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Surya P Mohapatra 

 

Foreword from the Moderator: 
 

Dear Readers, 

It has been dream run for almost last 18 months for the L&D Community of Practice (CoP). The 

Community came into existence in September 2011 with a handful of members. Within a year and a 

half, it has metamorphosed into a global community of over 1500 L&D professionals from across 

countries, cultures and industries.  

Once again, it is a great moment. We are releasing the third issue of Ekakshaara today. The response 

from the L&D fraternity to the first two issues was very encouraging. Basis the feedback from our 

readers, we have decided to bring out theme based issues every quarter. The theme of the April-

June issue of Ekakshaara is Employee Development. The editorial team has made all endeavours to 

bring out yet another brilliant edition. I hope you would enjoy reading this. 

We hope that Ekakshaara, as the quarterly journal of the L&D CoP reaches out to thousands of 

professionals in training, HR and talent development space. If this journal succeeds in bringing this 

community together and providing them a platform to share their views and exchange ideas and 

formulate actions for a better corporate and social eco-system, its purpose will be served well. 

 Regards, 
 

Surya P. Mohapatra 
                                                       ..            
Founder- Learning & Development CoP – Facebook  
 

 

 



 

 

 Ellora Panda 

 

From the Chief Editor’s Desk 

Dear Readers, 

The editorial board of Ekakshaara warmly greets you.  

It is a pleasure to launch the third issue of Ekakshaara. And with the members increasing in the L & D 

Group, it has become a great sharing platform and forum as well. The theme of the current issue is 

on Employee Development. The challenges associated with the changing nature of work and the 

workplace environment is as real for the campus as elsewhere. 

How do you think an organization runs? - With the help of people who contribute in their own way 
to accomplish tasks and achieve goals of the organization. Individuals in an organization form its vital 
resource and must be valued, nurtured and retained. Employees are the most valuable assets and 
truly the backbone of an organization. Every employee in his/her own way contributes towards the 
success or failure of an organization. Employee development is a joint, on-going effort on the part of 
an employee and the organization for which he or she works to upgrade the employee's knowledge, 
skills, and abilities. Successful employee development requires a balance between an individual's 
career needs and goals and the organization's need to get work done in line with its overall 
objectives. 

In this feature of Ekakshaara an attempt has been made to look at the various diaspora of 
perspectives, experiences, and thoughts covering Employee Development  

I hope the readers find this issue insightful and enriching. 

Happy Reading!  
 

Ellora Panda 
 

 



 

Pranab Pani 

 

Squeezed between Top-line & 

Bottom-line Growth! 

It’s the first day in office and as a part of the Induction program; I was going through the rituals 
meeting and listening to various senior executives of the organization. The last day was with the 
CMD of the company, who always gives this privilege to talk to the senior management 
professionals. We all new entrants huddled around the large oval shaped table and couched into the 
swivel chairs. Waiting with excitement we got engaged in some friendly banter, relaxing a bit after 
going through the routines that many of us have experienced and even conducted over few decades. 
 
There walked in the CMD’s PA smiling at everyone and looking around before the ‘Boss’ comes in. 
Few minutes later the EA to CMD trooped in with his assistance to oversee the arrangements. He 
looked at us with a customary grin hanging loose on his chubby face. He nods at the PA and whispers 
into his ear signaling his satisfaction at the arrangements. PA walks out before keeping the personal 
accompanying tools and gadgets of the CMD on the appointed space on the table. The EA waved at 
us with that look of superiority. Couple of the guys walked up to him shaking hands in a buddy-
buddy manner. After all Boss’s team carry same aura and respect from many. The large door opened 
up and the CMD with PA in toe marched in. Everyone got up. Suddenly the room came to life. The 
shiny face of the CMD released a smile that found instant echo from the people around. The studied 
silence got ruptured with a chorus – “good morning Sir”. He reciprocated and occupied his chair, the 
largest among the furniture placed in the middle. The guy next to me was the first to speak up to the 
Boss, asking how he was and spoke in praise in their common tongue. Perhaps, he’s signaling to 
others how close he could be to the Boss. The CMD got up. Gulped down water in a jiffy and started 
the customary exchange of pleasantries. He started his presentation on the wall mounted 50” LCD 
explaining company’s goals and objectives peppered as usual with some pep talk and priding in his 
journey along. He paused and glanced over his shoulder to ever-nodding senior executives around. 
He smiled but spoke in a tone firm in resolution and authority asking if everyone has got its 
Blackberry handsets. A chorus erupted in unison in the affirmative, many even flaunting the 
gleaming tiny device in hand. The CMD went on to explain the reason the company has spent money 
for this. He said that it’s given so that each of us is available for job 24x7. The smiling faces changed 
its countenance, looking in askance at each other. He added that we should be able to balance our 
work-life schedules but he doesn’t care if the work demands your attention even at odd hours of the 
day or night. People should be prepared to travel anywhere with even an hour’s notice. This, he said 
requires everyone to have his bags ready with all minimum necessary belongings and should be kept 



 

in toe in the office itself. The ones not belonging to the Business Development functions frowned. 
The whip descended on pulling them out of their cocoon. He then went on to exhort all to give their 
best for the development of the organization and with a very subtle yet stern voice advised all to 
contribute sincerely to the bottom-line while constantly keeping the top-line in the ascending order.  
 
Well, this is just an innocuous sermon that we all have experienced in the corporate life. It’s perhaps 
nothing new and not much to deliberate about for the seasoned Sales & Business Development 
professionals. Our lives are always on the move and we most of the times live out of the suitcase 
and constantly chasing about the target that hangs over our heads permanently. The question is not 
about the working environment but the expected dedication and round-the-clock job schedules. 
Now, how does such a person manage his personal or family life, leave aside his hobbies or 
mundane passions? Remember, at the end-of-the-day no one is indispensable. Expectant job seekers 
are constantly available. Hire & fire or replacing you with another is the rule of the game. If not you, 
it’s someone else. To be fair to him, the entrepreneur has to not only increase business and profit 
but these days, has to keep the investors constantly happy about. He’s already sucked into this 
never-ending race for better results and increased share value in the market. Contentment is not a 
sacred parenthesis for him. He’s perched on the ever-running tread mill that expects the walker to 
move ahead always. Unfortunately, this machine doesn’t offer a slow-down button and switching off 
is like taking to the path of penance in the Himalayas. This is his predicament! 
 
The question that goes begging is why do most business men crowd out their lounges with so many 
hands when the going gets smooth and displace the same ones at the show of panic in the business? 
A prudent foresight would save the blushes later on. Look at how the government PSUs in India is 
saddled with, making them ineffective and salary consuming behemoths. A leaner and horses for the 
courses population would make planning easier and effective not straining on the exchequer. The 
private companies commit the same mistakes. The resultant casualties always are the poor 
employees. Barring a few (particularly in the Indian context) businessmen most tend to use and 
throw their human resources. Unfortunately, in many of the cases the custodian of people, the HRD 
works hand-in-glove in such scenarios like the spineless bureaucrats kowtowing the mindless 
decisions of the unimaginative politicians.  
 
The rhetoric about human resource development gets a lip-service in many organizations and 
majority times gets confined to the plus environs of the five-star hotels hosting corporate seminars 
and workshops. Reams of pages and countless slides are devoted to sing paean on the efficacy of 
and importance of human resource. The rhetoric gets missed out and buries itself in the heap of 
number game every quarter. It all boils down to “billable components”. The jigsaw puzzle that 
enumerates between the topline and bottom-line growth leaves no space for the human factor. 
Everything gets reduced to numbers. One’s fate resides on his generated numbers. You are ‘valued’ 
with this number and your worth defines the same. 
 
From business point of view this looks and sounds absolutely sacrosanct and perhaps logical in view 
of the money spent. There is no room for a non-performer as no company could afford to carry 
along passengers only. Everyone has its roles and responsibilities well defined (well at least as far as 
the expectations are concerned) and deliverables made equally clear. Everyone has to and should 
contribute if not in equal measure at least in equal enthusiasm and sincerity towards the growth of 
the organization. This is agreed fully without question asked. But looking from the social 
responsibility context, business also has a social perspective. If I have selected you and you are 
performing if not exceeding in expectations, I have a responsibility towards you and I just can’t treat 
you as a commodity (to use & throw). From the author’s experience, it’s seen that majority of 
employees are sincere enough in their jobs. Given proper guidance and encouragement, they would 
surely live to the expectations. What’s a leader if he can’t groom his team and just goes with star 



 

performers. There will always be the second and third rung. Managers (Leaders) with the help of 
HRD should identify these and help device a program for their skill enhancement (Learning & 
Development is doing this). Talk to them in private and take them into confidence by entrusting 
larger jobs and including them in your important assignments, map out their contributions in small 
measures (leaving the larger & critical ones to your trusted performers). Make them a part of the 
winning team and see how they change themselves in such scenarios. Taste of success and the 
recognition thereon would spur their flagging morale and would egg them to improve (& to be with 
the winning team always). Nothing succeeds like success. This will surely change the once laggard 
guys to performers, at times exceeding the targets. You don’t need formulas with human-being 
always. Appeal to their emotions and boost their confidence by leading from the front. Be with them 
always (even in their personal crisis) and they will be with you forever. It’s not just money but 
humane values and respect that pay off. 
 
There is another peculiar phenomenon perhaps seen in Indian family run business context (prevalent 
more in the Infrastructure domain) where, the mindset dithers professional values. Business can’t 
just be seen through an onerous prism of money creation. The value perspective needs to factor in 
the human context as well and the dignity that the job entails for them. Economic recessions and 
when the chips are down in one-off instances are understandable but beyond schedule salary 
disbursement (most of the times) for the employees and not clearing pending dues (full & final 
settlement) of the ones, who’ve resigned from the services for months together (at times years on 
with cajoling & at times through legal claims) amount to criminal offence and disrespecting human 
values and professional ethics. These are the two very disturbing developments that are plaguing 
some of the industry houses in this part of the world. A stronger HRD would help subverting such 
irregularities. For many of the readers, this would be news but for some it is the unfortunate truth as 
they or their friends and cousins might have experienced. No wonder such news is swept under the 
carpet and not many express them in public. There still are such writings in private blogs and when 
one tries to Google about it in the internet. Readers often ignore them as a case of sour grapes! 
 
The saving grace is not all could be painted in the same brush. Not all organizations suffer from such 
devious practices. I am just talking about the few black-sheep that are giving the industry a bad 
name and some sleepless nights to its unfortunate employees. There would surely be improvement 
in such scenarios if the leadership management genuinely respects human resource as THE key 
factor in the success of business. 
 
We salute the organizations and its leadership management, who deservingly get voted as the Best 
Organizations to work for or as the Best Employers. Not only business but the country as a whole 
would prosper with a happy and satisfied worker/employee. Genuine development of the 
employees and respect for their personal lives would surely restrict and arrest attrition rates in the 
industry, of course, besides an exciting growth prospect and challenging environment. That 
completes the ideal organization but when imperfections are the rule and such thoughts are 
considered utopian, the battle goes on and issues debated. The fence on the other side always looks 
greener. Hop on for an experience. Sing along if happy but join me if not. 
 
 
The writer is a Bangalore based senior business management professional, Management Speaker, 
writer & communication expert. 

 



 

  Tina Sequeira 

 

YOU INC! 
Once upon a time, in a large city, there were many men working tirelessly, constructing a gigantic 
building. Their supervisor came along and spotted three bricklayers, pausing to have a sip of tea in 
the middle of their work. 
 
‘What are you doing?’ he asked each of them. 
 
The first man replied gruffly, ‘Are you blind? I’m laying bricks.’ 
 
The second man replied in a morose tone, “I’m putting up a wall and it is back-breaking work. But of 
course, I do get paid regularly, so I suppose it is all right”. 
 
The third man lifted his hands to the sky and said enthusiastically and with pride, “I’m building a 
cathedral.” 
 
Which of the bricklayers are you? Are you like the third bricklayer who is enthusiastic, self-driven 
and proactive? Are you like the third bricklayer who sees work not as an impediment to his real life 
but an integral part of it? Are you like the third bricklayer who loves work so much that it loses its 
distinction with his life and becomes one happy melange of responsibility? Are you like the third 
bricklayer who speaks passionately about his work and well of his company and truly means it? Are 
you like the third bricklayer who wants to see the bigger picture and contribute to the world at 
large? 
 
Then the future belongs to You.  
 
You are Indispensable 
 
Robotics is the future. Period. Whether we see a machine-run society where humans are enslaved by 
robots or we finally achieve that idyllic bliss-lithe lifestyle with all work being executed by robots, the 
paradoxical truth will be that humans will become as indispensable to companies as technology. 
 
You are going to be absolutely indispensable and invincible with every technological leap and feat. 
The age of “Big Data” which is approaching, bodes well for you as your expertise will be valued and 
sought to sift and make sense of the mounds of information.  



 

 
In the current corporate age of surveillance cameras and infrastructure that tabs every keystroke 
and Internet site visits, the future will see employees being subjected to daily brain scans and 
assigned daily tasks based on its results. For example, an employee showing high activation in the 
frontal lobe of the brain (which controls functions such as attention, problem-solving and 
judgement) on a particular day will be assigned a more detailed task such as reviewing a 100 page 
financial document. HR will have a separate staff of resources whose function is to track and develop 
the mental capabilities of employees while alleviating stress.  
 
You are the Master key  
 
Insights suggest employees are going to enjoy and hold greater power than ever before. Since the 
2008 recession, we have seen many a company going austere, tight and increasingly unwilling to 
spend on their employees. In fact most of them are taking sheer advantage of its employees by 
skirting all training expenditure and loading them with additional duties with the bare minimum 
compensation. Little do they realize that they are playing with fire with increasing reports of 
employee disengagement and burn-out. The truth be told that those companies that fail to pay 
attention and tap the true potential of its employees will bear the severe brunt of this gross neglect.  
 
Gone are the days when all those Booker prize-worthy prose and eulogies on employee 
development delivered in the boardrooms got transported to the bottom end of the priority list of 
the management in actuality. Gone too are the days when employees were too busy for learning and 
saw it as a hassle that ate into their productive work hours.  
 
Thanks to the uncertain job market conditions, there has been a marked attitudinal shift in the 
employees. Today's’ employees are a refocused lot viewing development and learning as their best 
career investment. And they will naturally make a beeline and swarm to those companies offering 
the honeypot incentive of real-time employee development.  
 
While employees are getting enlightened and empowered, the organizations that fail to play catch 
up will be left in the lurch. Here’s why. The Employee deal, the social contract between the 
employer and the employee has gone through a marked change over the decades. From the past 
when companies promised lifelong employment in return for employees’ loyalties to the current 
paternalistic trend of hiring and firing as per business need, the futuristic Employee deal will tread 
and morph the middle ground. The Employee deal of successful companies will offer a smarter and 
more practical alternative to job stability - Strong commitment to training and career development. 
Successful companies will use training as their core strategy to build employee loyalty. That is the 
new security blanket.  
 
It is now upon the companies to bring upon themselves success or failure. Success is when 
companies realize their chances for growth are closely aligned with its commitment to fostering 
employee development. Success is when companies can effectively track, realize and multiply the 
potential of its employees. Success is when companies find their Master key, You.  
 
You are seeking Nirvana 
 
‘What you can be, you must be’. That is the goal of the enlightened You. 
 
As the world is getting increasingly hi-tech, people are increasingly yearning to go back to their roots 
in quest for sobriety, simplicity and wisdom. The recession is teaching people many important 
lessons. People have realized that you don’t need much to make the most of your living. Scarcity 



 

breeds innovation and people are finding many innovative and simplistic means to live a wholesome 
life.  
 
Quite naturally, companies are finding it tougher to retain this new breed of enlightened employees 
ie You with just a conventional benefits package. Trending the Maslow’s hierarchy of needs table. 
You are truly seeking Self-Actualization like never before. You are keen on seeing the big picture and 
taking an active interest in the vision, the productivity and the future growth of the company. You 
understand how your piece fits in the whole organization puzzle.  
 
You are seeking Truth, Knowledge and Growth. You are seeking YOU. 
 
You are the Winds of Change 
 
Employees will become potent key-drivers of revolutionary changes within the organization.  
 
The ball will truly be in the court of the employee. They will increasingly demand transparency in all 
the organizational dealings. Organizations will become more open about their policies and practices. 
Employees will expect greater openness from the management about performance review criteria, 
changes in corporate strategy, career advancement opportunities, high potential program selection 
and management succession. From the current situation faced by most companies as to how to 
motivate and effectively engage the employees, the future will see employees sharing this 
responsibility and making a clear choice to be engaged. Instructional freedom will be the rule rather 
than the exception. In future, employees will be more assertive about the trainings they need and be 
active volunteers for any high potential development programs. Thus, training programs will 
effortlessly transition from a top-down imperative to employee-driven. Rather than having 
organizations to chart their career path, many employees will want to take their career development 
into their own hands. Learning and development professionals will have to approach their role in a 
wholly different avataar. Rather than being mere deliverers of information, they will be allies to the 
employee helping them identify their career path, identify their strengths and locate the 
developmental resource. Employees will be involved in the measurement process thereby increasing 
the credibility of the Performance Management Systems. Currently, software tools such as 
Saleforce.com and Inc.'s Work.com allows employees to praise one another. The future is Crowd-
sourced Performance Review which involves feedback from a range of employee’s colleagues rather 
than the traditional top-down approach. They will have a voice in their own performance reviews 
and the power to nominate one another for awards. 
 
You are Bob the Builder 
 
Much like a dentist, You will go all out to root the decayed age-old norms and practices, cap and fix 
the current ones and build a much stronger company foundation. You will be an active builder of the 
company and societal culture.  
 
Corporate Social Responsibility (CSR) will hold far greater importance to the enlightened workforce 
of tomorrow as they seek to strike a values match with the companies they associate with. It will be 
a major factor for not just the consumers and investors but also in attracting and retaining 
employees. Companies will have to provide meaningful, safe and healthy work environments. 
Employee engagement and inclusion strategies should be well-planned, formulated and executed in 
such a manner that issues that negatively affect psychological health are the exception, not the 
norm. Workplace bullying will no longer be acceptable to the employee as they will increasingly be 
open and vocal about any form of harassment. Pretty often, the difference between a “good” place 



 

to work and a “not-so-good” one zeroes down to the relationships employees have with their bosses 
and peers. Workplace bullying is an ugly reality and is the antithesis of a healthy work culture.  
 
You are the Boss 
 
If Tom Vines, IBM VP-Technical and Business leadership’s words hold any ground, then chances are 
quite good that in the future, the traditional definitions of a boss and his subordinate will gradually 
erode into extinction. In fact, employees will be selecting their managers based on feedback instead 
of the other way around. Vines also predicts that companies will publish the supervisor’s credibility 
as essential recruitment information to attract credible work pool. Yes, the day will come when 
companies will have to expose their key manager’s ratings to garner credibility from the resources.  
 
Also, firms will no longer ‘own’ their talent. Employees will also have the upper hand when it comes 
to the terms & conditions of their work. Many will increasingly choose to work on a contingent basis 
as independent contractors or temporary workers or as volunteers without pay or not work at all for 
a period of time. Consider the recent case of Foldit, an online game by the University of Washington 
letting the public solve puzzles on the configuration of proteins. You never know the likely chances 
of hitting upon the cure of AIDS from an enthusiastic gaming volunteer.  
 
You are a Bird 
 
As the future veers to a decentralized, more permeable organization, employees will be like true 
birds with no boundaries. The sky will truly be the limit. And companies will appreciate and 
encourage employees to fly to other organizations for extended time periods to increase their 
competencies. They will also wholeheartedly welcome them back into their firm as they accept other 
long-term or temporary workers in the interim period.  
 
The Malaysian company, Khazanah Nasional Berhad is an excellent example of this boundaryless 
employment deal. In a bid to improve the country’s economy in the fields of telecommunications, 
transportation and utilities, Khazanah has put into place a cross-organization leadership exchange, 
where high-potential managers take assignments in another company for up to two years. The 
middle-level managers are placed in challenging roles fostering their growth and tapping their 
potential while the home company pays their salary. Another empowering story is that of the San 
Francisco based solar-power service provider firm, Sunrun Inc. With 27 managers overseeing 200 
employees, Sunrun takes keen interest in the development of its managers. Apart from monthly 
discussions, lectures by the likes of Hilary Krane and book reads such as Daniel Pink's Drive, the 
company has a formidable succession plan in place for the managers to take them to the next level 
of a leader. In the words of Beth Steinberg, Sunrun's vice president of talent and organizational 
development, “We're really trying to arm people whether, frankly, they stay at Sunrun or go 
elsewhere” 
 
You are Gaga 
 
While economy cycles in the past followed a predictable pattern of 2-3 years of recession and a 
boom that lasted 7-10 years, current trends indicate a much shorter boom period followed by a long, 
stretchy periods of bust. Previous economic cyclic patterns played well to a formalized structure of 
instructor-led learning. But companies are no longer going to have the luxury of time they’ve grown 
accustomed to for training during better economic periods. They have to get people trained and 
trained faster than ever before. 
 



 

Training programs are going through a complete makeover to match up to the unpredictability 
pressures of business on one hand and driven employees on the other. The recession has companies 
cutting down the clutter in the training programs. The “go deep, not wide” training philosophy will 
be rampant as companies realize offering a wide range of topics is not as effective as shortlisting 
them to an effective few and doing deeper dives. This philosophy has already been adopted by 
Amway Corp post-recession where they replaced the ‘nice-to-have' stuff with more targeted 
learning.  
 
Training will go non-traditional. The classroom style learning will diversify into more outrageous and 
fun styles of learning. The reasons can be many. For one, the classroom style learning can be rigid 
and often intimidating. Quite often, the ones who need training the most are the ones who want it 
the least. They shun training out of fear. The fears can range from looking stupid, not being able to 
learn or being embarrassed in front of their peers etc. To make training less intimidating to the shy 
participants while at the same time making them fun for the fearless, developmental programs will 
increasingly get non-traditional and simply Gaga.  
 
The current teaching methodologies adopted by a range of companies including Vodafone, 
Microsoft, IBM, Barefoot College, include mock fire-drills, jazz, Argentino tango, comedy or humour, 
puppets and sign language. There is a cost to being boring as participants don’t retain what their 
listen. Thus when the training is presented in an informal and creative manner, it cuts through all the 
clutter and people pay attention. All of them aim to provide a fresh, novel way that teaches 
resources about the importance of transparency, communication, feedback, agility and adaptive to 
the environment. Cheesecake Factory has a YouTube style platform called Video Café as a learning 
resource. They are now planning interactive games including a simulation tool to create the perfect 
hamburger. Kelly Services has a Facebook style social-collaboration tool called the Chatter for its 
8000 full-time personnel.  
 
You are a Grandmother 
 
Companies will realize that every person has potential irrespective of race, sex, financial status, age 
or appearance. Companies will learn the valuable lesson of never eliminating anyone from the chain 
of success.  
 
The inspirational story of Barefoot College in Tilonia, Rajasthan which has been featured in Sundance 
Institute Documentary Film Program and a TED talk is a perfect lesson for HR. For starters, the fact 
that it trains the poor who live on less than $1 a day and that too grandmothers is an eye-opener for 
many corporates who are tracking the story closely. The college trains and empowers women, 
largely grandmothers to become solar engineers of their villages. The curriculum is taught, certified 
and delivered by the poor, many of whom are illiterate. Sanjit Roy, the founder spent five years 
digging wells and soon saw the wisdom, skill and the eagerness that the very poor possessed.  
 
The greatest lesson to be learnt from Barefoot is undoubtedly in the way it values people. It 
demystifies and debunks the notions around knowledge and redefines the meaning of a 
professional. In the future, companies will value individuals across all levels. HR will understand that 
traditional credentials or university certifications are not the only criteria for role selection. 
Companies will provide development opportunities for all cadres of employees not just to those at 
the managerial or professional level. HR should identify the grandmothers within the company and 
empower them irrespective of their job level or experience. 
 
 
 



 

You are a Mentor 
It is very important that you mentor someone. Train them. Teach them what you know, especially 
those over whom you have authority, any person who is carrying out an instruction for you such as 
employees, children and so on. 
 
You will always remember what you teach. Someone has said that you don’t learn anything when 
you talk; you only learn when you listen. That is inaccurate. Some of the greatest thoughts and ideas 
have surfaced while I was teaching others. 
 
Successful businesses have employees who are informed, well-trained and confident about carrying 
out their instructions. This takes time. It takes energy. It takes great patience. 
 
Your staff will not know everything. They may not see what you see. They may not feel what you 
feel. They may not have discovered what you know. You must invest time to nurture their vision, 
their product knowledge, and the rewards you want them to pursue. 
 
You need good people around you. You need inspired, informed people around. You may be their 
only source of information and motivation. 
 
What significant achievements of your own do you attribute to someone who has taken time to 
teach and encourage you? Who are you currently encouraging and teaching to be all they can be? 
What are you doing to prepare somebody to be your successor? 
 
For, You are THE company - You Inc. 
 
 
 
 
 
 
 
The California based author is a HR Professional & Freelance Author. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 



 

Philipose John 

 

The Parable of Shower 

 I have always wanted to talk about this parable from the Holy Bible. It carries a lot of meaning in our 

world today. It’s all about the emphasis that we put on Learning. I do not know the origin of this 

statement, however I would like to quote this here "Research proves that we do not add more than 

four new words into our vocabulary per year post our graduation." And this is a scary point that is 

made out here, which means we learn to earn and once we start earning the learning stops. 

Mahatma Gandhi once said "Learn as if you were to live forever and live as if you were to die 

tomorrow" which is a very pertinent quote. It’s worth pondering. So let’s take a look at this parable, 

which is a story with a moral. 

The Parable of the Sower 

And he began again to teach by the sea side: and there was gathered unto him a great multitude, so 

that he entered into a ship, and sat in the sea; and the whole multitude was by the sea on the land, 

and he taught them many things by parables, and said unto them in his doctrine, Hearken; Behold, 

there went out a sower to sow: and it came to pass, as he sowed, some fell by the wayside, and the 

fowls of the air came and devoured it up. And some fell on stony ground, where it had not much 

earth; and immediately it sprang up, because it had no depth of earth: but when the sun was up, it 

was scorched; and because it had no root, it withered away. 

And some fell among thorns, and the thorns grew up, and choked it, and it yielded no fruit. And 

other fell on good ground, and did yield fruit that sprang up and increased, and brought forth, some 

thirty, some sixty and some a hundred. And he said unto them, He that hath ears to hear, let him 

hear. 

And when he was alone, they that were about him with the twelve asked of him the parable. 

And he said unto them, unto you it is given to know the mystery of the kingdom of God: but unto 

them that are without, all these things are done in parables: 

that seeing they may see, and not perceive; and hearing they may hear, and not understand; lest at 

any time they should be converted, and their sins should be forgiven them. 

And he said unto them, Know ye not this parable? And how then will ye know all parables? 



 

 The sower soweth the word. And these are they by the wayside, where the word is sown; but when 

they have heard, Satan cometh immediately, and taketh away the word that was sown in their 

hearts. 

And these are they likewise which are sown on stony ground; who, when they have heard the word, 

immediately receive it with gladness; 

and have no root in themselves, and so endure but for a time: afterward, when affliction or 

persecution ariseth for the word's sake, immediately they are offended. 

And these are they which are sown among thorns; such as hear the word and the cares of this world, 

and the deceitfulness of riches, and the lusts of other things entering in, choke the word, and it 

becometh unfruitful. 

And these are they which are sown on good ground; such as hear the word, and receive it, and bring 

forth fruit, some thirtyfold, some sixty, and some a hundred. 

This can be applied to every learning (Scriptures and others too) in our lives, every piece of 

knowledge that we get in our lives. It is said that if we look around, we can find learning in 

everything, every instance and every being that our life brings us into contact with. But do we 

eventually gain out of all this learning that is there around us or are we still faithful to the research 

point made at the start of this article.  

As explained in the parable in some of our cases, whenever any the learning comes into our life, the 

same is taken away by the temptations towards other things which we feel are more useful than 

knowledge. And yet in some other cases , we are very energetic and enthusiastic about the learning 

we acquire, but the learning while trying to create roots inside of us faces our stubbornness to 

accept anything new and whenever the pressures of life build on us, that what we learn is lost. 

Whilst in some cases the learning that we receive is enveloped by the thorns which represent the 

cares of this world, the deceitfulness of the riches, lust of things and these choke our knowledge. 

And whilst all of this is happening, there is a certain amount of us, who act as fertile ground for the 

learning that we receive, we absorb the learning and teach others about the same and it multiplies, 

some thirty times, some sixty times and some a hundred. 

 

The writer designs, develops and facilitates on Behavioural and Employee engagement related 

topics. He’s a member of Learning & Development Team in IBM. 

 

 

 

 

 



 

 Jacob Mathecken 

 

Opening in the new horizon …Can 

you spot it?   

Every time I interact with people from across different spheres , some new insights I get of 

employability skills . I have seen many recruiters opine that there is lack of employable candidates 

for a position in India today. What sets me thinking is that in a large country like ours!! Several 

studies have reiterated these findings.  

According to Nasscom’s report of the 37 lakh graduates coming out every year only 25% of are 

employable in the IT-BPO sector. Especially when it comes to tech graduates only 35-40% are readily 

employable. Further, while the industry is updating itself very fast with the global market 

requirements our education system is still lacking behind. 

According to The ‘Metro Man of India’ E-Sreedharan “we have enough number of engineering 

colleges producing lakhs of engineers every year. While the best from IITs and RECs are going to 

universities abroad, the next best lot goes to management – selling soaps and oils. The next lot goes 

to IT as it is very lucrative. Still we are left with so many engineers who are of low quality”. He 

quotes a survey according which only 12% of the current engineering graduates are employable, 

56% can be made useful through further training and the remaining 36% were not even trainable  He 

also mentioned that poaching and lack of integrity are two main issues with the current graduates 

who are doing jobs for the sake of remunerations. 

Mr. Mohit Chandra,a partner in KPMG, one of the leading professional services companies in the 

world,in his article – ‘An Open Letter to India’s Graduating Classes‘ published in The New York Times, 

expressed his concern about the India’s graduating class. In the beginning itself he said ‘we regret to 

inform you (graduates) that you are spoiled’ His message to the graduates is to make them aware 

and get ready with the skills that every employer expects. He also asked the graduates to invest in 

language skills, knowledge gaining activities, true professionalism, and to think creatively and non-

hierarchically. 

 According to a McKinsey Global Institute Survey , of the 3,60,000 engineering graduates India 

produce only 25% are employable. Further of the 6,00,000 arts/science/commerce graduates only 



 

10% are employable. Also of the 5,000 candidates that register for Ph.Ds in science and engineering 

every year only 100 people who complete it successfully. These data are enough to say that it is not 

unemployment but unemployability which is making our graduates jobless. So, understand the 

reality and make yourself and everyone you know who may seek a job in future employable instead 

of getting a degree.  

Equally succinct is the National Employability Report – Engineering Graduates, 2011 which 

concluded saying that improving the quality of education in the existing colleges is the need of hour.  

This report was released by Aspiring Minds, one of the leading employability measurement 

companies in India. According to the study the increase in number of colleges is directly impacting 

the percentage of employable graduates every year.  

 This simulated thinking – analyzing-validation process led to  the search to the gateway of action – 

what to do,  how  and when; who must initiate it. 

 It is very clear that dependence on existing schools and colleges and the interlinked institutions are 

ill equipped to take up this task.  It is clear also that there are huge gaps in the employability gaps 

today. It is clear also that this trend is likely to continue. 

This leads to the next level of insight that an out of the box approach to empower the youth skills to 

complement what is already done  by  a  clear   planned, time bound specific programmes that 

focuses on behavioral transformation over a period of time is the need of the hour and times to 

come.  

Types of skills that define the employability of a candidate are - Communication Skills, Professional 

Skills and, Core Employability Skills. Of these three, though Core Employability Skills is the most 

important, yet Communication Skills are the ones which could be measured relatively easier, 

followed by Professional Skills during an interview.  

   

From an employer’s perspective it is important for a fresher to understand and appreciate that 

Attitude, Aptitude and Adaptability differentiate the best from the average. For an employer, a 

fresher could be one of the very good employee, but to the fresher it’s a foundation of a career, so 

choose wisely based on your passion rather than peer or other compulsion.    

Studies have shown that employers in general prefer candidate who are reliable and can work in 

teams. Because it takes longer time to acquire these traits, employers seek candidates who possess 

these core employability skills and this mostly often over rides the communication and professional 

skills in terms of preference.   

Having stated the affairs of our academic scene and the quality of student output as addressed to by 

various reports and bodies, one thing that springs to mind is that there is a growing skill gap in India 

and there are no perceivable trend in reversing it.   

In contrast, visualize this scenario: 

 “Great employees are reliable, dependable, proactive, diligent, great leaders and great followers... 

they possess a wide range of easily-defined” but hard to find” qualities.   



 

A few hit the next level. Some employees are remarkable, possessing qualities that may not appear 

on performance appraisals but nonetheless make a major impact on performance. 

Here are eight qualities of such remarkable employees : 

They ignore job descriptions...The smaller the company, the more important it is that employees can 

think on their feet, adapt quickly to shifting priorities, and do whatever it takes, regardless of role or 

position, to get things done. 

When a key customer's project is in jeopardy, remarkable employees know without being told 

there's a problem and jump in without being asked even if it's not their job. 

 

They're eccentric...The best employees are often a little different: quirky, sometimes irreverent, 

even delighted to be unusual. They seem slightly odd, but in a really good way. Unusual personalities 

shake things up, make work more fun, and transform a plain-vanilla group into a team with flair and 

flavour. 

People who aren't afraid to be different naturally stretch boundaries and challenge the status quo, 

and they often come up with the best ideas. 

 

But they know when to dial it back...An unusual personality is a lot of fun... until it isn't. When a 

major challenge pops up or a situation gets stressful, the best employees stop expressing their 

individuality and fit seamlessly into the team. 

Remarkable employees know when to play and when to be serious; when to be irreverent and when 

to conform; and when to challenge and when to back off. It's a tough balance to strike, but a rare 

few can walk that fine line with ease. 

They publicly praise... Praise from a boss feels good. Praise from a peer feels awesome, especially 

when you look up to that person. 

Remarkable employees recognize the contributions of others, especially in group settings where the 

impact of their words is even greater. 

And they privately complain...We all want employees to bring issues forward, but some problems 

are better handled in private. Great employees often get more latitude to bring up controversial 

subjects in a group setting because their performance allows greater freedom. 

Remarkable employees come to you before or after a meeting to discuss a sensitive issue, knowing 

that bringing it up in a group setting could set off a firestorm. 

 

They speak when others won't...Some employees are hesitant to speak up in meetings. Some are 

even hesitant to speak up privately. An employee once asked me a question about potential layoffs. 

After the meeting I said to him, "Why did you ask about that? You already know what's going on." He 



 

said, "I do, but a lot of other people don't, and they're afraid to ask. I thought it would help if they 

heard the answer from you." 

Remarkable employees have an innate feel for the issues and concerns of those around them, and 

step up to ask questions or raise important issues when others hesitate. 

 

They like to prove others wrong... Self-motivation often springs from a desire to show that doubters 

are wrong. The kid without a college degree or the woman who was told she didn't have leadership 

potential often possess a burning desire to prove other people wrong. 

Education, intelligence, talent, and skill are important, but drive is critical. Remarkable employees 

are driven by something deeper and more personal than just the desire to do a good job. 

 

They're always fiddling...Some people are rarely satisfied (I mean that in a good way) and are 

constantly tinkering with something: Reworking a timeline, adjusting a process, tweaking a 

workflow. 

Great employees follow processes. Remarkable employees find ways to make those processes even 

better, not only because they are expected to¦ but because they just can't help it.Are our schools 

and colleges equipped to impart training which helps to nurture such types of candidates? The 

answer is an emphatic know if the results of various studies listed above are any indication. 

 This simulated thinking – analyzing-validation process once again leads to a conclusion that it is this 

quest that is lacking in our schools and colleges and that here  is a dire need of a professional and 

independent approach to imparting skills to supplement the present academics. 

 There are individual efforts in many places but the need of the hour is relevance of a professional 

body that can approach the schools and colleges to focus specially on the core employability skills. 

The fact that less than 10 % non-engineering graduates and less than 25 % of engineering graduates 

are employable lead us to the portal of opportunity to empower the  mass of youth waiting to take 

off and fly without realizing that they have no strong wings and/or propeller in the form of 

employability skills.     

This simulated thinking – analyzing-validation process finally convinces that it is time to Catch them 

Young with a fresh and vibrant approach to free  the young generation of boys and girls from the 

slavery of inadequacy and empower with the freedom of agility of a variety of skills .  

 

The Hyderabad based author is a Management Professional 

 

 

 



 

Abhijit Bhaduri  

 

Design Experiences - Not Processes 

The company I then worked for had organized the annual jamboree at Disneyland. After being 

locked up for the full day in a conference we were all tired and waited eagerly to go for the famous 

tour of the film studios. That was to be followed by dinner at a restaurant in town we were told. We 

were all awestruck as we walked through the sets where the scenes of so many famous movies had 

been shot. The open bus of the studio drove us past a set of a mountain where a jeep was getting 

“blown up” by dynamite and we narrowly escaped getting caught in an artificially created 

earthquake. There were some permanent structures like schools and neighbourhoods that all of us 

recognized from all the film and TV serials we had seen them in. 

Just then our bus developed engine trouble. We waited patiently while our driver tried hard to fix it. 

We may have even started dozing a bit when we were woken up by the holler of a man who 

emerged from one of the houses armed with a gun. “Take that bus away or I will shoot. I will count 

to ten.” None of us were prepared for this. Someone from our team took the lead and tried to 

reason with the man, but he was adamant. The commotion must have woken up the 

neighbourhood. The windows opened and had curious neighbours trying to figure out what was 

going on. Some walked out of the homes. A lady appeared carrying a child in her arms and tried to 

speak to the man with the gun. Some college kids stepped out trying to lay a table for dinner party 

they were having later that evening. We tried to earn goodwill by helping them carry the food. It was 

much later that we realized that all this was just a set up and the inhabitants were dressed in 

character to create this experience for us. It turned a routine dinner with office colleagues into an 

experience I still recall vividly after so many years. 

An experience evokes emotions that turn an ordinary humdrum routine process into something 

people cannot forget. The little simulation or game used in a classroom can turn a routine lecture 

into a powerful learning experience. Every process can be designed to be an experience. All it needs 

is a little imagination and the ability to look at the process from the eyes of the user. Would it create 

the feeling of wonder, pride and amazement we have to ask. 

Take the new hire induction process and design it as an experience designed to generate pride in the 

employee. In most companies, the process is handled most unimaginatively. It has a single goal: to 

give all the information that the employee would ever need in the shortest possible time. If the 



 

process of inducting or on-boarding a new employee were to be redesigned as an experience, the 

approach would be very different. It would go far beyond the process of completing the transactions 

and dumping the new employee with loads of information and acronyms. 

Going through an experience generates feelings. Processes do not affect us emotionally. A process 

outlines the logical sequence of steps needed to complete a task. Every process that we create can 

be looked at as an opportunity to design it as an experience. 

For the new hire, the first day is full of anticipation. He or she wants to be reassured that joining this 

employer is the best decision to take. This is their first opportunity to love and be inspired by the 

employer brand they have so far only seen from a distance. They need to feel a sense of pride based 

on what they see and hear. They need to go back home and tell stories about the people, the place 

and the culture of the new organization. This has to be designed to be an experience that will never 

be forgotten. The information has to be conveyed in the form of stories that are easy to recall and 

narrate. HR team could then become a designer of employee experiences. Google is famous for 

using data to design everything from cafeteria counters and tables to the office rules to make the 

workplace a happy experience. 

Think about it. 

 

 

 

 

 

The writer is the Chief Learning Officer of Wipro Group at Bangalore. He’s also an adviser on 

research for SHRM. He’s authored three best sellers . He writes a popular weekly post on movies, 

music and management for his website abhijitbhaduri.com. You can follow him on Twitter at 

http://twitter.com/abhijitbhaduri. 
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Surya Mohapatra 

 

Employee Engagement: Role of 

the Manager  

Employee Engagement is the buzz-word in the corporate world today. Organizations are spending 

millions of dollars on employee engagement initiatives like rewards and recognition, fun events, 

training programs, team off-sites, coffee talks, town halls etc. to engage with their workforce.  

However, the mute question is:  are these dollars paying off?  Is our workforce truly engaged? 

Before, we make an attempt to find an answer to this question, let’s first figure what is the definition 

of an engaged employee.  While there may be several definitions already, I would make an attempt 

to provide a very simple definition in a layman’s language.  To me an engaged employee in an 

organization is one who takes pride in being an integral part of the organization and always strives to 

deliver her best for her team and organization. 

The aforesaid definition has two criteria. The first criterion is about an employee’s motivation, 

happiness and pride. And the second criterion is about her contribution to the organization. Actually 

both these criteria are linked to each other. Steven Covey opines that a highly motivated employee 

can be 500% more productive than other employees. Many organizations set productivity 

improvement targets in the range of 10% to 12%. But do they realize that just by increasing the level 

of motivation of their employees they can increase productivity by 500%? Let’s use a metaphor to 

understand this better. A normal piece of iron if lying unutilized gathers rust after sometime. If the 

same iron piece is magnetized, it can lift several other iron pieces like itself. Similarly if an employee 

is an organization is taken care of, motivated, energized (magnetized), she will not only lift herself 

(her performance) but also she can lift many of her peers, team members and others as well. 

Probably many leaders do know the importance of this simple truth. That is why senior leaders 

decide to spend millions of dollars to improve employee engagement and motivation. However, 

unfortunately statistics show that such initiatives do not necessarily deliver the results the leaders 

expect in return of their investment. There are quite a few reasons for that. Some of them are as 

follows: 

-Leaders usually have the intent. But they often do a very bad job of communicating their intent. 

People don’t get to know about these initiatives. 



 

-Many leaders in organizations fail to involve the people directly in those initiatives and hence these 

initiatives lack participation. 

-Sometimes good programs do backfire if there is a lack of enough of transparency. For example, if a 

Rewards and Recognition program introduced as part of employee engagement lacks transparency 

with regard to selection criteria and process etc., it will not be seen as a fair and neutral program. 

Such programs instead of leading to employee engagement mostly lead to employee 

disengagement. 

I would not like to recommend the withdrawal of such programs and initiatives. These are good 

programs and they need to be implemented by organizations. However, the question is how do we 

make them more effective. In the aforesaid instances we saw that there often a huge gap between 

the senior management and the employees. Who can bridge this gap? Who can be the link between 

the senior leadership and the rest of the organization? The answer to this question is the middle 

level managers and the front line managers. They play the role of the catalyst in the organization. 

They are the ones who lead, drive and anchor teams. 

If this link is weak, no amount of employee engagement initiatives will deliver results. 

Let’s look at some recent research findings below:  

One recent report estimates that bad bosses cost the economy $360 billion every year in lost 

productivity. Three out of four employees report that their boss is the worst and most stressful part 

of the job. 65% of employees say that they would take a new boss over a pay raise. 30% of 

employees slow down or purposefully make errors versus only 6% for those with non-abusive 

bosses. 50% of employees who do not feel valued plan to look for another job. Workers that have 

poor relationship with their bosses are 30% more likely to suffer coronary heart disease. (Source: 

www.inc.com)  

All these data point to one thing- the crucial role of the manager in employee engagement. Human 

resources cannot be treated like other resources or assets in the organization. Human beings are not 

like machines. A human being is a bunch of emotions, feelings, aspirations etc.  Kathryn L Shaw, 

Stanford University Professor of Economics and Co-Author of the working paper, The Value of Bosses 

says: “Good Bosses are teachers. In fact their teaching accounts for 67% a boss’s effect on 

employees’ productivity.” 

 

So what is the role of the Manager? I would like to emphasize five things the managers should do to 

build and lead highly engaged teams: 

KNOW 

Every manager should ask this question to herself: How well do I know my team members?  

Here is a good checklist for managers to determine if they know their team members very well: 

• Who all are there in my team member’s family and what do they do? 

• What are my team member’s hobbies and interests? 



 

• Do I know the personal and career aspirations of each of my team members? 

• Do I know why they joined my organization and why they took their current position? 

• What are their strengths and improvement areas? 

• Do my team members understand how their role affects the team and the organization as a 

whole? 

• Are they proud of being in my team and the organization?  

• How they feel about their work/life balance? 

COMMUNICATE 

Over communication is not a major problem but not communicating with the team at all is a matter 

of serious concern. Not every employee has access to senior leadership in the organization. So for an 

employee, his/her manager is the face of senior leadership. So the manager must communicate with 

the team member regularly. Use every possible opportunity and medium to communicate. Have 

regular team meetings. Have one on one with them team members. Share organizational, 

departmental and team updates, management decisions etc. with your team regularly. Your team 

should hear it from you first before they hear it from others.  

The famous author and motivational speaker, Zig Ziglar says:  

“People often say that motivation doesn't last. Well, neither does bathing - that's why we 

recommend it daily.”  

This statement reinforces how important it is for the manager to communicate and engage with the 

team members on a regular basis.   

COACH 

Manager’s role as a coach is extremely critical for an employee’s success. As a coach, she should 

enable her team member to find new insights, discover new ways of solving problems and so on. She 

would not provide these insights or solutions directly. She would only help her team members 

discover these insights, solutions by themselves. She would help them find answers to their 

questions themselves. 

Besides, a manager should use every opportunity to give positive feedback to the employee to 

reinforce positive behaviour.  She should help her team member understand his/her improvement 

area. Providing developmental opportunities, facilitating career counselling and career progression 

can transform a neutral employee into a loyal employee. This has been proved time and again. 

EMPOWER 

Employees are more likely to stay in an organization for a long period, if they feel empowered. 

Empowerment is not about authority. It is about the freedom to take decisions. If team members 

understand that everyone (irrespective of the position or grade) works for the customer and 



 

everyone is free to take decisions which are for the benefit of the customer, this will create a sense 

of empowerment. Managers must realize the importance of this tool and facilitate this process. 

INSPIRE 

It is important to keep in mind when you are a manager, you are on stage. Your people are watching 

you.  So ask this question to yourself: Am I inspiring my people?  There is a famous quote from Jon 

Quincy: “If your actions inspire others to dream more, learn more, do more and become more, You 

are a LEADER ! !” Leadership is all about inspiring. If you are inspiring your people, then you are truly 

engaging with them. Infuse in them a pride for the organization, for their team and for the work they 

do. Inspire them to stretch, raise the bar for them, and push the envelope. You can create magic in 

people lives!! 

 

 

 

 

The Bangalore based author is the India Head- Training and Knowledge Management at Hewlett 

Packard Global Business Services & is an eminent management speaker. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 Kamran Akbarzadeh 

 

Five Super Tips for Employee 

Development 

Employee development is vital to the success of any organization irrespective of its size, age, and 

revenue. When employees within an organization see that their leaders care about their needs, 

interests, and potential in a professional and timely manner, their morale will improve and they will 

work hard to make the organization successful and the top management happy and satisfied with 

the outcome. In turn, the result will increase the rate of retention in the organization and profits will 

soar. 

Leaders who develop their people along with the organization and who provide them with a sense of 

purpose will not lose their people even in the worst economic situations. When morale improves, 

people work harder to fulfil the vision while living and leading on purpose. 

Following are five super tips that can help you in developing employees within your organization:   

Plan properly 

Organizations suffer without plans. Unfortunately, many organizations do not plan properly for the 

development of their people and teams. People development without proper planning in place 

normally results in internal and external conflict, which leads to confusion, low productivity, less 

motivation, and therefore loss in various ways. When the right plan for development is designed 

based on the employees’ needs, desires, and potential the expected positive outcome will be 

achieved. 

Listen to their needs 

Developing a proper plan for employee development is not possible without knowing employees’ 

needs, desires, and potential. One way to discover this is to listen to people effectively. Through 

effective listening, you can find out about people’s dreams, fears, limiting beliefs, strengths, and 

ideas. In that way, you help them get on the right track, link them to their passions, and help them in 

what they love to do. 



 

Discover their potential and interests 

Effective leaders discover people’s potential and talents. All people have more energy and ability 

within them than they could ever imagine. Your job, as a leader, is to discover this truth for the 

benefit of your organization as well as yourself. When you discover someone’s potential, you can 

help her develop her potential and become more productive and skilful. There is no service better 

than helping others to soar to excellence and become better human beings.  

Empower them for moving forward 

Empowering leaders think about how they can help their co-workers move up and grow. They think 

about ways they can guide people in developing new skills. They delegate important tasks, explain 

the expectations, and coach them to win. Empowering leaders never blame themselves or others for 

failure. Rather, they empower people to try new things without being worried about failure, take 

bigger steps without competing with others, and climb up the ladder in their field without worrying 

about someone pulling them off the ladder. 

By empowering others to do more than they think they can do, you fill the gaps and guarantee 

success.  

Reward them for the job well done 

Employee development without rewarding and recognizing them for their progress has little impact. 

Effective leaders recognize what their people do well and reward them for a job well done. This kind 

of encouragement helps people achieve things beyond their day-to-day comfort and competency. It 

is important to recognize and reward people for their achievements in simple yet effective ways. 

Lack of reward may lead to failure of the employee development plan. 

Encourage leadership 

The ultimate task of an exemplary leader is to develop more exemplary leaders. Therefore, the right 

plan for employee development aims toward developing future leaders who can influence many in 

positive ways. Encouraging people to take leadership roles, led by example, and raise their 

leadership lid should be on the top of the list of employee development for any organization that 

wants to reach to the peak of success in the 21st century.  

In sum, as an authentic leader, you want to trust people first, believe in their capabilities and their 

potential, help them believe in themselves and accept challenges, and assist them in developing 

their potential. If you do it right, even the toughest people will respect you, trust your leadership, 

and help you achieve your organization’s goals and vision. 

 

The author a PhD, PMP, P.Eng., is the founder & CEO of International Academy of Leadership & 

Management, is an inspiring speaker and has written several International award winning books. 

 

 



 

 Dr. Devdutt Pattanaik 

 

GREEN EYED COLLEAGUE 

I was friends with a colleague who worked at the same level as me. Last year, I was promoted and in 

the new scheme of things he had to report to me. From that day itself I started witnessing a change 

in his behaviour towards me and now things have come to such levels that he is more of a sworn 

enemy. I got the job because I deserved it and on back of solid performance but I lost a friend, and 

more over, I don’t understand the hostility. No matter how much I try and talk to him nothing 

changes. What do I do? I don’t like to give up on people. 

This little detail from the Mahabharat is rarely told in modern retellings. When Pandu learned that 

his blind brother Dhritarashtra’s wife, Gandhari, was pregnant, he wept as he could not make his 

own two wives pregnant. Then he learned how his first wife Kunti could bear children by calling 

upon the gods. On his behest, Kunti called three gods and had three sons by them. Pandu then 

requested her to share her power with his second wife, Madri, so that even she could also bear 

children. When this was done, Madri invoked twin gods and had two sons with just a single 

invocation. “Give the power again,” Pandu told Kunti but Kunti refused. What if Madri cleverly 

invoked another set of twin gods, or maybe triplet gods, and ended up having more sons, then she 

would give Pandu more children, besides being the more favored wife. Kunti would not allow that. 

When news reached Gandhari that while she was pregnant, Pandu had become a father, she got so 

upset that she beat her belly with an iron bar to force out the child. This is what jealousy does to us. 

Though, we all pretend to be noble. 

At the core of the problem is the issue of power. As long as you and your friend were in the same 

level, the organization saw you both equally. As soon as you were elevated, the organization valued 

you more. This made your friend feel less powerful. He resents it. The resentment is amplified, if in 

his own evaluation he is as good as or better than you. The organization then, in his view, is the 

parent that has preferred you over him. He feels like the abandoned wronged child. In his eyes, you 

are the villain, the favoured child, one who picked up by the parent, while he is forgotten and 

rejected. This manifests in hostility. 

Modern practices assume that humans are rational. That rational approach makes us feel that we 

can tackle this problem rationally. Unfortunately humans are not and never have been rational. We 



 

are full of emotions. We want to feel valued and powerful. That is why we constantly compare. That 

is why we constantly compete. 

You may feel you deserve your promotion. But your friend/colleague does not think so. In his 

worldview, he is right, and everyone else is wrong. Even if you deserve the promotion, he wonders 

why he is not as favoured as you. And this adds to his sense of rejection. 

Every action in life has a consequence. Your ‘good deeds’ have earned you a promotion and cost you 

a relationship. You can reason with your friend but he may not want to reason with you. If he agrees 

to your rationality, you will become even more powerful, that only fuels his resentment. So he will 

reject you and try to dominate you by being hostile to you (he seems to be winning this battle). 

You need to perhaps focus on the job and use professional parameters to ensure he does what he is 

supposed to do for the organization and the team. You need to perhaps approach him with a little 

bit more empathy rather than outrage. Allow him to be angry. He needs to grow up; otherwise he 

will end up a bitter frustrated man. 

 

 

 

The writer is an eminent International leadership consultant, mythologist, inspirational speaker and 

acclaimed author, whose works focus largely on the areas of myth, mythology, and also 

management. He’s the Chief Knowledge Officer in Future Group. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

Yateesh Prahlad 
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 Engaging Talent 

 

 

Has time come to decide if an CXO’s  or an Manager’s Success Should be measured based on How he 

motivates and Retains His Team. 

Start of this new millennium, we’ve been asked to “do more with less,” usually for less. And the 

hodgepodge is beginning to tear every quarters of Leadership Management. As Managers need new 

ways to encourage Their Team Members to improve productivity, especially in Corporates. Enough 

ink has been spilt reasons digging into their prognostic long-term woes in, - ‘People Capability 

Management’ 

Employee engagement and retention is emerging as the greatest challenge facing leading 

organizations’ Talent Management initiatives. Similar to past periods of economic instability, 

executives are currently focusing their attention on the financial aspects of the organization rather 

than the workforce. Similarly, managers are placing less emphasis on employee engagement as 

soaring unemployment rates often lead to the notion that employees are happy to be employed at 

all, and that further engagement is unnecessary. This state of mind is very dangerous for businesses 

as it is during these times of economic instability that workers need to be engaged and feel valued 

the most. With economic instability and layoffs comes the erosion of employee loyalty and trust, 

both of which negatively affect workforce engagement levels. 

The Harvard Business Review defines engagement as “representing the energy, effort, and initiative 

employees bring to their jobs”. Innovative organizations engage both candidates and employees, 

reaping tangible as well as intangible benefits. There are clear correlations between employee 

engagement, performance, productivity and ultimately profitability. Studies have shown that 

engaged employees have contributed  to lower turnover, less absenteeism, more productivity, 

higher profitability and also greatly Influenced in Branding Organisational Image. 

Even during times of economic instability, forward thinking companies are investing in engagement .  



 

 

 Essentials In Employee Engagement . 

 

During Staffing Process 

Engaging and retaining talent begins during staffing processes and feeds into employee 

management. 

1) Amplify Employment Brand 

Before an organization engages an extensive candidate pool, they must first develop a cohesive 

employment brand reflecting their vision for the future and long-term talent management needs. 

Employment branding should be viewed as a long term strategy; the brand image your organization 

promotes today will influence candidates’ impression of your organization for years to come. A 

successful employment brand accurately reflects the employment experience of the current 

employee base as well as creates a theme that resonates with the desired new-hire demographic.  

Establishing an effective employment brand and gaining the reputation as a “great place to work” 

helps to ensure a continual stream of qualified applicants over extended periods of time, as well as 

decreases internal turnover rates.  

An organization’s unique employment brand will not only work to attract highly qualified candidates, 

but ultimately keep them engaged throughout an extended recruitment process. 

While prominently reflecting your employment brand in outgoing correspondence with candidates 

and current employees is a best practice, it is only the beginning. Your employment brand needs to 

be an integral part of your organization’s everyday recruitment and talent management processes. If 

your employment brand reflects of culture of continuous improvement and knowledge sharing, that 

culture should be evident to new hires from day one.  

Having employees live and breath your employment brand is the best way to gain recognition. 

2) Sustain a Dynamic Pipeline 

Dynamically recruiting companies are considered the strongest and most viable. These companies 

view hiring freezes as opportunities to expand their pipelines and ear mark candidates for future 

employment opportunities. Building an effective pipeline goes beyond collecting and managing 

resumes. Effective pipelines are composed of qualified candidates ready to work at a moment’s 

notice. Ideally, pipelined candidates have already been screened or interviewed and your recruiters 

are waiting to match them with the ideal job opening. 

3) Training 

First and foremost, an employee wants to feel valued; disengaged employees can often feel like “just 

another number.” Employees have the highest engagement levels, and thus the least feelings of 

being devalued, in collaborative atmospheres where training, skill transferred and knowledge 



 

sharing are encouraged. Satisfaction with training and development are key factors affecting 

employee engagement, especially among Generation Y dominated talent pools.  

By investing in an employee’s professional development and providing extended training programs, 

organizations are sending out the message that they value this individual’s employment. 

 

As study has shown, a variety of factors contribute to high levels of employee disengagement. 

Offering employee training programs is an important step to improving employee engagement but it 

is important to take this training a step further and offer advanced trainings to managers. Certain 

schools of thought argue that poor management within an organization is the root of employee 

disengagement. Employee satisfaction with an organization is directly correlated with satisfaction 

with the immediate supervisor; unsatisfied employees are characteristically disengaged.  

To rectify these high levels of disengagement caused by poor management, industry leading 

organizations are implementing manager training programs to stimulate engagement and learning. 

Studies have shown that training managers in retention and engagement leadership competencies 

makes a difference. Some organizations are even holding managers accountable for the engagement 

levels and attrition of their individual teams. 

4) Compensation 

Research has shown that performance based compensation increases employee engagement and 

ultimately decreases attrition rates. Successful organizations utilize performance related 

compensation to reflect organizational values and reward employees for contributing to the larger 

organizational structure. Performance related compensation motivates employees and keeps them 

focused on critical success factors.  

This compensation does not need to be monetary always; instead it can be in the form of vacation 

days, team lunches, and so on. A compensation system is not one size fits all; rather rewards 

systems are best crafted around employees’ intrinsic motivators.  

What motivates one employee does not necessarily motivate another. The most successful 

compensation programs are often the result of collaborative efforts amongst employees and 

executives. It is important to customize reward programs around generational preferences and listen 

to employee suggestions. 

5) Open line of Communication 

The final and arguably most important aspect of employee engagement is maintaining open lines of 

communication. During these times of economic instability, it has become increasingly important to 

keep the lines of communication perpetually open. When employees are no longer experiencing job 

security, engagement levels plummet. It is during a critical time in which an organization needs its 

workforce to be the most efficient that open lines of communication are the most important. 

Frequent Informal meetings with Managers help increase employees’ sense of job stability and 

improves engagement.  



 

Managers should strive to create working relationships with all of their team members, becoming 

familiar with individual expectations, desires and even long-term goals within the larger 

organization.  

The highest levels of engagement are found among employees with clearly communicated paths of 

advancement and opportunities for growth. 

 

 

 

Final Word: Pitfalls in non- implementation of Employee engagement 

1. Failing to appreciate: 

Managers need to make sure employees are recognize and rewarded for their efforts even as 

minuscule contribution it could be. A culture of Appreciation has to be developed. 

 

2. Keeping people out of the loop. 

While it may not be possible to disclose all company developments as they're unfolding, Managers 

need to do their part to keep employees informed.  

Acknowledging recent activities and initiatives shows respect to workers and can help stop the 

rumour mill. 

3. Failing to staff appropriately. 

When personnel levels are too low, it sends the message to employees that leaders don't care - or at 

least aren't paying attention. Managers should re-assess staffing needs periodically to make sure 

there are adequate resources to meet current and future demands.  

If there are short-term projects or if workloads are fluctuating, it may be best to bring in temporary 

professionals to pick up the slack until it's clear there's a need to make these positions full-time. 

4. Having limited face time with staff. 

It's great to give employees the freedom to do their jobs without micromanagement, but they still 

want to have a support system. Leaders should make an active effort to talk to people on their 

teams, even if it's just stopping by desks to check in at the end of the day.  

Ensuring weekly staff meetings are a priority and aren't postponed or cancelled too often also can 

let employees know their managers are aware of their hard work. 

5. Discouraging risk-taking. 



 

People want to be able to think innovatively and try new approaches to their work. However, 

leaders sometimes block positive change by encouraging staff to follow the same old policies and 

procedures. 

 When employees make suggestions and are told practices already in place will prevail, it sends a 

message that employees aren't trusted to take risks. 

 

Managers should plan brainstorming sessions at the onset of new projects, listen carefully to ideas 

and then implement the best proposals. If certain suggestions don't make the cut, it's best for 

employees to receive an explanation so it's clear the propositions were still given careful 

consideration. 

 

Often, all it takes to repair burned bridges are a few simple actions. Making adjustments can fix the 

gap and get things moving again. 

 Managers will start to see the payoff as morale and retention improves. 

 

 

 

 

The writer is Human Capital Process Re- Engineering Specialist 
 
 
 

 

 

 

 

 

 

 

 

 

 



 

In Conversation with Indroneil  

 
 

What challenges organizations face today while driving Employee Development initiatives? 

Lack of buy-in of business … it’s not taken seriously. It is more often than not seen as a paid holiday, 

a soft retention tool at the most. Impact of Learning on Business is neither expected nor asked for. 

ED initiatives often do not necessitate back-home application and integration of learning to work 

place realities. Most often, the initiatives are not comprehensively designed to integrate / impact.  

Dearth of effective, meaningful and impactful learning enablers. Most trainers are here with little or 

no intent to measurably touch / transform lives. Also they neither have nor respect the need to 

know and understand the process of learning. 

 

How can Communities of Practice enhance Employee Development 

Intent is the key. Unless the intent is right, unless the learner (and the business context) becomes 

the centre point of ED and unless the practioners  themselves have the humility to have worked and 

resolved blocks to their own development, practices will remain as impotent as they are today. 

 

Is Employee Development only Employee engagement? 

 

EE is the key to ED but is not ED. It’s the life line, which if done right, right at the beginning, makes 

ED easy. EE however is most difficult to develop pre-dominantly because most organizational 

cultures do not support it.  

  

4. Your views on Employee Development 

 

There are two parts to it … Employee and Development 



 

 

Employee-ship is glorified slavery. Unless we move it to Membership (not only in pedantic terms but 

also in practice) no ED shall be complete. 

 

Development is about flowering. However, sprouting is a pre-requisite for flowering, which can only 

happen if the seeds are made to or willingly fall on earth to allow the sheath to be ripped open and 

the husk discarded.  

     

5. How can organizations leverage technology to Employee Development 

 

There are four layers to ED, (1) the ontological (2) the causal (3) the behavioral and (4) the 

situational / functional. 

 

While for (1) and (2) technology can be used for pre and post intervention group / individual sharing, 

for (3) it can also be used to bring in multi-media audio visual triggers, online demo etc. and for (4) it 

can definitely be used for synchronous learning. 

 

The key to determine the role of technology is to what extent content is involved (as compared to 

process) in any stage of ED. If it is, technology can be very well used for delivery and dissemination. 

 

Technology can be an effective environment to create a developmental platform and promote a 

culture of learning. 

_________________________________________________ 

Indroneil Mukerjee [Founder & Managing Director, Principal Consultant, 

iProdigy Learning Services Private Limited. Web: http://www.iprodigy.net. 

Email: Indraneel@iprodigy.net 

 

 

 

 

 



 

 

FEEDBACK FROM OUR READERS ON 

THE JANUARY 2013 EDITION OF 

EKAKSHAARA 

Thanks for sharing the mag with me. Great to see so many perspectives on talent management.  

-Abhijit Bhaduri, Wipro 

Great effort, in fact the article that provokes the thought of corporate boards having only finance 

people as also the idea that HR folks need to do rotations were thought provoking. 

-Pankaj Rai, Dell 

Although the content was good, in today’s world many people won’t make the time to read lengthy 

articles. Shorter articles and larger type might be better and more readable. Please keep in mind that 

mine are Western comments and my Eastern friends have taught me that there is a vast difference 

between western and eastern thinking. I guess it will mostly depend on your target market. 

-William N Hodges, Florida USA 

Went thru’ the articles which were well written and some of the perspectives were reiterated quite 
well.. 

- Raghavendra K, Bangalore 

Very Informative and the way it is presented is just amazing:-) Looking forward for upcoming 
editions. 
- Lavanya B, Delhi 

Kudos! It is a great achievement. Feel great as a part of your FB Team. Miles to go......... 

- Prof. Bholanath Dutta, Founder , President & Convener at MTC Global 

Ekakshaara is quite interesting! ! 

-Puja Kohli, Bangalore 

Congratulations on this initiative! Insightful and very well written indeed. Fantastic effort and I wish 

you the very best. 

-Anil Sharma, Founder & CEO, LEADEDGE, Bangalore 

 

 


