of loday are producing products and
services which were unkoown in the past and thus giving a new life with muoch more marerial
comforts than ever before, All these comforts are possible through the eMective wilisation of human
resaurces which nesd to be polvmerised in an organisaiton e result in o cohesive and enormous Foree.
The human polymerisation needs: Individwal ideas and Desire of orgnnisational system, Polymerisation
could be possible if an individual establishes a bond with other individuals w multiply and generale
power to create, build and o produce. [ s the buman resowrce that has to harness all odher resourees
effectively. It is only the human resource which appreciates with time whereas all other resources
undlerge the process of depreciation.

Human resource adds 1o value, whilo all other respurces add 1o the cast. All the firms buy the
same material and the machines but i is the people in the crpanisation who build it and make
differences in the ultimate product. Machine's maximum value reaches the day it stans producing;
the man never reaches an ultimate valws throughowt his life time at work, but human resource is able
to change, grow and to enlarge his valee, Swccess of an organisation matnly depends on the quality
of its manpower and its performance. Any forward looking management will be greatly concerned with
the problems of developing adequate talent for monning varicus positions in the ceganisations. There
is o need for effective manpower deployment, manpewer planning and develapment, effective moti-
vation, effective personnel, policies, dynamic leadership, resulting in an organisational climate which
may acapt to the changing and dynamic enviromments, The role of building o modivated management
irventory is with the managers managing the Human Rescurce, Gone are the days of handierafi when
it was possible 1o take the best from workers who were the members of the same family but in the
era of putomation and computesisation there 15 a need fo creaie on armosphers within the organisation
80 thal the workforce is motivated for honest and sincere efforts. The will o work is something
different from the power or capacity to wark, One can buy man's time, his physical efforts, but aot
his enthusiasm, initiative or loyalty. Thus, eathusinsm or willingness w work can be created by
maodivation. Motivation means inspiring the person with a zeal w work for the accomplishment of
the erganizational objectives, The effective nsstivation succesds oot only in having on order acceped
bt also in gaining a determination 1o see that it is fulfilled efficiently and effectively.

We all koow thet motivation gains momentum when it embraces leadership opd disection that
can elicit the full co-operation of the eam which is so vial w ihe ceganisation, The inducement of
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motivation is to emphasise the importance of human resource and how this resource can wtilise
other resources effectively, Becauwse human performance is a product of abality and motivaiicn and
the business performance being the product of human perfomance and physical faclors, therefore,
motivating the workforce which is the product of sitention and andiwde of the penple peed o be
cultivated by the practising managers so thar they are able W get the best amd consisien work out
of their people toward productivity and resources utilisation.

The management is primarily a human activity. The various functions of managers may be in
any discipline-Materials, Finance. Production or Enginesring can b classified as Managerial Functions
and Operative Functions. The Managerial Functions in all the ahove disciplines are identical, ie.
Planning, Organising, Dirccting, Coordinating and Contralling but the Operative functions may wvary,
depending on the discipline. Therefore, for effective managerial fusctions, the professional o and
seience of working with and through the people is very important. The effective management is as
goad an asset s materlal, finance, maching, ete. The effective manngement is the life blosd of an
organisation, Personnel Management adds a real value to the operation of any cnterprise, It is like
adding twa plus two and getting five, Pessanmel Munagement is an activating resource which provides
mew idea and vision to the work group for smooth flow of work by strengthening weak links and
establishing team spirit among pessonnel,

Human resource utilisation cannat be put in a formula of output vessus input as the individual
being highly complex and interpersonnel relationship still more complex besides the group dynamics
and organisational ideology. Thersfore, the need of the time and the challenge before the manager
is to intensify the desire and willingness of subordinates to elicit out the potentialities of thedr
subordinates for the achievement of the arganisational objectives,

The Personnel Management hos come 1o oecupy the pivotal place in the management of any
organisation because of the changing atiitude of people, government policies, labour legislations and
changing concept of quality of woek and quality of working life,

Personnel Management is an impariant activity which is an integral part of the total management
systern, A great deal of time, money and efforts are invested by all the managers in this function as
part of their managerial responsibility and position, Tt iz a responsibility of the Personnel Department
L monitor the entire human resoorce programmes, policies and peactices in the ultimate analysis 1o
guide, tratn, develop, coach and assist line Mmanages m managing their workforce within the frame-
wark of organisational philosophy, policies and procedures.

There is also a need for emphasising the importance of scientific Personnel Management and
its concept relating to interpersanned relations, group dynamics, work redesign, solf mannging groups
and motivation. In India, there is golng to be a drastic change in handling the voricus issues
concerning employees, trude unicns, supervisoes management group within the organisation during
the next few years. There is a need for an approach more inlegrated with the changing values of the
society and matching the expectation of the employees without adversely affecting the interest of the
organisation and the sociely,

T personnel function should be like g lightening rod attracting the tensions and husrnn
conflicts which are inevitable in an organisation and the community. This obviowsly needs 1o
be handled professionally with constructive mind and force in the life of the organisation. Looking
to the challenging features which the personnel funsctions have, there is a necessity for more time
and efforts to be devoted to the munagerial functions relating fo personmel.
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The purpose of this book is to assimilate these new insights from Personnel Management
and Behaviour Science into well established concepts. The baok is irying to fill up the gap belwesn
the functioning of the management and the expectations of the emplovees, with their sewly disgoversd
self image, freedom and crganised strength. The book, Personnel Management, is covering the varmous
man-management facts of an crganisation from a system paint of view. Its purpose s Lo treat in a
concise and meaningful way the principles and procedures used by management in operating vasious
buginess organisaticns, The ideas in this book come from marty smirees such as teachers, collengues,
author's own experience, various articles and publications, To acknowledge each one of thess sources,
individeally would be impractical. All attempd has been made o acknowledge but any omission is
unintettional,

The purpose of this edition to prepare the sludents for managerinl coreer with COnCeps,
theory and amalytical wols, The Personnel Management is & text hook 1o the stedents of Post-
Graduate Diploma in Personnel Management and Industrial Relations, MBA, Post-Graduate Diploma
in ather arcas of Managemens and students preparing for Chartered Accountancy, ICWA, M, Cam., [[TE
Examinations besides a guideline 1o the Proctising Managers dealing with Man-Management. The
suggestions for improvement of the book will be highly appreciated.

K.K. AHUJA
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People at the Centre
of the Organisation

INTRODUCTION

The key fo success i the 21s century for the companies is how 1o thrive on change, even though
change makes mest people uncomfortable. Bul the successful organisation will need the “Speed™;
“Tylent” and Branding, These things may be the only differentiation between performing and
nonperfonming ofganisation.

The journey of putting people at the heart of the orgenisation beging with phgning Human
Resource to the organisation, The alignment could be- Aerticnl alignment or Horizontal o Temporal
aligniment as discussed Chapter 4 in details,

Understanding Human Resource Requirement

[n order to understand what 15 the human resourcs TEQUErETREIL In o performing organisation we
must know whai performing organisations think, plan and possess. The analysis have revealed that
perfonming organisalions, majonty af them who are growing, possess the foflowing

e Sustained competitive sdge

= Flexibility and response 1o customer needs

Agility and ability 1o anticipate change and react o fulure.

o Creativity and Innovation

L]

Credibility apd Tmmess

# Fuluristic Visioning

Filfective Communication

L]

Comtinuous Technology  Lipgradatiom,



a4 Humar Resource Management

The workforee in performing organisations is futwe oriented, goal deiven, indeperdent ond career
focused which value achievement and competence. Performing Organisations encourage diversity of
thinking and new ideas through incentives, Organisations also demonstrate tolerance towards
mistakes and initial failures, In addition following are some of the areas whete performing organisation
lcus ;

* A mechanizm of sharing knewledge in the crganisation with focus en making the organisation
o leaming organization,
* Streamling business processes 1o respond guickly o changing moarkst conditions.

* To restructure the organisation which provide Role Clarity ahere each executive is
accountable (o his rele and 1o the organisationsl objectives.

The performance management systom is wanspasent, simple and reward the performers. The
system catablish work environment of Tesm work, Trust and professionalism.

Expectation of Corporates
The corporate expectations and their areas of focus reveals the following skill sxpectations
= An athiude of creativity among the employess,
= Suong interpersonal skills and ahility of people to work in teams.
* Flexibility in opeeations and manngement of resources,
* The orgonieations possessing “Changing Managemen! Skills",
* Organisation is sensilive and undersiands technological advancement and market changes,

Skills Provided by Management Education
The skills provided by the monagement education programme are broadly the following :
® Keen problem solving skills and analytical skills,
= Intcllectual competence, ability 1o concepiualise, analyse in perspective and arrive at a
balinced decizions.
* Focussed and proactive approach,
I wddition the management education provided specific skills dzpending on their arcas
of specialisation-—Morketing; Finance; Human Resowrce; Operations Research: Leadership and
Enlrepreneurship. The specific skills ane

Aaviceling
Ambiticus; Extrovert; Communication Skill, Perseverance: Enthusissm and Passion: Positive
attitude

Flnance
Amalvienl abilivy; Multi-face Enowledze Flexibilivy.

Hurman Resource
G Listener, Logical, Proactive, Selfless, Responsible,

Leadership and Entreprensurship

Change Management; Entreprencurial skills, Lending Teams.,

In addition the skills of Effective Communication, Hard work; Positve attitude and working
@ deam are ivariable requited irespective of the area of specialisation,



Peapia af the Centra of the Organisation 5

Skills Gap

Reeping in view the corporate requirement the Management, Instisies pre continuously
medifiving ther curriculum and methods of teaching to enswre their produzt meet the requirements
of corporate warld. The experience have shawn that sl here are somé skl gaps which are duc o
the specific expectotions of seme corporate and alse the individual difference in the adoptobitity nf
the mamagement frainess, Some of the key skill gaps are

* Lack of Positive mititude

* MNeed for ongeing self development

* Need for upgradiog the emotional skills lack of which resulis in interpersonal relation
problems,

The focuss of the book “Human Resource Management™ is 1o give on insight of the skills which
the students pursuing management would require, It will also belp the executives 10 give adeguate
stitinlug For their “Self Development™,

Management Challenges and HR Priorities In the Next Milennium

A study was camicd owl of over [N execmives In 325 ceganizmions. The crecutlves were nsked about
whit will be the management challenges and HR priarities in the next mil annium, Tley were also
asked abowt obsticles in beilfing globel econemy, Based on the responze of executives following
were identified s mansgement challenges with percentuge of exscutives responding 1o the siudy.

* Improving Communication skills Te%
#* [Developing Leadership skilla 15%
* Developing Change management skills 6%

The obstacles in Building Global Econemy were Tdentilied s follows

# Pzople and their atiids o chonge

* Lack of efforts in the Development of Human Resource,

To pay lip service o new weps bt not providing o climete where the initin] mistakes n
perlormanee ore ignored @ encourage the exceutives 1o take risk whils wking decisions.
Holistie View

The perfarming o great companies possess the followany

* Have o VISION of how w compele.

Exploil clear competitive advaniage.
* Create real customer value

Influence the envieorment

* Continucusly innovatz, cannibalize their own success ond repositon their ossets.

The abhove can be achieved by polyrmerising the elforrs of the bumaon resmece in the o ganisalion.
The human resource should be integrated with organisntional ohisctives, molivated 2nd be made por
of a learning and growing organisation.
Human Performance and Financlal Oufcome

There iz a total integeation betwean the Business poal, Process and Tnanciol performance ay
Eiven below :

Business Peopla
Gaoal Frocesses

T B il 1

Dubaome Delivary al S
Behaviour p Business Finauncial
Altituda Ginal Ferformance

r
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The financial outcome will depend on what are the business goals. As the peaple processes are
depending on the goals, and the processs determine the belaviour norme, business deliverable and
ultimalely the financial performance.

If the customer orientalion is the business poal the selection of people will be of those who
nre pecple oriented; the buginess delivernble will be the customer satisfection and the increased
revenue is the financial performance.

; Cutcoma Dalvary of |
Business | Faopla | i | Fiancial
| S— — Bahavior Husinass —p
Goal , Procassas — Attitedes Goals | | Parformance
Custarmer Saloeclion of Increased Increasad Incressad
Orsanation Customar orientad  Commitment Customar Ravanusa
People perdormance Incregsad Sakiclackion

fiatricea around Cuglarmear
Customer Foous Skills

Frectices

Firm Performanca

* Rigorous Seleclion = barkat Shara

* Farral Training Systems * Product vity

* 'Work/'Employes invohamant & Ehara holdar peofit
= ROARDE

It has been observed that one standard devizton in HE system index can significanily increass
sharcholder wealth per employee, Similarly concern for employes welfare esplains 15% of variation
in profitability between companies across two time penods.

We have seen that people are at the very centre of successful organisations. The Chief Executives
of all the companies realise and acknowledge that core of all the activities in business is human
activity and all the mare 5o in knowledge based companies, their major resource is the people assels.
But in reality the people do mot feel inspited or free to voice their opinion and people practicss are
ned wnilorm and do deteriornie over dime. There is a gap in what Chief executive say and what the
people in organizations leel—in other words crganisation fail well short of the concepi—People are
OUF MOt importan assels,

The executive need 1o fuce up to this gap, stare reality in the face and care as much about the
feelings of the people ax about the traditional assets of finance and technology, The focus in future
should be to develep a way of thinking about people in organisations and the central role played
by dreams, hopes and aspirations.

The strategic appreech to people would demand the following

= Creating and building people strategy through “Yisioning™,

# Building processes within organisations which sustain the potenial of people,

= Deep understanding of reality and broad imvolvement of muli-imctional wsk foree,

* Provide meaning, purpose and comtext that encourage meividual potential o Dowrish ad
grow, _

* Putling people at the heart of corporate strategy-—humanness of (b resources and creating
a high performance work organisanion,

* Preparing the organisation 10 sense change, mongge change and scapt o the new realities.



Paople at the Contre of the Organisation T

Leveraging Intellectual Capital
It is based on the principle of “Create”, “Develop” and Retsin he human sesource. In an
organisation people will fall in any one of the following CRIROTIES |
» Performers whi can think Laterally—are strategists visionary (Classified as A-Type).
» Motivators—ones invelved in designing of processes—{Classified as B-type).

* Laggard—ane's whe are not performing or nol contributing Lo the ﬂlﬂﬂﬂigﬂlﬂﬂ—{ﬁlilﬁﬁlfm
as © Typeh. In an ongoing organisation 20% of paople are identified in category C who
need Lo be prunsd.

Creating Talent

Organisation need 1o have established systems to have Job-—TPeopl: fit to be ensured through
rigorous selection procedures. The companics depending on ther marpawer requirament recruit
peaple al varicus levels depending wpon the criticaly of the jobs but thruzt wold e at Trainee level
recruitment. The fresh recruinment always incorposate the fuluristic skills.

Creafing Crganisation Structures
A forward looking organisation will huve the following three layors of people.
{a) Frontline Entreprensurs (Implementors)

it Development coaches (Thoss dedicated 10 designing procesios and crenting the righi-
preimises for wark)

ic) Institetion Builders (Visionaries, Stategists and Transformationnl leaders)

Creating a Leaming Organisation

Crgnisations can create o leaming climate by cultivating diversitizs in the functicning of an
ceganisation, Crenting learning involves the mechanism to unleomn the od and obsolete knowledge.
Creating cultare that inculcate learning and decision making. Learning drganlsations cun be cramed
by keeping the organisation constantly abreast with changes and disserinating learning throughoul
the crganisation systematically.



Human Resource
Polymerisation

INTRODUCTION

Business Is o partnership of sharcholders, employees, consumers, community and the Government.
Zoch of these partners have differen expectations from the business. The shoreholders expect higher
dividend; the employoces—job security ; job satisfaction and growth; the consumers—better value for
the maney in tems of the quality and service: the community—the fulfilment of social obligation and
price stability and the Government—the eonomic growth and development of the counicy.

Humaon Resource

The challenge before the managers is to merge and balance the interest and expectations of
varous partners in the business and 1o ensure the productive wilisation of various resources. The
mianagers have the responsibility of safeguarding the public and national interes! besides meeting their
obligation towards the organization, employees, and consumers and all those who deal and transact
with the society and the nation as a whole. Managers should endeavour o accomplish the modern
methods of effective management and elficient administration.

We gre aware of the vardows resources, epg., Matedal, Machine, Men, Moncy, Energy and
Management who are all important i achieving the productivity of the organisation. It is the human
ussel. the contre of all resources which converis the various resources g (e productive ressusce,

Orrganisations of wday are producing products and services which were unknown in the past and
thas giving a new life with more materiz) comforz than ever before, All thess comforts are possible
through the effective utilization of human resource which need 1o be polymerised in an organisation
ter result in o cohesive and enormeus force. The human polymesisation needs individual, ideas and
desire of organdsational system. Polyvmerismtion could be possible if an individual would establish a
bond with other individuals, multiply and genrerate power to create, build anc to ploduce. It is the
huwman resource which has to harness all other resources effectively, It is only the buman resource
which appreciates with time whereas all other resources undergo the process of depreciation.
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Human resource adds to value, while all other resources add 10 the (ost. All the firms by the
same materinl and the machines but it is the people in the firm whe build he organisation and make
adifference in the final product. A machine’s maximem value reaches the day It starls produsing. Man
never reaches an ultimate value throughout his life time a1 work, but is oble b change, grow and cnfch
his value. Success of an oeganisation mainly depends on the quality af its manpower and i
performance. Any forward looking management will be greatly concernsd with the problems of
developing adequate talent for manning various pesitens in the organisaian,

These is @ need for effective manpower planning and development, motivation, effective
persomnel policies and dynamic leadership, resulting in an orcanisational ¢l male which may odapt 1o
the changing end dyvamic environment.

The mole of building a moivited munagement inventory is with the managers managing the
Human Resource. Gone are the days of kandicraft when it was possible o take the best efforts from
workess who were the members of the same family. In the era of automaion and compulerisntion,
there is & need to crente an atmesphere within the organisition so that the work farce is motivated for
honest and sincere eflorts, The will io work is something different from the power or capacily o wark.
Cne can buy man's time, his physical efforts, but pot his enthusiasm, iritistive or loyalty. Thus,
enthuglasm or willingness 1o work can be created by metivation. Motivation means inspiring the
person with o zeal to work for the accomplishment of the organisational objectives. Effective
mativation suceeeds ned only in having an onder accepled but also in gaining determinatici o see that
it is fulfilled efficienly and cffectively,

We all know that motivation gains momentum when it embeaces leadership and direction that
can clicit the full cooperation of the team which is so vital w the organisatisn. Basic concept behind
meivition is o emphasize the Importunce of human resource and how this resource can wiilise other
resources effectively, The human performance is a peoduct of abdlity and motivation and the business
performance being the product of human performance and physical factors, therefore, medivating the
waek force which s the product of situation and the attitade of the people need 10 be culivated by
the proctising managers so that they arc able 1o get the best and consistent work ot of their people
towards productivity and resource utilization.

Muanagement is primarily 2 human activity. The various [enctions of & mindger, may be in any
diseipline—Muzerinl, Finance, Production or Enginecring—can be clussificd as Managerial Functions
and Operative Functions. The Manngerial fenctions in all the above disciplines are identical, i e.,
Planning, Organising, Directing, Coordinating and Controlling bul the perative functions vary,
depending on the discipline, Therefore, for effective managerial functions, the professional art and
seience of working with and through the people is very important. Effective ianagement is the life
blood of an crganisation, Manogement adds a real phus value 1o the operaticn of any enterprise. It is
like adiing two plus two and geiting five, Management is an activating resowrce which provides new
iless and vision 1o the work group for smoeth flow of work by strengchening weak links and
establishing term spirit wmongst the personnel.

Human Resource Utlisation

Human resource uiilisation cannot be put in o formula of outpul versus input as the individual
highly complex and inter-personnel relationship st more complex bosides the group dynamics and
organizational ideology. Therefore, the need of the me and the challenge elore the manager 15 1o
inlensily the desire and willingness of subordinaies in order 10 elicit the polentialities of thedr
subordinases for the achievement of the organisatienal objectives, There is a peed for the IMEANIZETs {0
equip themselves to understand the process of change and develop the ability for planning, organising,
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communicating, problem solving, managing conflict and tolerance, This will be possible only through
the process of self-awareness and self-development. But self-development will demand the desire Lo
iraprove, wisdom for selecting proper actions and Lime necessary w0 work loward the investment. The
desire, fherefore, must come from within, the wisdom must be developed and time must be planned.
Self-development will not only provide a better executive 1ife but also a rcher and fuller social life.

Management is & composite and comprehensive discipline concerned with the introduction of
effective means and metheds for achieving organisational objectives, Present day management has no
choiee but to have o deep knowledge and understanding of the effective system and methads.
Management must try to understand and help in solving the genuine problems of workmen arising in
the course of their duty in order 1o effectively use their productive skills,

Polymerisatiorn of Human Resource

Managetment has the responsibility for the development, allocation and productivity of human
resources. Productivity is the first and foremost component of the management md its first respomsibility
eannod be achieved without its key resource. Human being as such is ol o sesource and becomes o
resouree only If trained, developed and allocated 1o productive work. Tnis s the central task of
Management, In o developing country like ours, we have far more people than can be productively
employed but there are far less productive homan beings, The central tosk belore the manageméat in
a developing country s the planning, training, develaping and managing of human resource. Initially
it was thought tha an individual's Tife time can be divided into wo distingeished phases :

(7] Formative years,

(b Working years.

Formative years provide the individeal with a process of transfer by which he assimilaes the
knowledge and experience of his predecessors. During the working years, he i expected to confront
reality, with the kiowledge and wisdom he has obtained during the foemative vears, This concepl is o
longer relevant becse of the multi-directional soclal changes and of the accelerating pace at which it
takes place. This is the moment when we must reconsider, rethink aisd reorder our coneepl CORCENINE
educational development. People of toduy possess rising aspirstions and espectalions. The modern
communication system has alss brought rew ways of tralning, new relationships, new mislerial polential
and new social goals at all levels of society and in all parts of the world. In industrial sel up of teday,
hoth employees and emplovers hove accepted with the passage of tme, provisions for health, insurance,
uncmployment benefits, persions, legal insurance, tights for humanity, job security, participation and
joint decision making. Disectly related o and perhaps even an extension of the rising expectation is a
growing concem for the imer-relationship of the individuals, groups, organisaton and its systems. It i=
reflected in the corcept that the individual makes an investment in the job. It represents cancem for
individual life beyond the working sluation recognising the impenunce of isses beyand the job,

There is also o developing realisation that productivity s not the funcion or the responstbility
of the management alone, but & concem for all, both within und beyeond the work place Ome of the
most complex and challenging factors is the increass in scope and signilicance of the ransactional and
eross cultural relationship and functioning. A problemn which affects practically all cultures i5 the brood
and permanent irmpact of technology on the sociely, the organisation and the individunl. blanapgers are
experiencing increasing pressure for greater creativity and resourcefulness by improved planning and
effective lcadership. A machine's maximum value is reached the day il is installed and starts
producing, but human resource never reaches an ultimaie value throaghout the life time ot work.

The ohjective of Human Resource Management is 1o contribute 1o well being of our cusiomers,
sharcholders, employess and the sociely.



Human Resource in
Future

MANAGING HUMAMN RESOURCE DIVERSITY

Human resource management perhaps, the obdest and most widely researched subject In management,
Yel, us technologies change, cultural diversitios occur and people’s expecitions undergo fundamental
shifts wward the newer and newer dimensions. For instance, professionals are gaining more sav in
the running of organisations. Even where governance is by people who own the majority sizke, their
own positions and the respect they command are contingent upon their competence rather than
owpership,

The entry of multinationals has also brought in fundamental changes in the work culture, work
ethics and remuneration patterns in India, all of which have a ¢lear bzaring on the carcer growih palh
of individuals. Added to this are the rapid chamges taking place on 1he echrological front, flattening
hierarchies and making penple come ingether more thon ever before. Amidst all this vhange, the high
ethical standards of an individual. be it a workman on the shopfloor ar the Chief Bxeculive Officer,
matter more now than ever, The dual ethical standards often maintained by people to differantiae
setween their highly sthical behaviour on the personal front—aoften the esact opposite when il comes
to the way they conduct business are counterproductive in the long run. The new authority is
emerging and crganisations are member led, officer driven, customer forused; o team, environment
where the whole is greater than the sum of its parts. A flat management structure where cmpoyees
and managers are fully empowered and decisions are dovolved close fo the customer; a culture of
bearning rather than blame; o clear sense of direction and purpose, A firm zommitment o deliver high
quality public services through n combinntion of direct-peovisions and effective portnerships.

The industry is experiencing changes in societal, governmental, organisational and attitudinal
areas, Rapid extension in the frontiers of knowledge, the continuing need for developing high-quality
manpower, and the fear of managerial obsolescence, have necessitnted cxecutive development, fe, e
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ultimate reason for offering executive development within organisations is (o improve 8 manager’s
aitides, knowledge and skill (o ensure the organisations’ survival, growth, plamned financial retums,
and their ability to adapi to changing circumsiances,

Sucoess of any organisation 15 determined by the peopls team—their colibre and their amiude
to succesd and out perform. Employees are the only resource which s capable of self propulsion and
value sddition, Unlike any machinery that gets devalued or depreciosed with time and age, the human
respurce the only resource which appreciates with age and experience, But his is froicful only if

,people are developed and kept satisfied. I is unlikely that any improvement can be made in terms
of production, productivity, quality or customer service until people are developed.

The changing business environment, tequiring companies 0 constantly irnovate. Better awsre-
ness on the part of the consumess and other stakeholders in the company makes the 12k of organisation
managers more difficult. The Human Resowrce Manager has o continucusly ask the following
fuestons.

{a) How are our HRD policies different from other leader erganisations

(k) In what unigue ways we can add value 1o our employees, provide motividion and develop
internal customers o give their best

(¢) Whart are we doing today o ensure that our personnel policies are unique and best for the
future.

Benchmarking Oufstanding Practices

There is & need for benchmarking and adopting owlstanding practices and processes {rom
arganisations any where in the world in order to help the crganisation 1o improve its performance.
Bonchmarking is an ongoing task at all levels of business in finding and impementing the world's
best practices. 1t is classical Total Quality Management. The approach has proved 1o be effective not
anly In providing sew ideas for change buot alse in building a commitment o change,

Purpose of Humon Rescurce Deparfment

One of the important objective/purpose of Human Resource Depariment is o build the
arganization cullure imbibing

* Wision

* Values

® Processes and

= People.

Human Resource Depariment goals are based on il super ordinate goals of the organisation. For
culture building, the specific values of the organisation are identified thot nesd K be inculoated in the
emplovess. Some of the values are openness, empowerment and delegation, listeang abilidy, ownership
commitment and accepting mistakes. Regular training programmes are conducted to ensure that these
vitlues are imbibed and emplovees exhibit in their behoviour these values, This is the essznee of belping
cmployvess through continuous change. HRII can build a syseem of empowerment and ownership among
the employees to develop a sense of commitment Emplovees are constanily motivated to involve
themselves 1o produce best developmental activities and the organisation is sensidive to the employees
fecdhack and shares with employees regularly the future plans and programmes ioad eiber 35 relaed

10 the management. Mast of the orgenisations are undertaking HE Siudies in-bouse or with the help
of Consultams, The objective of the stedy are to undemake the following

* Position Analysis
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* Position Evaluation

* Ohjective Sudy

* Pesformanee Contract

* Human Resource Deployment and
= Compensation Study

Because of the fast changing technologicnl, cultural, diversities, there is o need to achicve
aptemum utilisation of resources. HRD is undergoing conceptunl change and HRI can no longer
remain @ silenl spectators as regards W0 organisation policies, schievemant of organisation mission,
objectives and goals at all levels/function of the organisation. HRD is playing a leading role of
change agent by way of introducing Quality Manugement. Some of the eoncepts which were arigi-
nated from Japan hove become quite popular in India are now introduced through HED tnierventions.
The intervention start right at the mitial stage of “VISION™; “MISSION" and “VALUES™.

Mission; Vaolues and Vision

Whal makes a great company is the vision of bow 1o compete; exploil clear competitive
advantages; create real customer value: influencing the envirenment, contiruously innovate, cannibaise
und reposidon their pssets,

This could be possible by Vision and Siealegy journcy where MISS'ON is why Company Exist
VALLUES—Whut is impoet 10 us. VISION—Where we want to be and STRATEGY our game plan, With
appropraute HR Interventions and Strategic cutcomes the argunisation will achieve satisfaction for all
stake holders—Customers; Sharchelders and Workforce, Some of the slides will give an insight of the
concept of MISSION, WISION, VALUES, GOALS and COMMITMENT.

Mission Values
“Vision e ety Mission
Vision Strategy
What we want to be Cur Geme Plan * An affeclive mission & aticulation of 8n organisaliar's
‘!u'r‘ﬂ-tegfﬂ- fﬂﬂimﬁms puipase ar ragsan ol s axislenca,
L
YWhat are e pricrilies * Migskon is & desciptcn ol a dasied haure sbate.
EmpowermentiPersonal (Wjectives | |+ Itdives fis coganizator, nspres and motivale people
Whas | need 1o da towrards ibs achievmes.
Strategic Qufcomes v It also provides a basis of seiting goals and
Safisliad  Dalghtsd Eficient & Motvaled & direcon for decisian making,

Sharahaldars Customers  Eflectva Prepared
Processas  Worklones

Vision |
= & sharad view of e fulire Vision
 Ariived comman undarslanding of what fytura * 3ot clear abjectives,
e b ¢ Cbfan commirnent, provide prapes supper and
o It Is the enaigy ard inspiration ol shorl-lem wark in line with tha vision lowards achiaving

geals ard wvision which dives fhe whala the desred chjsclives
By SR :
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Vision

* The biggar ard bolder tha wiaion, the mom i wil
| propel Sopswrd,

 |f mam mambens are meateed in the Yisian and
[]I;i||:|:||'u'\u= of the ﬁfﬂﬁl’ll!ﬂ.ﬂl}ﬂ. ihsy pam oane
tribute in & batiter way Lo organizational
dety elagment.

» Sharnd vision and value provida direction,
commitmant and driving force e all term
mesnbera.

(roals

The purposs of geals is to bous aur attention. Tha
mind will nat repch Wward sehievamaent ungl it has
clear olijectives

Yau will encourder pacplke who react negately io
your goals.

The trugh i, your goals sean the baok oul of hem
HF your gogl mokes you swial & bil, then chanoas
ara It's a raally good goal—mm that will slreteh Eu
Pappla don't plan 1o lail-peopde fall ko plan,

Goals

Goals, ke maps, help ta ged W0 destnalion
much fastar than sailing through ife airbessly

+ fpals determine whal you &e goirg 1o be.

* Goal musl be caonsistent with your valuss,

« Whia farmulating goals ana shauld uilize one’s
patenlial and srangin aran.

+ Consstent aslion plan towands achicving oo
goat wil evenhally get one's Thede,

Focus
Foous : pord at which an atject must be silualed 8o
fhat a wel-defred image of 1 may be produced,
—The Cuxfard Dictionary of English Elgmalogy

Wilan you master Fie abilily 0 Focus on anything. you
will master at thirg Bse,

Focus your houghts—your masbar your mind,
Fociss your nmolions—you mastar your hearl.

Foeus

Fecus wour creative alanlicn—you masier yaur
iragiration.

Focus is eimply & matter af prachoe.

» Passion coupled with 2es o implement walusg
and culhan.

« Invoiing evaneona fo share (he wision.
= Corinunicals wislon down tha na.

Commitment
A Chigkan and a Pig Were having a Dissusgion
Tha chicken EE';:I.
" Am Committed to Ghing Cre Egp Every Day’
*Thafs Mol Commitmeal’, the Pig Said.

“That's just paricipatan. Ghing bacon, now,
THATs comminmsant T

Mothing happan wilthcut cammament,

Commitment

Coamenilmeant i2 as simple ns giving and keaping
your word, Dioing your bess,

Commitment I riging whl you sard you woukd
de—whathar or nat you feel Bke i ooy

If you &l i commilmant, take another ook & %
and asy yorzalf,

"Doict B it ol goon T

Passion
If wau're net Living wih Passian
— yoa are il Bing
¥ou ara mardy xsEting,
Choosa o LIVE !
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Purpose & Values
Greal mncs hawa purposes;
Cthars hava wishes —W, lrving

in &l accomplishmards of gresness.

Purpase s your visan. B is the driving forca

oL dor heva o ba lamaus 1o lve & hercio ks, |

Attitude

Lile an ba 2 rodey road
Tha Challengs is not fo kel @ giird you info
cusl, bt d2 polisgh o inta a brifiant gem.

Fasitive mitihudas creale posilive resuls,
Aemamber, belare peapla buy remyihing they
buy pow attitude - no matier whal youre
aelling.

— NV, Peale |

Al thats mauirad is having & gord bigger than | — M. Fogg
yul ara, A routine of constand chellenge builda stron
Dur valuss ara tha wellspring from which beings Frae :
cameas ail thal wa want in life, evarylhing we '
gaek anel saanch dar Much B2 & goad gymoworkout bulkds sbrong
Our values are the soume of wha we Bk bodies
Vg A,
Attitude
Any fact facing us is HE-EH,"fE
not a2 imporent as o Wil yol beliswe yoursaf o be, your ara
aftiuda torasnd it —C.M. Bristel
far that detarmines our guecoss or faiigng

Your belisls shape wour actions.

Yaur adlians oeale your msults, and thase resuits,
whan siratchiad cul oyver a ifelime, ara whats collad
your deafing

Beliefs and Values

+ Oibjectives and sirategics dond gel you hans,
vitlues andd peopla do.
GE's Jadk 'Walch

= The belisfs and valuas QIvE & SOMMGoN CAuss
and a sense of purpese. To meed the challangas
af tha Wiure, Wipre proparad %o changs every-
thire) ewoapl fhoir ballals which guide. govern and

bind them togelhsr &= in arganisation,

Values

* Valuas ane the care af an organisation, which giva
& distingl idemlity,

» The fundamaral charasier or spiit of a culbwe...a
dominant assumplions of a perled or peopla,

» Dafined as an underhying apird or characler of an
antity or group and it made vp of ds belies,
Custams or prachoas,

Viaelwes

» Peaple Ieak for onder meaning eod pattem in

e emviranrnant i owhich thay live, Thess

patiemeiraanings gre aciualy realnd in the

valuag af the arganzalion

* The nehavicur patem of e peapls is largaly
nlluenced by-the values of b crganizalion

* Valies ara the unchenging core of fie argariza:
bon, which provide il the stablify 0 the othensize

lurbudent business enviconimont.

{* Valuas provide a direclion to any organtzation

Conguering Fear
Tha Eay ta Ennuuurtlr::g. Fear Lies in Mastaring

Faluwes and Success are |ust o of those things
wE nEE up.

Al fears, incuding thase most desiniciesa such as fear

al failure, are nothing mom than & siate of mind

Ared i yow want 10 walk aound in a powesful state
al mind that wil have you an oo of the warid,

bringirg yew greatar reculls o never disamed

were poagible—Gralluda is it
Fuar kils crantivity ard Imaginakion,

baltle with the enemics within

The brue wamiar i5 cog who has e courage 1o do |
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Courage

* To the queston of your e, you ana thes answar,
you are he eclution b the problem of e,

¢ Courape maans neerr giving up.

= Courage i stending for whet you ballave in and
facing difficulty with cordidencs regardiecs of the
akls afainsl you, facing pressure ihat bears
yalr resistanca,

e

WALUES

s

Courage ‘

» Gpurage is keeaing tha smile on the lace when
inskde vau loel like dyhg o lile ssams 1ol
apan 8t your el

Courage iz doing what lg In your neart and
knoring you mre righd,

Courage B determination for doing mwre than
pxpeched or loyally giving mana fen you have.

Gowage is expacling refhimg inoredum, J

* Values provacde a direction o any organization.

= People look for ordes, meaning and pattern in the environment in which they Hve. These
rallemsimennings are &ctunlly rooted in the values of twe crgasization.

* The hehavior pattern of the people is largely influenced by the walues of the organization.

* Valuas are the unchanging core of the organization, which provide it the stability in the
olfierwise turbulent business ervimonmant.

* ‘alues are the core of an organization, which give a distinct identity.

* Core Yalues are the basis of wvision, they do not constibube 31, ¥ision can be wrong,
hopelessly off the mark if they are not been from sirong values..

= Core values wre the valees that are nol subject te compromise with the change i environ-

ment of s areanization.

» According to GE's Juck Welch “Obpectives and Strategy do not gl you there, values and

people do”.

* Azim Premji of Wipro says “Absolute commitment to values wnd Feliels of the organization-
Wipro is prepared to mest the challenpes of the Twure s For that will bring abaol angy
change in System, Strategy and Structure except their belicls and Values as they alone
guide, govern and bind thewn together s an organization.

An organization which is professional may identify Core Values and desirable values. Some of
the cove values identified are given below with their definitions :

Openness and Trust

Cpenness and trust are the basis of good working relationships on which the effectiveness of
the crganization depends. This imply an acceptonce of o mual balance of rights and dutizs bepaeen

mchividunls and the company

= Making information available and make it visible

* Accepl new ideas

e Ipvalve people in decision making which affecis them

# Be ready w lisen and appreciale others' viewpoint
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Empowerment and Delegation

To lead the best we must cultivate talants through company wide dekegation, empowering others
to carry oul tasks with responsibility thus experiencing career growth md sdvancement,

* Develop and train people systematically
= Give authority

* Dwa responsihility for failures

» Give open recognition for success

Listening Ability and Willingness

W will listen and give due consideration 1o the viewpoint of the oters and thereby encourage
them b express their ideas constructively,

* Understanding athers™ viewpoint

* Accepling others” feedback

* Froviding Tair and frank feedback

* Having n neutral stand while listening

Honouring Commitment

A twtual and inspiring wrust will best be nurinred and sustained by honowring our commitment
to 1asks and to people thus laying a foundation for confidence and loyalty.

* Promise only what you con deliver and deliver what vou promise
* Say whatl you mean and mean what you say
* Total dedication to the task at hand

Accepling Mistakes

Failure is the stepping-stone to success. We will acoept our mistakes with dignity and endeavoe
o improve wpon them by proaclive steps to prevent their recurmence.

* Being accountable

* Unreserved sharng of feelings

» Dwning responsibility .

* Honest w0 say what you hove done

Harmony and Co-operation

Harmonizatien of interest of individuals and the organization will sesull in a strong sense of
belonging and loyalty 1o the organization. The organization, on the other hand will provide ample
opportunity for the growth of employees and realization of their full preential.

* Giving help to others and asking for help from others

* Working wpether 1o solve problems

* Maintaining good inter-personal relationship

* Giving and receiving feedback without any bias

Keeping Others Well Informed

A muiual and inspiring trust, nurtared by bonest and open communication, should unite our
actions and relationships with one ancther providing a foundation for teasmwork, confidence and
loyalty.
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Invalving Others in Decision Making

Success depends on our ability te deliver a job of excellence which can be achieved by
involving others in decision making to deliver resulta of values,

Open fo New |deas

Creativity and innovation are the life and blood of a progressive work miture which i essential
to sustain dynamism among the employees and ¢athuse them towords improved levels of efficiency
cvery day,

Frovide Equal Opportunities

Equality means o recognize and respect individual differences and 1o treat each other fairly.
Maping will commit to this principle and will provide cqual opportunities 1o each individual.

spending Time in Training Others

We helieve that it is the job of every employvee 1w develop his subordinate, Therefore, we will
ke (e responsibiliny 1o core for owr subordinae’s development, prepare them for fulure moles and
enhance thelr contribution o the organisation.

Objectively Evaluating Others

Our competitive edge in the market depends on how our skills and expenise measure against
the world's best, We beliove criticism in best when it is objectively given based on facts, avohing
valee udzement of others recopnizing wniversal principle of human Falliblio

Practice What We Say

Dur policies and plans are our verdict and we will ensure that we commil ourselves o our sk
always recopnizing et owr best today con be betiersd loamnomow.

Upholding Declared Valuos

Al the beart of company values lies company spirit, 1t encompasses the determination, resource-
fulness, bobdness and vigor by which we work, Collectively, we believe this wrgent and relentless
drive will cnable us to shape the future of our industry and deliver the performance that cams us
suceess in the markeipluce

Displaying Consisfeney in Behaviour

Consistency in thought and action over & period of time marks the credibility of an crganisation,
a quality that we are determined to acquire through our determined effort in the direction.

Humility and Compassion

Wi believe that we all are sidving to achieve our potentiol, every day wchieving small successes
through our efforts maimtaining our humility and extending our helping hand 10 our colleagues
striving 1o achieve the commen goal of organizational excellence.

Initiative

We will dedicale ourselves to the company's operations and take full initiative o create
innovative and superior products and services, faster and more effectively than can our competitons.
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Recognizing and Acknowledging Good Work

We will develop Company lent and skalls to its full potentiol 1o increase contribution o the
success of the business, Our recognition and rewards will acknowledge one’s achievement and success
in creating value for all stakeholders.

The Mission, Values and behavieural standards of Bombay Dyveing & manufoctaring Company
his been discussed as under,

MISSION

The purpose of the Bombay dyeing and manufacturing company limited is 1o serve society by
Being a preferred supplier w0 our cestomers by providing consisent quality producis ansd
services of highest possible valse.

Achieving performance standards that would essure seecess 1w stay in the forelont of our
Fsiness,

Transacting our business with highest ethical standards, earning respect and image.
Providing am environment for employees and suppliess w fulfill their aspirtions.
Ersuring repsonable returns 1o the sharcholders,

Ensuring highest safety standards and protection of environment in consonance with sociedy's
niads,

VALUES

The fellowing is the difference between emotional and intellectual values.

Fmativnad fntellecinad
Whe shal| achiewve the purpose by We shall achieve excellence
Wirming ihe trust of 21l stske halders with imdegrity; Through gquality;
Respecting their incividualiy witly homdlicy; Usimg fact based management;
Orwning responsibility wih commilment; Comlinuously improving and innovating
Creating hurmnny through cooperation, Ouar proscess ard products;
With perseverance and pride in what we do; Dwvven by costomer nood

Diwwiven by o sevse of aehbevement,

EMOTIONAL VALUES

Frugr wind Integrity Behavivural Ssradardy
* Wi aliall be [nir and Fanest and # Ohar caedibilily amd reputation kive been buill over the years
win the mast of all 1hose we deal ame our mast precious assets, Fulfilmeng of commitments ensurnes
with. crslibiliiy,
* W shall nol compronds: our in- ¢ Commitments will anly ke made afterdue delihersion, taking into
begrily. acepunt all relevant fects ard corefol conssderanon of oar alslay 10
* Cnir netbons shall be open and trans- plan and perfanm.
PaTers, * In exceptional circomsiancss when e are unable o mest our

et we s hall anlsEpate and cmmanicata the reasons well
in #lvance. 'We shall alea make speerne effors 0 ameive ab &
mututly agreed solution.

* Justice, fmirmesst and egoity will he guiding prinnplﬁ i carr geal-
inga with siisstions and people.

¢ O getioms shall be congigtent and wil! reflect abjactivily, openpess
and conformity wo good husinsss prasices.
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Humility and Respes

= Wa shall respect the digmity of the
irclividual

* e shall encourage free flow of ideas
and apirions.

* W shall be casing aml couneous,

Behaviowral Smpdards

Wi shall be conrveous fmd modest in all our relationships,

Wi shall listen to and give due coasiderntion 1o the view poim
aof alhars,

We shall respect b time of abers.

We valuz our people and recoppEs twdr contfibution to the
_Emwlh of our arganistion.

We beligve that exch individual has petentiol 1o develop ard we
sheall creap= pn enwviromment for cur people, o fcilitie self
development and realisption of ther peéential.

Commitment and Responsibility

 We shall be responsible, commitbe
and discipliced in fulfilling all our
rhligatioms.

W believe that convergence of indwicduad and corporate g{l'.'ll:i E]
i pre-condition b0 sacooss,

Wi shall communicaie i clear and mambiguons termes wil our
objectives and gonls are and provide necessary focus and dinee-
lios for siach comverpence.

Whe shall accept our pesponsibality which imealves ownership of
phjectives, msks and funcioss assined woand aceepiad by s,
Self discipling is esseotlal for sustalned high perfoomance. Tt
invelves adbemenss to agreed plans procedures andd fime sched-
ules. Proper work ethics including puncisality, orderliness and
cleandiness will be practised by us il sell d@scipline snd dedi-
caled mvolvermnenl

Harmony and Conperalion
Corparnte excellercs requires collec-
e effart.

= We chall promate team work and en-
omeage harmony and cooperation in
#chieving our obgectives.

Hurmoay dnd coaperalion ag exseatial ingrecicms of sastninesd
excellence.

We will emiphasis the tmporiane: of 12am wodk and encourage
cooperian acmss funciions, dscitlines and divisaons.

We will cantirmeasly improve cormumication and promole in-
walvemend of our people in fremubiting grals and chjectives,
Wiz shall Tocilites the pchigvement o goals anel phjectives through
ruitunl respect, gppreciation of eacy others view poinl and pra-
mrtien of growp and fenm effart.

Drive for Achdievement
® W shall encourage drive Tor schieve-
menl amangst our penpls,

Cvganizntional groevih and prospenity can anly be achieved by
paceptionnl performanee of it's pecple

‘We shall epsure our people undesiard and realise their Tall
pereial,

Wiz shall encournge initintive and provide eppoctumity ad suppan
o our people 0 achieve high perfarmance

‘We shall motivaive, recopnise and rewand such performance.

Pride and Perseveranoe

* W dhall constamly pursus withoo
compaonse our goals and adhere to
our vahies with wial dedicavion arsl
tiuke pride in owr achigvemenls,

Custormer Foous
* Wi recopnise that the cusiomer is (he
final judge,

Perseverance 15 an expression of the values of commitment,
dedicntion ard tenacity of purpose.

‘We shall kezrn from mistakes amd persist in our effarts in achacy-
ing long term goals despitz set backs.

‘W shall regularly share with our poople. arganisalioral parpose,
gaals and achievements.

We shall identify ourselves with our areamisation and will take
price in all thm we do 1o ackieve ceeellence.

W shall congimuously nssess and be sensitive o the stated and
pereeived neads of our customers, Dur sctions will B guided
wowards achiewing customer satisfaziion,
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* We shall respect the cusiomer, both
imernal and external by anticipsting
anid meeting his needs.

{Juality Focus
We shall be focused an guality in
terms of @nauring :

* Product and services mest and excesd
iiteralfaxiemal mmstomer needs.

+ Commitnsent ookl

* [ time performance.

* Compliates wigh sofety norms,

W shall put “Quality First™ in all o agtions.

Chualany 1o us meaes ok just the charcteristics of our prociuces fnd
services bat all that we need to do to meet the requiremssnts of awsr
cusiomers whether internal or externa in wrms of time, cosl and
sadoty.

Provess Focus

* Quality improvemens is achieved by
improving processes. Every nctivily
ar item of work in oan orgknisiton
comprises of ane or mone processes.

We shall focus on our basiness and mamufectsring proceises W
achieye our goale Wa balieve that righl processes will produce the
right results,

Facl based Manppement
& W shall ke decisions based oo ficts
ansd data,

¥e shall use fociuad infonmaiion o constanily review and 1ake
PIEYERLvE ardl correclive aclwies 16 IMPTOve CHIF [rOCesEcs,

We shall strengthen our systems For campiling and asslysing datn
o mezet Chis obyjective.

Conlinuoes Tmprovement @d

Innsvation

* YWe shall not ba satisfied with status
uis Bl will congismoas |y imnprove aid
INECRE,

Change &5 a prerequisits for progresi. We shall be receplive 1o
change in our apprazch, methads and procedures,

We shall foster cremivity among cur people, We shall provide &
work envirerment which facilitpies insovation and essunes dmely
recopmbien and appreciabicn.




Competency
Management

INTRODUCTION

Competency Makagement 15 a discipline and & process that work toge
ke “who meeds o do whal” to suceeed. Effective competency m
455088 and measure individys) perlormance—the key 10 &

ther to teanslate a husiness plaen

aragement helps an organisation
chiewe husiness goals and measgres,
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The right competency model links jobs, competencies and leaming resources 1o drive the
performance of husiness,

Jobs
Funclions
Roles

ng
|

Learning

Fleferon cos Crompelancias

= Business

* |nbarpersonal
Carmgatencias

w B

* Techinacal

The competency models are the beginning and are the building block thet let them manage the
organisation with clear plan. Competency Management is the heart of successful performance man-
agement—ihe process that drives individoal performance that leads o overall success of the
organisation. The effective compelencies are context bound. The effective competencies are linked
to organisational target or goals. The competency madel therelone depend on the context toward :

* The ol orpanisation (e.g., core compelencies of values)

* An eniire function (e g, (nonce, heman resources)

* A corcer level (eg., Individual contributorn, team leades, steategist, of executive)
* A ospecific role (ep, HE peneralist)

= A specific Job (e p, compensation analysis)

Competency management provide an excellent engine for caising the hilorced common standards,
and integrating HE processes,

Competency management is at the heart of successful Performance Management-the process that
drives imdividual pesformance thid Jesds 1o overall success of the argamization,

Some of the standard compelencies identified are as follows

Attitude/Aptitude
Comaliment
Creativity
Customer Focus
Empathy
Entreprencurship
Flexibilivy
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[ntegrity
Openness

Cuality focus
Self Development
T Wiork
Willing 1o Change

Skills
Communication
Computer Knowladge
Leadership
Logistic Management
Megotiation Skills
Belationship Building

Knowledge
Commercial knowledge
Cost barelil understanding
SafetyHealth and Environment

Functional Knowledge

Manufacturing

Human Resource Management

Finance and Secretriat

Marketing Management
~ The identification of competencies will vary from organisation 1o ecganisation, The competen-
ties are identitied in foor main heads : AptimdesfAutiudes; Skills; Knowledge and functional
krowledge o provide the organisation with competitive advantage and facilitate employees in
waorking more efficiency,

Core Competencies

 Lompeiencies are human copabilines for the organisation w maintain and develop a competi-
tive edge, 1t reflects the cultere of the organisation, It cut scross Functions ind business lincs and can
be applied o all types of employecs,

Core compelencies et aeross fuactions and line of business and ar: opplied and relevant 1o
all emgployees. Core competencies work best under certain sircumstances. The core competencies can
bhe identifled ax follows

Competency Profiling is a woethy investment for imellectual copitid; Customer Satisfaction;
Betch Marking for eontinuous improvement and also for customer involvement. Core COmpetencies
are those capabilities that are critical 10 business achieving competitive advantage

The senior management cannol focus on all activities of a business and the competencies

required 1o undertake them, So the goal for the munagement is to focus stention on competercies
that really qffect competitive advanrage,—Core Competence.
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A core competonee is the competency that otber compenters wish they had within their own
business, A competence which is not exceptional in same way should not be considered as a core
compeience, as i will pot differentiate the business from any other similar busiess,

It follows thal resources that are standardised or easily available, wil net ennble 3 buginess Lo
achieve o competitive advantage ower rivals cannot be classilied as core sompetence. Core compe-
taece are e skills thag enpble o bagsmess (o deliver a fundamentally customer Benefil—in olher words
what is that which cause a customer to choose one product over another, It has boen observed that
SVEr LT companies may develop key wrens ml c1|E|Li.~\.-|:“ which are distinztive to thal company and
critical o company's Jong e giowih

The idea aboul core competencics developed by TR, Pralalad and 3. Hamel is that in future
managers will be judged on their ability o ideatify, cultivate, and maximise the core competencies
that make growth possibie. The organisations aren of expertise may be in any area but are most likely
e develop in the critical central gress of e company where the most value is mided to i1s pranul‘:i:-:.

The core competencies are nol seen as being fied. Core competencies should change in
response W changes in the company’s envimonmenl. They are flexible and evolve over time. As
business evolves and adops (o new circumstances and opportunities, 50 does core competencies and
will undergo clhan pes,

ldentifying Core Competencies
Hoew con a eompany like ADFC, HSBC or even American Bank etc. estnblished o strong

leadership in financial or invesiment sectors, The following are some of O fcwoes o help identify
core compelencies noany husiness,

* A clewr distinctive brond position tat Focuses on defined customer groug.

* Leading direct worketing skills-~database managemeonm compaigns; cull cenire sales con-

versation.
o SRl im customer relationship managensent,

Why does Dell have such a strong position in the prersonal computer market 7

* Core competencies that are difficult to imitate By compedition.

# On line custormer interpction aboul each computer bullt

* Minimisation of working capital in the production process,

* High manufaciunng amd disinbubon quality—reliable products sl competitive prices.

How TESCO been qo suwccessfal in capturing leadership of the morket for anline grocery
sl ping.

* Core compeiencios thal rmean customers values the TESCOD company experience highly,

¢ Desigmng and implementing supply stems and effectively hack eansting personalise shops
with the TESCD com. wehsite,

= Reliable and efficient delivary infastrwcnse (Product; Packing: distibution, customer,
salisfaction handling))

Prefiling @ Posifions and Persons

Each identified competency parameter for Positien/Person profile are assigned imporiance and
rabed on a five lovel scale as per the Compeleney Directory, Compeieney DMrectory gives definitions
of each scale. The description from one level to another clearly showed ¢ marked difference in the
requirements. For example for one of the Competency parameter the desimplon varies a5 undér |
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WRITTEN COMMUNICATION
(Write and Transmit Information)
1 2 I 4 5
Write etandard Wirlne slnsciured Wil im & simplified Write in a simplified
dawumenes and develaped manner comgles manner complex
nares and iEdsages in arder fassuges in order io
docuamesits i susialn the choices imfluence 1he resalis)
af the reader reader

The competencies are identified and prepared after detniled deliberation betwesn the core
management team of an cegnisation and the consultants based on existing competencies required by
the organisation and futere competencics thar would be required, keeping in view the business plang,
growth pling, ete. The identified competencies are given definitions of each competency and its five
level scale. These are documented and the final compilation is lermed as Competency Dictionary.

Competency Profiling Process
It can be summarized as :
* Identification of vore competencies under four major heads—Knewledge, Skills, Aptitude/
Attitude and Functional Kaowledge,
* Preparation of Competency Directory
* Identilication of Benchmark Positions as a level above which positions 1o he profiled,
The Compatency Profiling Process requires Position Clarification exercise to be dome wherehy
scope; Size; and Responsibility of positions w be profiled is undertaken Here afler the  Person
Profiling of the pessen is done on identified competencics on a five poin: scale. The Competency
Raue of cach person s determined based on the ratio of
Person Competency
Position Competency

Based on the above Medion Pesson/Posiion eatie of executive on mdisidual COmpetency s
clenloned,

After this company average on each of the competencies with the number of employees
above and below the average are determined. The competency interpretation indicates the degrees
of fit between the person and position. Based on this “Gap Analysis” the individunl training
needs can be assessed, The summation of such individual taining needs helps up determine (he
Group Tramming Needs of the Organisation. The strengths and the weakress of the organisation
are determined based on the basis of percentage (%) of employees shove and below the
eompany average on @ particular competency. The compelencies that pesition holder mest often
fell helow the positicn requirements have emerged as the foous arsa of traising. The above analysis
also belp us in determining the culture of the organisation or values of the orpanisation for which
the organisation is being remembered or scknowledged,
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[c) Multisource appraisals ase excellent instruments for diagnosing and initiating change at
individual, team or departmenal and orgaisational levels.

{ah An open and non-threstening atmosphere is needed for using such multisource appraisals for
development, It is useful and necessary to establish a supportive climate from the op
management before such exercise is undertaken,

(&) The value of such exercises is enhancest if the feedback Focuses on the individual assessment
with that of the depariments, wnits and organisations and is linked also with softer
dimensions of organisational performance.

A survey indicated that there ave at least a dozen organisations (kat have staried using 360 degree
appraisals, Most of these are either multinationals or joint-ventures in India. In all these organisations,
360 degree appraisals are limited o use by the top management. The survey indicated these rends,

® In oimost all crgenisations, it s wsed as a development ool and is nol linked 10 rewards
fully.

* Experience is avoilable mostly for ong fo two yoars.

* The lisl of asseseors i3 deawn up by HED department, individual bimself, appraisee’s boss
and the op management beam,

* Some companics have sl kepl it voluntary and are experimenting with 360 degres
nppraisnls,

* The mindimuim sumber of persons reguired to be pssessing the candidate very from 6 1o 16
persons in these organisations.

There is no standard focme thal can be considered for such appraisals. Every organisation can
develop a format that suits its own needs and the level of involvement of the siafl,



The 360 Degrees
Appraisal System

Concept

One of the major consideration for organisations which have gone for 360 degree feedback has
been sirategic integration ond aligrnment of performance management and business goals in the
incrensingly competitive environmenl,

The 360 degres feedback showld be reduced at ol levels in the orgamsation but it has been
ohserved that most of the organisations have introducesd it an the g and only In few cases upto middle
bevels dn the propressive companies,

Applications of 360 Degree Feedback

Follewing are some of the key applications of 360 degree Teadback,

¢ Helping an individual manpge one’s performance beoer.

» Facilitwting learning procéss for the cmployee.

# Providing feedback o individoal regarding his “sell” and ks sirength and weaknesses

® Incrcase interpersonal communication among leam members,

» Planning for development cenfres, identification of development needs like potential For

leadership, compelences, el

The 268 degree feedback process is commonly wsed oday in many organisations in ceder 1o help
fhe exccutives assess and strengthen their effectivensss. The 360 degree fesdback instrument is o
survey that includes o series of questions, which measure specific lesdership and managemen agtions
and behaviours, It is a practical method of receiving feedback Trom a variety of sources including your
supervisors, pears, direct reports and yoursell, The feedback comes from people who work all around
youl which is why it is called 360 degree feedback.
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'SETTING UP 340 DEGREE FEEDBACK

For introduging the 360 degree process in an organisation the employees are familiarised with
the following Lerms,

Participant — A pesson whe is evaluated by other through 360 degree feedback process

Evaluator — A person who evaluates another person by filling owt 360 degree survey on
themn.

Supervieor — The person boss or bosses depending on who all the person is reporting,

Peer — Somecne with whorm the person works with and who does not report to him
or her,

Consultant = The trained intemal or external person whom one will meet to discuss one's
360 feedhack.

340 Degree Appraisals

As we mave from 360 degree feedback to & 360 degree appraisal we buflt on at lenst one more
critical element of standards of performance expectation,

It means thal the standards which the appraisal is using for judging the performance of the
appraisec must be seamlessly integrated with the measure of performance used by the organisation and
also understood by the appraisee. The perceived role, actual role and the accepted role of each
appraisee be same. For a 360 degree appraisal If the cusiomer has been included then the yardstick
that the customer uses to measure the quality of the performance need to be translated into the
measures the organisation would use o rate the same performance.

The 360 degrees is the evaluatlon of & manager's approach to work, quality of interaction with
colleagues—bosses, peers and subordinates. The method of epplication is to administer stroctured
questionnaire to assesse’s who are collengues, subordinates and superiors,

It is & way of assessing managers” performance using top down evaluation systems. After
gauging their pateatial one can have the persena of each—his talents, his behavioural quirks, his
vailues, his ethical standards, his tempers, his loyalty—scanned, sorted, and slethoscoped by those hest-
placed to carry out the dingnosis : his colleagees, This hot new form of assessment, know as 360
degree feedback, involves having a manager rated by everyone ahove, alongside, and below him

Corporates like General Electic India (GE), Crompton Greaves, Godrej Soaps, Wipro, Infosys,
Thermax and Tomas Coek are all using the tool to find out home iruths sbout their managers. The
techniques pans-over several parameters; pesformance as well as behaviour, how effectively a
manager handles boss and his juniors, bow clearly he communicates ste. In the west, 360 degree
feedback systems evolved from organisation surveys, total quality management, development
feedback, and performance appraisals. Each line of practice has contributed to developing feedback
process for organisations o use effectively in providing increased quantity and quality of Information
to individual workers, To analyse whether these is a need for 360 degree evaluation answer the
following.

If your answer 1o any six following questions below is ‘Yes', it is time that you think of
swilching over to 360 degree feedhack,

l. Do senioe managers in your organisation have some favourites 7
2. Do they tend to assess a few of them liberally and a few others in o conservative way 7

3. Do you feel that junior managers in your organisation do get a chance to present their
performance and achicvements to thelr seniors 7
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Afe most managers in your company in the age group 50 and above 7

Ie your employes tumover less than 108 n managers for the lost five years 7

Are most people unkappy with your performance appraisal systems 7

Are there more demotivated people when you annourse rewards or promaolions T
Are there frequent complaints aboet some people getting more rewards than other 7
Ts there less than two seniors whe appraise the performancs of every emplaovee 7

Have wou adopled or arg in the process of adopting TOM or any other quality focused
interventions 7

S W o s W&

The 360 degree appraisals are performance sppraisals of an employee using mulliple assessors
or appraisers. All those whe form the role set members assess the appraises once a year on A sandard
formal developed through caseful research reflection or review. These are also called s multi-rater
aporaisal, The uppraisers are taken from the supervisors, suberdinates, colleagues in other departments
and other internal or externdal customer groups.

Merits
= Evaluates methods applied to achieve largets,
# Reveals strengths and weaknesses in managing style.
* Forces inflexible manapers to initiate self-change.

* Creptes an atomsphere of eamwerk and empowenment
¢ Unearths truths about organisational oalture and ambience.

Demetifs
* [pnoses performance in tenms of reaching goals,

¢ Colleagues’ responses tend to be biased.
& Agseases deny the truth of nogotive fecdback,

* The systemn can be utilised o humiliate people.
¢ Linking findings 1o rewards con prove (o be unfair,

The 360 degree appraisals are supposed to be marg objective, suit fal simiciires, enablke beter
planning of performance, encournge quality consciousness and arg teomwork orviented and more
participative. As g result of their pdvantages they have bocome more peoplar in the west, Their
popularity is slowly spreading 10 the east as well, The 360 degroe appraiszals are nod new [0 India and
they are likely o work better as development tools in Iedia, They do not yel suil Indian culture unless
they are made woluntary and focused on development.

The marulal expesience which is sdvmdlar to thot of o few other orpanizations that have used ihis
approsch in the recent pest indicates the following lessons :

(@} Multisource (subordinate and pesr appraisals) can be very usefiel in facilitating change and
development ot individual, team as well as organisational levels, if used with genuine desire
to improve. '

(&) If a few members of the top monagement take inferest o such upward appemisals and set an
cxample, others are likely to volunteer.
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[c) Multisource appraisals ase excellent instruments for diagnosing and initiating change at
individual, team or departmenal and orgaisational levels.

{ah An open and non-threstening atmosphere is needed for using such multisource appraisals for
development, It is useful and necessary to establish a supportive climate from the op
management before such exercise is undertaken,

(&) The value of such exercises is enhancest if the feedback Focuses on the individual assessment
with that of the depariments, wnits and organisations and is linked also with softer
dimensions of organisational performance.

A survey indicated that there ave at least a dozen organisations (kat have staried using 360 degree
appraisals, Most of these are either multinationals or joint-ventures in India. In all these organisations,
360 degree appraisals are limited o use by the top management. The survey indicated these rends,

® In oimost all crgenisations, it s wsed as a development ool and is nol linked 10 rewards
fully.

* Experience is avoilable mostly for ong fo two yoars.

* The lisl of asseseors i3 deawn up by HED department, individual bimself, appraisee’s boss
and the op management beam,

* Some companics have sl kepl it voluntary and are experimenting with 360 degres
nppraisnls,

* The mindimuim sumber of persons reguired to be pssessing the candidate very from 6 1o 16
persons in these organisations.

There is no standard focme thal can be considered for such appraisals. Every organisation can
develop a format that suits its own needs and the level of involvement of the siafl,



