




Message by Shri K. V. Chowdary, Central Vigilance Commissioner ............................. 5

Message by Shri Pradeep K. Sinha, Cabinet Secretary ...................................................... 6

Message by Smt. Seema Bahuguna, IAS, Secretary, DPE ................................................. 7

Message by Shri Ved Prakash, Chairman, SCOPE ................................................................ 8

Message by Dr. U. D. Choubey, Director General, SCOPE  ............................................... 9

Message by Shri Saptarshi Roy, Director (HR) NTPC & Summit Convener...............10

Chairman’s  Desk ...........................................................................................................................11

Corporate Excellence Requires Extra Mile ...........................................................................13 
by Dr. U. D. Choubey

HR Case Studies

NMDC: Architecting the Next Curve Together: A Case Study ......................................16 
on Unleashing the Culture of Multi Generational “Inclusion” 
Mind Set for Building Green Field “NMDC Steel Plant”

RCF: Leave Bank – A Unique Social Security Concept .....................................................22

IOCL: Unique HR Intervention for Building a Learning Organization .......................24 
and Improving Business Performance

GAIL: Reimagining HR - New Age workforce ......................................................................28

HPCL: Outstanding Achievement Awards ...........................................................................33 
A Unique Reward & Recognition Scheme

NBCC: Reimagining HR Global Competitiveness & New Age Workforce .................39

NTPC: Employee Engagement in Glasshouse Era .............................................................43 
A NTPC Vindhyachal Next Practice

RSP-SAIL: Saksham - The Dawn of a New Era .....................................................................47

SCI: Fleet Payroll Implementation in SCI ..............................................................................52

WCL: The “Gen-Nxt” Model of Western Coalfields Limited ...........................................62

BCCL: HRP- ILAB: Innovation Lab for HR Practices ............................................................66

BEL: Induction Program for New Recruits at .......................................................................70 
Bharat Electronics Limited, Bangalore Complex

BHEL: Innovative HRD Initiatives for New Age Workforce .............................................73

BHEL: Implementing 3-Box Learning Strategies ...............................................................78

BPCL: Productivity Improvement Measures Start of Staggered Shifts, ....................86 
Double Shifts and Night Shift (1st time in an Oil PSU) Operations at BPCL

BPCL: Management Change in a Powerful Department in BPCL, ..............................90 
Mumbai Refinery

Vol. 36 No. 9  February, 2017



Co
nt

en
ts

Vo
l. 

36
   

 N
o.

 9
  F

eb
ru

ar
y 

20
17

CMPDI: Implementation of the New Online Performance ............................................93 
Management System in CMPDI

CMPDI: Developing Mining Specific Skilled Manpower ................................................95

GAIL: Transforming into a Learning Organization ............................................................97

HCL: Engaging the New Age Workforce by HR Systems Improvement ................ 103

HPCL: Team Building and Inculcating a Culture of Knowledge ............................... 107 
Sharing and Performance

HPCL: PACE-Performance Appreciation Through Capability .................................... 111 
Enhancement: Building Performance Oriented Culture

IOCL: HR Automation at Indian Oil Corporation Ltd. .................................................... 121

IOCL: Capability Building of Human Resource through .............................................. 129 
TPM in Office Set-up

IOCL: Skill Development – Investing in our future...! .................................................... 137

MMTC: Connecting Stakeholders ........................................................................................ 142

NBCC: HR Automation-Project Excellence ........................................................................ 146

NIC: Business Excellence through Learning & Development combined .............. 150 
with a Unique Out of Box HR Initiative (FY 2012 -13 Onwards)

NMDC: Quality Circle - A Pathway on Creativity & Innovation ................................. 155

RCF: Leap towards Gender Equality – A Cultural Shift at RCF ................................... 160

BSP-SAIL: Aap Bhi Janiye ......................................................................................................... 165

MTI-SAIL: Performance Management System – Leverage for Attracting Talent 173

SECI: Building a Performance Oriented Culture ............................................................. 176

IOCL: Training the Tank Truck Crew: Compliance and Beyond - .............................. 178 
The Case of Cochin Terminal, IOCL, Kerala

IOCL: A Unique & Differentiated HR Practice to Ensure Availability of .................. 182 
Skilled Manpower in Workmen Category at each Refinery Location

The Changing Face of Human Resource Management ............................................... 188 
by Garima Agarwal

ADVISORY BOARD
Dr. U.D. Choubey, Director General
S. A. Khan, GGM (Corp. Affairs) 
P. K. Sinha, DGM (HR&CC)
U.K. Dikshit, Adviser (Programmes)
K. N. Dhawan, Adviser (CC) 
& Consulting Editor

EDITOR
Nisha Sharma

PUBLISHER
A. S. Khan

Total Pages : 220 
Annual Subscription: Rs. 500/-  

Price per copy : Rs. 50/-(Payment may be sent by 
DD/Cheque drawn in favour of “Standing Conference of 
Public Enterprises”)

Material published in KALEIDOSCOPE may be 
reproduced with prior permission of the Editor and with 
acknowledgment in the accepted style. 
The views expressed in various articles are that of  the 
authors and not necessarily of SCOPE Management. - Editor

Published and printed at New Delhi by 
A. S. Khan on behalf of Standing Conference of Public 
Enterprises, Core 8,1st Floor, SCOPE Compex, 7 Lodhi 
Road,  New Delhi-110003 
Tel.: 24361495, 24360101 Ext.: 2028, 2029 Fax: 24361371  
E-mail: pr.scope@gmail.com 
at Rave Scan (P) Limited, A-27, Naraina Industrial Area, 
Phase-II, New Delhi - 110028

Designed by Akar Advertising & Marketing (P) Ltd.  
Tel: 011-43700100



5KaleidOscope  February, 2017



6   KaleidOscope  February, 2017



7KaleidOscope  February, 2017



8   KaleidOscope  February, 2017

SCOPE, in continuation of its earlier summits, is organizing the 
International HR Summit 2017 on the theme ‘Re-imagining HR: 
Global Competitiveness and New Age Workforce”. With India’s 
renewed emphasis on globalization, manufacturing, automation 
and skill building, I believe this year’s theme presents a right mix 
of opportunities and challenges for both public and private sector 
organizations. 
The summit aims at showcasing cutting edge HR practices aimed at 
addressing the workforce of tomorrow with emphasis on the naviga-
tion path undertaken by successful organizations amidst increasing 
global competitiveness. Keeping in view the global environment and 
the challenging times, the development of Human Resources has be-
come all the more important. The theme of the summit is appropriate 
to the present times. 
SCOPE is also bringing out a special issue of its monthly magazine 
KALEIDOSCOPE on the same theme and it would prove to be a re-
pository of case studies to highlight the challenges and opportunities 
in front of the organizations as well as the best practices adopted by 
PSEs.I wish the summit every success and am sure that participants & 
organizations would find the summit extremely beneficial.

Ved Prakash

Ved Prakash
Chairman
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Chairman’s 
Desk 
Chairman’s 
Desk 

With increasing globalization, liberalization and mechanization, the business 
scenario across the globe has transformed dramatically.   In the present day 
competitive environment, the organizations need to be more dynamic in 

order to be competitive and to stay ahead of others.  A proactive approach towards 
strategic Human Resource Management can play a major role in driving the perfor-
mance of organizations and to bring in a competitive edge. The need of the hour is to 
make HR policies and systems more and more  innovative in order to keep pace with 
the fast changing and challenging business environment. 

In the present day talent driven market, attracting and retaining talent is a major 
area of concern.  Organizations that cannot employ and retain good talent may find 
themselves lagging behind others in maintaining their brand value.  Since human 
capital is the key differentiating factor for achieving success in a business, there is 
a continuous need to invest in them in order to enhance their competitiveness and 
skills.  This will also lead to their effective engagement and also ensure that a robust 
second line of leadership is in place.  

An equal focus also needs to be given for nurturing right attitude among employ-
ees, because right talent without positive attitude is not of much use for any organi-
zation.  Compassion, empathy and faith in capabilities of employees will raise their 
performance to a higher standard.  Empowerment and motivation will facilitate in 
creating an eco-system where people are willing to take risks and also experiment 
with new ideas. Various motivational methods and innovative tools also need to be 
devised to create a vibrant corporate culture. 

Managing diversity at workplace is extremely important for Human Resource func-
tion.  Every organization has people from diverse educational background, experi-
ence, skills and capabilities. Every individual is unique and can contribute by bring-
ing in a different perspective to the issues of concern.  Moreover, with an increasing 
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percentage of Gen-Y in the organizations, there is need to have attractive HR inter-
ventions to the advantage of the organization.

Public Sector Enterprises (PSEs) have always accorded top priority to human resource 
function and the development of their human capital. Employees have been provid-
ed hospitable environment for continuous learning and development. The proactive 
HR policies followed by the PSEs have also resulted in significant improvement in 
the performance of these companies. With Government of India’s initiatives towards 
skill building, the PSEs also need take suitable measures to provide opportunities for 
the human capital in order to enhance their competency and skills through training, 
conference, seminars, and knowledge sharing workshops. 

SCOPE, after successfully conducting its earlier two International HR Conferences,  is 
organizing the  3rd International HR Summit on the theme “Reimagining HR: Global 
Competitiveness and New Age Workforce” on February 20-21, 2017.  The Summit is 
supported by International Labour Organization (ILO) and a large number of profes-
sionals from Multinational Consultancy Organizations, and also academicians have-
expressed their interest and support.   The Summit will deliberate on a wide array 
of topics which include performance management, leadership competencies, and 
technological innovations and like.        

The Summit would provide professional inputs to the HR practitioners for evolving 
suitable and relevant HR strategies in the rapidly changing business  scenario. As 
in earlier conferences, this year also SCOPE has organized a Case Study Contest to 
showcase innovative HR practices of our PSEs. This issue of KALEIDOSCOPE high-
lights the key HR initiatives of the PSEs which will be of immense value to our readers.

Ved Prakash
Chairman, SCOPE
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Corporate Excellence 
Requires Extra Mile

In an ever changing world, or-
ganizations are facing myriad 
challenges to achieve superior 

performance and sustain a com-
petitive advantage.  One of the 
keys to attain competitive posi-
tion is the ability of the organiza-
tion to differentiate itself from its 
competitors by embracing visible 
and non visible opportunities 
and continue their journey on the 
path of excellence. 
To be globally competitive and 
enhance their competencies and 
at the same time to thrive amidst 
rapid changes, organizations 
are re-orienting their strategies 
to become dynamic and agile. 
However, organizations need to 
go extra mile as excellence and 
perfection do not come by ac-
cident.  Excellence and perfec-
tion follow dynamic mechanism 
that needs refinement on continu-
ous basis.  
Post liberalization period, orga-
nizations faced numerous  chal-
lenges that include: managing 
globalization, managing change, 
managing knowledge workers; 
challenge of leadership, develop-
ment and succession planning; 
managing work force diversity; 
creating a system of corporate 

culture; managing talent; recruit-
ment, training, attrition and; chal-
lenge of employer and employee 
relation.  Moreover, Best practices 
in corporate governance based 
on ethics, transparency, integrity, 
responsibility and accountabil-
ity have become a prerequisite 
for the success of a company and 
above all community develop-
ment especially rural upliftment.
Today, stakeholders have larger 
expectations than merely tradi-
tional way of Best Practices to 
reach Excellence.  For example, 
all shareholders and stakehold-
ers know the way companies 
announce their annual profit 
and loss account, they have the 

impression that companies do 
jugglery of accounting proce-
dure to reflect inflated profit by 
way of showing larger assets and 
of course concealed liabilities.  
Therefore, stakeholders these 
days are not dazzled by the big 
profit numbers but rather are 
looking for intangible elements 
like a brand culture based on eth-
ics, transparency, professionaliza-
tion and culture of its own with 
the best practices of corporate 
governance.  
Stakeholders are looking for 
something like Perfection +; or 
Excellence + and this ‘+’ is nothing 
but “extra mile”.  Time is chang-
ing in such a fast pace that even 

dr. U. d. Choubey
Director General, SCOPE

ARTICLE
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if an organization has to maintain 
its present position, it has to  keep 
innovating its existing proce-
dures, practices, products, servic-
es etc to run very fast.  The stake-
holders would place a company 
in a better position provided it 
gives its customers extra delight-
ment; its suppliers extra happi-
ness; its investors extra willing-
ness to invest; the government 
extra confidence; its community 
extra effort for upliftment; its en-
vironment extra protection and 
its employees extra motivation. 
Adoption of futuristic strategies, 
inducting knowledge manage-
ment, customer centering prod-
uct development, attracting and 
retaining talent, enhancing cost 
competitiveness, are some of 
the ingredients of the organiza-
tional excellence.  McKinsey & 
Company has created the well-
known ‘7-S’ framework that dis-
tinguishes seven components 
in a company’s work culture to 
achieve success that includes 
strategy, structure, systems, staff, 
style, skills, and shared values. 
In the 21st century organizations 
are service driven in nature i.e. 
employee and customer satisfac-
tion remains the two focal areas 
of the company’s strategy. For 
this, there is a need to align the 
performance and aspirations of 
its employees with the expecta-
tions of its stakeholders. 
 It needs to have the knack of 
emerging trends faster than its 
competitors and find ways to in-
spire its employees to bring in-
novation in their work. With the 
increasing employment of young 
workforce, organisations will be 
handling a multi-generational 
workforce which will be driven 
by technology. Duties and func-
tions that have been in use for 

years are now facing the chal-
lenge of finding newer ways to 
engage the millennial. It has been 
observed that just the latest fa-
cilities, technology and monetary 
rewards are not enough to retain 
talent today. Monetary Awards 
do play an important role but the 
effect of the same is short lived.  
On the contrary, feeling of accom-
plishment, fulfilment, and pride 
in being a part of the organiza-
tion journey towards excellence 
would have an ever lasting effect. 
Research in Harvard has indi-
cated traditional way of motivat-
ing employees based on reward, 
recognition, monetary incentives 
are only one part which is termed 
as “extrinsic” motivation where-
as there is equal weightage for 
“intrinsic” motivation for which 
employees are aspiring.  Intrinsic 

motivation is derived from ethi-
cal sense of meaning of life; their 
urge for other people to develop 
keeping social cause as value of 
life.  Extrinsic being extraordi-
nary way of validation whereas 
Intrinsic motivation being ful-
fillment of your inner values for 
which employees are aspiring.  
A clear-cut balance would be re-
quired for overall motivation.  
PSEs have to adopt the balance of 
the two.
In a time when there is a shift-
ing market; stiffening competi-
tion and emerging technology, 
the company’s corporate strat-
egy could obviously require the 
“extra mile”. Therefore, setting 
up direction is more important.  
Aligning people will become 
more important than organizing 
and staffing.  Motivation will be-
come more important than con-
trolling and solving problems.
Likewise,  both adoptive and 
adaptive best practices have be-
come very important.  In adopting 
best practices, it is nothing but to 
follow.  Adaptive culture is more 
important because it requires in-
novation. Obviously, Adaptive 
culture in the organization will 
find more resistance from the 
working people because this role 
may be unfamiliar to them or at 
least familiar to only 20% of com-
pany’s work force which is gener-
ally termed as “gold collar work-
ers” who are in a minority in the 
organization but occupy 80% of 
the new ideas based on innova-
tion.  Also, creating a work en-
viroment where an organisation 
is empathetic to a worker’s 
needs besides just work goals.

Public Sector Enterprises (PSEs) 
who have been trendsetters for 
other industries in the country, 
have also taken unique steps for 

ARTICLE
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or employee and community wel-
fare through a host of social secu-
rity schemes. One such unique 
initiative has been taken by RCF 
Ltd., where for special cases 
where an employee is under pro-
longed medical care and is un-
able to support his/her family be-
cause of a lack of leave reserves, 
the company has introduced the 
unique ‘leave bank’ concept. In 
this scheme, employees who have 
completed at least one year’s ser-
vice in the company can donate 
one day’s leave to the ‘leave bank’ 
and support the effected employ-
ee by allowing his family to draw 
salary in the form of Basic pay, 
DA and HRA. 

Another role that has become im-
portant in an organization is that 
of Risk Management; risk assur-
ance and risk advisory have ad-
vanced control on the shape of 
things which are likely to emerge. 
The Companies Act 2013 em-
phasises the requirement of Risk 
Management Policy for the com-
pany including identification of 
risks which can threaten the ex-
istence of a company. Although 
many organizations have cre-
ated an enabling risk manage-
ment framework, still there is a 
huge scope for creating a value 
driven risk management process 

to support their strategic and 
business decisions.  Developing 
a robust risk governance struc-
ture, creating a risk awareness 
culture, developing effective 
risk management specific skills, 
and organizing skill adequacy 
programmes are essential for 
sustaining and gaining a compet-
itive edge.
For organisations CSR activities 
are a reflection of organization’s 
culture and vision. In the present 
era, where sustainability is the 
key for any organization, CSR is a 
tool through which organizations 
have ensured their existence.  
Corporate history is the witness 
that those who have worked to-
wards community development 
have sustained while others have 
perished.  

Rural Development holds the key 
for sustainability.  PSEs are pride 
of the nation and have been sig-
nificantly contributing for the 
cause of the nation.  They, there-
fore, think of divesting a sub-
stantial part of their CSR fund for 
upliftment of village people and 
identify themselves with 70% of 
the rural population. A slogan 
like “PSEs for rural India” will 
provide a good brand for PSEs. 
One of the ways of achieving this 
can be through the mandatory 
stay for few days in villages for 
PSE employees.
Here also, companies need to go 
extra mile for ensuring transpar-
ency in all their activities i.e. trans-
parency in disclosing information 
on CSR spent, utilization of funds 
etc. This will help in building 
credibility and trust among the 
community and public.  Thus all 
CSR activities by Public Sector, 
Private Sector & NGOs should 
be covered under RTI Act to have 
effective result. Further, social au-
dit of the expenses incurred on 
CSR activity would add to trust 
and brand building. The need of 
the hour is to innovate for a better 
corporate culture based on ethics, 
transparency, integrity, respon-
sibility & accountability. Only 
those will survive who plan to go 
the extra mile.

ARTICLE
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Architecting the Next 
Curve Together
A Case Study on Unleashing the Culture of Multi 
Generational “Inclusion” Mind Set for Building Green 
Field “NMdC Steel Plant”

Dr. Jibitesh Rath, GM (HRD)
B. Durga Vijay Chand, Dy. Manager (HRD)

NMDC Limited is a “Navratna” public sec-
tor company under the Ministry of Steel, 
Government of India, primarily engaged 

in the business of exploring minerals and devel-
oping mines to produce raw materials for the in-
dustry. It is setting up a 3.0 MTPA Green Field 
Integrated Steel Plant at Nagarnar, near Jagdalpur 
in Chhattisgarh State  By the name “NMDC Iron & 
Steel Plant (NISP)”, as part of its expansion, value 
addition and forward integration programme. 

Statement of Problem
The story of NMDC is woven around the dreamy hills 
and the deep jungle land of Bastar in Chhattisgarh, 
known as Dandakaranya from the epic periods. The 
entire area was brought to the mainstream of civili-
zation by the spectacular effort of NMDC by open-
ing–up of mines. Today, Bailadila is a name to reck-
on with in the world iron ore market because of its 
super high grade iron ore. NMDC IRON & STEEL 
Plant (NISP), a new business within NMDC will be 
in operation effective December, 2017. The objective 
of NMDC is to accelerate growth in emerging steel 
markets which will also define the talent agenda for 
the organization. 

Challenges Faced
• Socio economic Milieu of the People Living in and 
around our Steel Plant
• Highly Extremist Influence (Political Disturbance)
• Highly Advanced Technology based Steel Plant 
Setup

People - the biggest differentiator
Public Sector Organizations like “NMDC” are larg-
er collective of Employees and it is the work of the 
employees, which resonates in the Organizational 

Performance. The Relationship between “Great 
Work” and Organization’s Performance is di-
rectly proportional and both these elements are 
Interdependent. NMDC Limited has started its 
steel Business with an aim to Expand and “Make 
it Big”. To become successful in the Steel Business, 
three components are extremely essential: an Idea, a 
team to Execute the Idea, and the capital required to 
make it a reality. Setting up Steel plant in the remote 
corners of the country without much prior experi-
ence was a big challenge. The Top Management of 
the corporation was great visionaries and under-
stood that this can be achieved only through highly 
‘engaged’ workforce. The Biggest Differentiator we 
see is our “People”.  The challenges are: 
• Transforming illiterate farmers/agriculture work-
ers to steelmen numbering around 1000. 
• Imparting necessary basic skills for operation of 
steel plant. 
• Changing life style – Transaction from tribal/rural 
culture to urban industrial life style. 
• Bringing in an element of Organisational 
discipline. 

At present, we have Multi Generational diverse 
work force which is a key ingredient of building 
an ecosystem, which strive to keep our workplace 
as “Inclusive”. Our advantage is we are a youth-
ful organization, reflecting the demographic trend 
of India; employees under the age of 35 years con-
stitute around 58% of the workforce NISP. The 
number of Executive Trainees in the form of new 
joinees in 2014-15 was 140. Around 150 Middle/Sr. 
Level executives are recruited/transferred to man 
various packages/departments during the Project 
Implementation stage.
Therefore, when we deep dive into a Business from 

BHeL
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the Perspective of “People”, it will be revolving 
around re- think of Strategies of the following Four 
Elements: 
• Talent
• Culture
• Leadership
• Learning

Talent
Talent is the fundamental basis of running any 
Green Field steel Plant, its growth and an unfore-
seen challenge. We have looked through the lens 
beyond the traditional paradigms to solve this very 
nontraditional Problem to scale our New Steel plant 
Business and to reach to aspired heights.

Talent Matrix at NISP

Our Talent Strategy is put in place at Our Steel 
Plant as follows
• Picking talent from within the existing resources 
• Talent from outside through Recruitment 
• Retention strategies 

Culture
Progressive Organizations like NMDC are continu-
ously looking for ways to improve its operational 
efficiencies under clearly defined, easily under-
stood and widely embraced strategic imperatives. 
A common thread that can facilitate such dynam-
ic initiatives at NISP is the Presence of a healthy 
cohesive Culture. However, it remains a formi-
dable challenge for NISP, especially, in Public 
Sector environment to sustain set of cherished 
Principles, Values, behaviours, norms that can 
enable effective coalescing of an increasingly 
diverse Workforce (Multi Generational) Workforce 
towards a Common Purpose. 

Culture Building 
Interventions at our NISP
Given the culture transition is a long-term effort; 
NMDC has initially focused on giving impetus and 
set the ground for future culture transition. 
• Conducted Culture Survey 
• Conducted culture sensitization workshops at 
steel Plant to highlight the gaps between ‘As-Is’ and 
‘To-Be’ cultures and need for culture transition
• It also highlighted Steel plant specific issues for 
culture transition and assisted Project Head and  
identified the following  specific initiatives and  
implemented

Change in mind set/outlook
Having a disruptive business environment in Steel 
Industry, which requires a complete shift in mind-
set of the employees and a culture where people are 
encouraged to experiment and try out new things 
to design and develop products and solutions for 
the customers. So, going forward, the most impor-
tant thing on NISP talent agenda is organizational 
culture and to enable the right culture, behaviors, 
systems and processes need to change. 

Created the spirit 
of doing things differently
Over the last 56 years, NMDC has built a strong 
reputation of an organization with significant do-
main depth, process excellence and expertise. 
The challenge now is to leverage depth and 
process excellence as an advantage to ‘go fast’ which 
is an interesting dichotomy to deal with. The focus 
is to create a spirit of doing things differently. The 
reason being: 

S.N. Baby 
Boomers 

GEN-X GEN-Y TOTAL 

Executives 15
(6.32%)

61
(25.73%)

161
(67.93%)

237
(100%)

Employees 7
(3.04%)

89
(38.69%)

134
(58.26%)

230
(100%)

TOTAL 22
(4.71%)

150
(32.11%)

295
(63.16%)

467
(100%)

BHeL
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• Mining and steel making process though related 
and sequential, but operators are entirely different. 
• Development of new steel culture with Excellent 
basic values of NMDC and those of steel industry 
and their culmination. 

To facilitate it, NISP is aimed to use ‘task-forces’ 
which have been created around ‘packages’ that 
are critical for the Steel business. These task forces 
haven’t been orchestrated based on any band or 
levels, neither is there any hierarchy. This approach 
helped in solving critical business problems, en-
courage a horizontal approach to problem-solving 
and ensured diversity of people and ideas.
The other experiment NISP is running is to refrain 
from appointing heads of functions; instead, create 
a ‘network of people’ lead by “Package In charge” 
who will have the overall ownership of the func-
tion. This is also a demonstration of creating a struc-
ture which role models the behavior one is trying to 
drive in the organization – Teamwork. 

Initiative of “Manage the Energy: 
Live, Breath and Embody where 
and how to Lead”
Energy is very crucial in the success of Green Field 
projects like NISP. Executives of all the Generations 
are key stake holders of this initiative. 

Ingredients
• Shared View
• Clarity
• Commitment
“Exothermic” – is the Initiative and aspirations that 
Generated energy, created excitement, commitment 
and action among all work force @NISP.

Productive Dialogue: 
Challenge, Debate, Decide
In the context of Greenfield environment, we 
have created the “Working Groups” –collection of 
Individuals who are accountable for their own tech-
nological package or unit and meetings occasion-
ally to share their contributions. Created conducive 
environment that promotes enabling a continuous, 
two-way dialogue with employees using multiple 
channels like Regular meetings, informal conversa-
tions and platforms, where people feel free to tell 
the senior leadership team what is working and 
what is not. 

Built the “Blended Teams”
As the NISP is having 68 % of young Executives in 
its work force who are Millennial Generation, this 
Initiative of “Blended Team” comprised Senior Ma-
nagement Members who would be Mentors, pro-
tective from erosion in the Organization Values and 
Young members of Workforce who are enthusias-
tic, agile and swift as to overcome interconnected 
Transitional Challenges. 

Retaining the Retainers: 
Keeping the Old Guard Engaged 
and Motivated
The Big Question in our NMDC Steel Plant was 
regarding the Productive role of Old guards in the 
new scheme of things. Trustworthiness of People 
is critical Resource of our Business. Retaining the 
Talented Old Guards who remain as the pillars of 
the Organizations and identify and nurture tal-
ents of capable and Trust Worthy people through 
a number of structured and unstructured mecha-
nism including competency mapping and capac-
ity enhancement. Even Retired Top Management 
Personnel in Steel Plant engaged as “Advisers”.

Some of the Ingredients of our success:
• Effective Communication
• Respecting Old Guards (Sometimes Publicly) 
– who are stewards and tap their wisdom to de-
termine implications of specific decisions on the 
Organization.
• Facilitating new Learning Opportunities; encour-
aging those interested to upgrade their skills
• Rehabilitating those who cannot cope up in re-
spectable ways.

Finally at NISP, we are successful in recognizing the 
need to retain committed and capable people who 
understand our DNA and Build on our Existing 
Strengths.

Leadership

Leadership Capability Development @ NISP
To work towards developing leadership pipeline, 
“Project Navchetana” - a “Leadership Development 
Program” which has been introduced for senior ex-
ecutives in E7, E8 and E9 grades. The basic objec-
tive of conducting these Development centres was 
to identify the development needs of the senior 
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executives so as to develop and 
roll out individual development 
plans aimed towards bridging 
those development gaps

NMDC has identified compe-
tency-led Leadership Capability 
Development as a basis for 
Succession Planning for develop-
ment of its senior executives to 
occupy key positions based on 
their performance and potential.

The detailed Frame work is as 
follows:
• Vision Setting through execu-
tive visioning 
• Creating Behavioural Compe-
tency Model for NMDC
• Competency Mapping Exercise 
for executives (ED, GM/JGM 
levels) based on the NMDC be-
havioural competency model, 
through ADC.

• Conducting Assessment Centre 
exercise 
• Reporting and Analysis of 
the results with the objective of 
Succession Planning

Behavioral Competency 
Model for NMDC
The following is the proposed be-
havioural competency model for 
NMDC with 10 competencies. 

Bhavishya Nirman – An Hi Po Initiative @ NISP
High Potential Executives (HIPO) is a compe-
tency based Leadership Capability development 
program aimed at identifying and developing the 
High-Potential individuals in an organization to 
make them future ready for handling leadership 
roles.ADC exercise is pivotal to HIPO program 
which may also include development interventions 
aligned to the results of ADCs covering Middle lev-
el Executives ( E-5 / E-6).

• Designed a ‘Framework of Criteria’ for short list-
ing of employees and identification of HIPOs

• IDP Preparation 
• Coaching-Developing leaders as coaches; 
Faci-litate coaching 
• Classroom Training on competency development 
by addressing relevant learning needs. 
• Action Learning Projects (ALPs) 
• Multi-Stakeholder Feedback process. 
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Learning
People are Integral. Skills are paramount. And 
Irrespective of whether company is green Field or 
established, managing talent, upgrading their skills 
and training them is the most important thing for 
Organizations like NMDC. This made our “Learning 
and Development” at the Core of our Steel Business. 
Today, the work place at our green field steel plant 
has evolved and expanded to accommodate differ-
ent generations – from Baby Boomers to Gen X to 
the ever- increasing Millennials. Specifically, in our 
NISP, the generation gap is very evident and is often 
exacerbated when it comes to technological know-
how, Leadership Styles, business etiquette or even 
dressing norms. 

Created Learning Eco System with 
“Multi Generational Inclusivity” @ NMDC

With technology and innovation disrupting the 
businesses  of Steel Industry today, a cohesive learn-
ing ecosystem within organizations, which not only 
facilitates and makes learning available but also 
motivates individuals to learn constantly for the 
organization’s success, is fast becoming indispens-
able. However, today at Our NISP, there is a trans-
formation in the way learning at workplace is seen 
– learning @ NISP is seen to be no longer just about 
training and development sessions anymore. The 
linear and prescribed forms of learning constructs 
no longer resonate with the millennial workforce 
generation. Hence, we have adopted a more prag-
matic and flexible approach towards learning needs 
of steel Plant and accommodated different genera-
tional learning styles.
In order to build a sustainable learning ecosystem 
at NISP, the Multi Generational Learning Initiatives 
have implemented as to shift the Mindset of the em-
ployees through triggering and allowing genuine 
interest to emerge from their end.

Composition: A Compelling 
“Learning Value Proposition” at NISP

Analyzed the Workplace needs at NISP through skill 
gap assessment for all Executives and Workmen. 
On the Identification of the Training needs at our 
NISP, crafted a learning blueprint with the help 
of Technical Heads. As the employee pool con-
tains people of all ages at NISP, we have designed 
learning activities similarly diverse. Incorporated 

relevant adult Learning Principles in the best pos-
sible manner and in keeping interventions practical 
and scalable. Ensured “Diverse Compatibility”.

Learning Journey of TOP 
Management Executives (Baby Boomers)

9 Senior Management Executives of NMDC Iron 
& Steel Plant were sent to International Technical 
conferences during 2015 such as European Steel 
Technology and Application Days (ESTAD-2015), 
etc with a view to acquire and understand ad-
vanced technologies in steel and mining sector and 
to improve their skill proficiency in-line with the 
Advanced nations.

Harnessing the Potential of 
Demographic Dividend

To get the most out of a Nagarnar’s Demographic 
Dividend, it is important to look at the skills sce-
nario available in NISP. The objectives are: 

• Creating a Knowledge Bank 

• Identifying HR aspects which are potential risks 
or likely pit falls 

• Inclusive Growth 

NMDC acquired around 2000 acres of land at 
Nagarnar, District Bastar, Chhattisgarh for setting 
up of 3 MTPA Integrated Steel Plant. The required 
land has been acquired in phases. In order to en-
sure gainful utilization of the land losers at NISP, 
Nagarnar, “Customized Training Scheme” has been 
designed to train 711 land losers in different func-
tions involved in Steel manufacturing process as 
well as maintenance, so that they will be converted 
into productive work force for NISP, Nagarnar. 

“Carving Niche” Learning Journey with Multi 
Generational Inclusivity @NISP
For executing the above “Customized rigorous 
Training and Development program”, land losers 
are clustered into three (03) groups such as:
(A) Below Class Xth, (B) Above Class Xth & (C) ITI. 

S. N. Below  
X  

X and 
Above 

ITI/
Diploma 

TOTAL 

Land 
losers 

543 155 13 711 
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Conclusion
The primary objective is to create an environment that supports  unleashing the culture of Multi 
Generational “Inclusion” mind set for building Green field “NMDC Steel Plant” that brings together 
Executives and Workmen of Different Generations and how they can be managed from a “People” 
perspective. Our Approach adopted is “Different strokes for Different Folks”. 
In conclusion, as NMDC Limited turn more toward people to create a competitive advantage, it is im-
portant to remember that the sustainability of these initiatives has helped us in Progress of Building 
Green Field Steel Plant @NMDC. Hopefully this focus will offer greater understanding of the impor-
tance of people in today’s organizations.

Business Impact
• Resulted in Bringing down the resentment among 
land losers and increased Skill Proficiency of Land 
losers for their Gainful Utilization in steel Plant.
• It also brought down the cases of frequent work 
disruption at Project site.
• Helped in building an environment of trust and 
confidence between NMDC and Project affected 
community.

Comprehensive Learning 
Journey of the Millennial Executives
NMDC limited has imparted Specialized Training 
in steel Technology/ Steel Making in the Steel 
Plants of RINL and SAIL, who are pioneers in the 
steel industry for all its 150 Executive Trainees for 
the duration of 36 weeks/35 weeks. On completion 
of the said Training, NMDC has posted all those 
Executive Trainees in NISP Steel Plant as to lead the 
Production as “Change Agents”

“Inclusive” Learning Journey 
(Baby Boomers, Gen X and Millennial)

Package In charges, Most of the  Executives and 
Non-Executives Working in NISP are also sent for 
Training with OEMs for getting acquainted with 
the Technical Know – how of the Equipments be-
ing used in our Steel Plant and as to Understand 
Advances in steel technology.

Learning Eco System @ NISP
The residential learning programs are also designed 
to address some of the core issues @ NISP: 

• “Excitement of learning” Expose them to technol-
ogy and meaning of business to help them navigate 
and explore their new world

• “Understanding systems, solving problems and 
ability to articulate” – to Build an Engineering 
Mindset as the foundation to become an expert in 
the future 

• “Quality of courseware, faculty” Create a project 
environment where learning comes with the work 
assigned

• “Diverse background and deficits” 

• “Collaboration between industry and academia”.

S. N. Category Elemen-tary Theore-tical Practical
(Workshop)

OJT in steel 
lants

TOTAL

1 Below X 2 months 2 Months 2 Months 6 Months 12 Months 

2 X and Above NIL 2Months 4 Months 6 Months 12 Months 

3 ITI/ Diploma NIL 2 Months 4 Months 6 Months 12 Months 
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Leave Bank – 
A Unique Social 
Security Concept

Today, despite the trauma of her husband not re-
sponding to treatment and the burdens of day-to-
day expenses – especially for the education of her 
daughter, the employee’s wife can afford to smile. 
Thanks to the ‘Leave Bank’ scheme of the company.

How does this scheme work?
• Employees who have completed at least one 
year’s service can donate one day’s leave to the 
‘leave bank’. 

• Taking into account the fact that 3,677 eligible 
employees in the company consented to participate 
under the scheme, a leave reservoir of 3,677 has 
been created. 

• In financial terms this means more than 10 years 
of salary.

Criteria to be fulfilled for drawing Leaves 
from Leave Banks Employees should 
• Have exhausted all available leaves due to a seri-
ous and prolonged medical condition, 
• Should Possess a good working record, includ-
ing past attendance, discipline and performance. 
Employees who have poor performance or punctu-
ality rating or have faced disciplinary action in the 
preceding year cannot avail this facility.

Benefits to the Employee 
availing Leaves from Leave Bank
• The leave made available to Mahesh now allows 
his family to draw salary in the form of Basic pay, 
DA and HRA.
• Moreover, monthly recoveries are made for con-
tributions to PF, Group Savings Linked Insurance 
Scheme, pension etc.
• Provision for the family’s future needs.

Rashtriya Chemicals And Fertilizers Limited, 
a ‘Mini-Ratna’ PSU, is one of the premier 
fertilizers companies in the country. 

The company has churned out profits consistent-
ly, not compromising on safety, environmental 
degradation or employee and community welfare 
though. 

Over and above an excellent salary revision, out-
standing residential, recreational and medical fa-
cilities, employees have a host of social security 
schemes to look after them and their families. 

Finding a lacuna under circumstances where an 
employee is under prolonged medical care and is 
unable to support his/her family because of a lack of 
leave reserves, the company introduced the unique 
‘leave bank’ concept recently,  Here’s how -

Eighteen months ago, Mahesh - one of our dedi-
cated and enterprising employees met with a near 
fatal accident on the highway - a stone’s throw away 
from our corporate office. This mishap would nor-
mally have spelt disaster for his young wife and col-
lege going daughter. Not at RCF though. Over and 
above expert medical care for the employee, who 
lies comatose, the company has made sure that his 
family does not suffer for want of finance.

What helped his family tide over the adverse 
circumstances, and still continues to do so, is a 
unique concept called ‘leave banking’, recently in-
troduced by our company. Under this scheme, any 
employee who is incapable of attending to his/her 
duties due to a prolonged illness or disability, and 
has exhausted his/her own leave balance, is allowed 
to draw and utilise leave that is ‘banked’ by other 
employees of the company. Mahesh, whose leave 
resources had dried out, would in normal circum-
stances have gone without pay. His family would 
thus be in dire straits.

Sanjeev Doshi, Chief Manager (HRD) 
Ashwin Kamble, Manager (HR)

CASE STUDY CONTEST 
OF SCOPE INTERNATIONAL 

HR SUMMIT 2017

Winner of

on “Reimagining HR:
Global Competitiveness

and New Age Workforce”



23KaleidOscope  February, 2017 23KaleidOscope  February, 2017

BHeL
cAse sTUDY

RCF
CASE STUDY

The Scheme is Solace to Employees
The case of Mahesh is not the only solitary case. So 
far there have been seven other family of employees 
who have been beneficiaries under this scheme and 
the total leave credited to such employees amounts 
to around 4785 i.e. more than thirteen years of 
man-days. 

RCF unites to bind employees 

RCF, through the introduction of this unique scheme, 
has not only provided solace to a family trauma-
tized by an accident to its only earning member, but 
has also derived a tremendous amount of goodwill 

Nothing…. except an open mind, a desire to see ev-
ery employee and his/her family happy and healthy, 
and a concern for their future security.

in the process. Employees who have donated only 
one day’s leave to the scheme are satisfied that they 
have contributed to the welfare of a fellow em-
ployee’s family. Further, employees now know that 
under such unforeseen circumstances their families 
too will be looked after by the company. 

What has the company 
really contributed to the scheme? 

Leave Bank Policy
The Leave Bank Policy includes the following 
contents:
• Purpose
• Definitions: Regular Employee Serious and 
Prolonged Medical Condition 
• Scope
• Policy Statement
Establishment of leave bank program. 
Leave Management

Benefit of Leave from the Leave Bank 
The procedural aspect of maintaining the track of 
the Leave Bank transactions

• Eligibility
• Leave donation
Types of Leave That Can Be Donated:

• Requesting leave from the company’s leave 
bank
• Reconsideration of a denial of donated leave or 
leave from the leave bank
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Unique HR Intervention for 
Building a Learning Organization 
and Improving Business Performance

Vikas Saraswat, Sr. Manager (MS), PL HO Noida
Sudhanshu Wadhwa, Dy. Manager (MS), PL HO Noida

Figure - 1:
Flow of Instructions and Ideas (Historically Unidirectional)

At IndianOil’s Pipelines Division, a unique 
HR intervention was made that will create 
an impact for generations to come. From a 

top-down decision communication to a bottom-up 
idea capitalization, the Division is witnessing a cul-
tural and mind-set shift in the fundamental ways 
of working of people. With the mature leadership 
and the young millennials fast becoming part of 
the same workforce, the biggest challenge for our 
team is to bridge the cultural gap where the usual 
established process required leadership decisions 
to be driven top-down vis-a-vis engaging younger 
generation through free flow of ideas from them. 
Through this initiative, the leadership has shown 
keen eagerness to learn, and at the same time the 
ground level executives are no more just the foot 
soldiers but are seen as thought-partners in running 
the business most efficiently.

Company Overview
IndianOil accounts for nearly half of India’s petro-
leum products market share, 35% national refin-
ing capacity and 71% downstream sector pipelines 
through capacity. The Corporation’s cross-country 
pipelines network spans about 12,256 km. With 
a throughput capacity of 89.5 MMTPA (Million 
Metric Tonne Per Annum) for crude oil and petro-
leum products and 9.5 MMSCMD (Million Metric 
Standard Cubic Meter Per Day) for gas, this network 
meets the vital energy needs of the consumers in 
an efficient, economical and environment-friendly 
manner. To further strengthen the existing network 
of cross-country pipelines, there are 21 projects 
under implementation with approved cost of Rs 
19,739 crore. With commissioning of these projects 
pipelines network is set to increase to 20,000 km. 

The Legacy till Now
IndianOil marked its presence in cross-country 
pipelines industry more than 50 years back with 
commissioning of Guwahati-Siliguri Pipeline in 
1964 and today around 44% of pipelines network 
is more than 35 years old. With ageing infrastruc-
ture on one hand and ambitious plan of commis-
sioning of new projects on the other, IndianOil’s 
Pipelines Division is faced with myriads of chal-
lenges which need to be overcome to continue the 
growth story. Traditionally, these challenges are ad-
dressed through distinct modus operandi derived 
after in depth analysis of the issues and discussions 
by senior management. Subsequently, the decisions 
are communicated in a top-down flow from Senior 
Management to Middle Management and there-
after to Junior Level executives who are normally 
asked to execute the decisions at site.
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Careful analysis of this model makes it evident that 
the traditional approach tends to make decision 
makers different from executors. A lot was some-
times lost in translation and there was often limited 
buy-in of the executors i.e. the Lower Management 
because they felt disengaged in the decision making 
process. Making executers to own the ideas in this 
scenario is also not ab-initio. 
With planned expansion of Pipelines network, new 
officers are joining the Division. Today maximum 
employees (to the extent of 40 percent) are in the 
age group of 20-30 years and average age has come 
down to 37 years. Young executive in the organisa-
tion bringing with them new vigour and expecta-
tions are not satisfied with merely being the foot 
soldier on ground.

Unique HR Intervention for Building a 
Learning Organization and Improving 
Business Performance
The changing employee matrix was analysed and 
it was found that it is utmost crucial to make 
young officers feel proud of the system. This was 
required to increase the executives’ motivation, 
engagement and loyalty level to the organisation. 
At the same time, this was intended to bring more 
agility and adaptability in the decision-making 
process. To address the issue, a unique interven-
tion was initiated by Pipelines Division HR team 
to establish a learning culture in the Division by 
employee engagement from bottom to top thereby 
making the tactical as well as managerial decisions 
more inclusive. 
The process started with identification of organ-
isational challenges. Upon brainstorming with 
different functionaries of Pipelines Division, or-
ganisational challenges were identified in differ-
ent domains i.e. Operations, Maintenance, Projects, 
Finance and HR domain. The challenges identified 
were the real time concerns for the organisation in 
each domain. For instance, Time over run in proj-
ects execution, GST implementation, Quality con-
cerns in transportation through pipeline with strict-
er Bharat Stage (BS) emission norms, Minimising 
human intervention during crude oil tanks main-
tenance, making hardship postings attractive to 
employees, etc. The answer to these challenges 
required innovation and out-of-box solution; how-
ever, to replace the existing system when it is work-
ing well by a new system for greater effectiveness is 
always a daunting task. 

To break the traditional approach of top-to-bottom 
(i.e. idea flowing from top to bottom in hierarchy), 
unique methodology was adopted in the Division, 
wherein ideas and solutions were made to flow 
from bottom to top. It was analysed that presently 
more than 60% of officers strength is in junior (A-B) 
management grade [1]. Apart from numbers, junior 
officers are also the ones working directly in field/
construction/maintenance sites and operation con-
trol rooms. Hence these officers are better aware of 
real time scenario and intricacies involved. Further, 
the uniqueness quotient of ideas also tend to be high 
in junior level because they often have tried creative 
workarounds to solve any issue but hardly get a fo-
rum to discuss or share the same with others. 
As a unique intervention for employee’s engage-
ment and simultaneously to capture the freshness 
and vibrancy of new age workforce, young execu-
tives were provoked to think over the given top-
ics and come up with innovative ideas. A contest 
“BEST” (Budding Executive Search for Talent) was 
organised in this regard inviting idea papers pro-
posing detailed solutions from young executives. 
The contest was driven directly under guidance of 
Top Management. To further captivate the young 
executives and motivate them for participation, 
all the new-age tools of publicity were used such 
as WhatsApp groups, Facebook posts, customized 
mails, personal messages, posters, pop ups on in-
tranet [2] etc. The Station Head and Departmental 
heads were also made part of the regime to moti-
vate young executives for participation in the con-
test. In fact this was the first time new-age digital 
tools were used to establish direct communication 
links between leadership and young executives. 
The exercise proved to be extremely fruitful and 
overwhelming participation of 252 entries from 377 
officers were received i.e. over 30% of the target 
employees directly participated in the contest. To 
ensure transparency in the evaluation process, two 
different Departmental Heads of concerned fields 
independently evaluated the entries through blind 
review process i.e. names of people who submitted 
the entries were masked. The quality of inputs and 
ideas received from young executives were found 
to be extremely encouraging. Based on the review 
by evaluators, top 10 entries in technical field and 
5 each in HR and Finance field were identified for 
presentation before Functional Heads. The contest 
became a buzz in the organization where every-
body was talking about it and felt engaged in one 
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Figure - 2: Model for improving Business Performance by Employee Engagement 

way or another. People teamed up with others and 
came to meet others who they never knew earlier. 
Free exchange of ideas could be seen among young 
executives which is a sign of a healthy organisation 
environment. The process in itself has improved 
employee engagement level and has started culture 
of learning and sharing in the Division. The process 
deliberated till now focused on young executives 
engagement, their learning and simultaneous cap-
turing of innovativeness of approach.  
Next stage of the process was unique wherein a 
workshop of middle level executives was concep-
tualized, planned and conducted to further build 
upon the unique ideas incubated through this pro-
cess. This workshop had core teams in each domain 
i.e. Operations, Maintenance, Projects, Finance and 
HR. The members in each core team were experi-
enced middle level officers working in relevant field 
at site offices / locations and were in good position 

to assess the feasibility of implementation of the 
ideas. Each such core team was being facilitated 
by senior executives who were also the evaluators 
of the entries received in the contest. The aim of 
workshop was to brainstorm for arriving at imple-
mentation strategy of these ideas. This approach 
allowed cross nurturing of ideas and complete de-
liberation for road map of implementation of ideas 
found feasible. At the end of workshop each core 
team prepared the road map for implementation 
of ideas generated from young executives. Major 
thrust of second stage i.e. workshop was to prepare 
pathway for implementation of ideas at site. These 
workshops have been so well received that some of 
the young executives were heard comparing these 
workshops to an entrepreneurial idea being pitched 
to a Venture Capitalist. Thus our efforts to create a 
culture of mutual learning could be seen making a 
difference in the way people are thinking.

Outcome 
The unique bottom-up idea flow alongside top-down encouragement has helped in bringing all clusters of 
officers in synchronisation towards solution finding approach to organisational challenges. Approach could 
be found to be shifting towards being proactive trouble shooter than reactive problem solvers. The special 
thrust on young executives has improved their engagement level. The process has also acted as catalyst for 
diverting young executives’ attention towards organisation as a whole. IndianOil Pipelines division has 
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spread over 85 geographical locations and officers 
are posted in these installations performing struc-
tured / unstructured assigned jobs; this exercise has 
made them feel part of the system and that their ef-
forts were being recognised. The quality of inputs 
has also been of great help for new role assignment 
to these officers as the contest has provided the incli-
nation and knack of individual officers to particular 
field. Hence, another significant achievement is 
that the division has a better outlook to identify 
talent and also meet the job assignment with indi-
vidual interests which will again improve the job 
satisfaction level.
The second phase of the process i.e. workshop has 
allowed for better deliberation on identified chal-
lenges by experienced executives and has also in-
creased the ambit and acceptance level of new ideas 
generated through first phase. The ideas generated 
are very promising and are being considered for 
implementation like the technological interventions 
for crude oil tank maintenance by using Robots, 
using special type of separators in multiproduct 
pipelines to minimise interface, innovative steps to 
make hardship posting attractive like social engage-
ment programs, recognition procedures etc. The 
key takeaways of the process were compiled for cir-
culation to all the sites, regional and construction 
offices for frequent reference.

Apart from direct benefits in dealing with new age 
workforce the two phase process had also embarked 
the culture of building a learning organization. 

To capture the efficacy of whole process, recently an 
online survey was conducted and survey results in-
dicate improvement in employee engagement level 
and in building a learning organization. Overall, 
the process had received great response with qual-
ity analysis of the issues and considering the ben-
efits garnered in the exercise, it has been planned to 
keep the event as an annual exercise for employee 
engagement, motivation, talent identification, rec-
ognition and simultaneously promoting the learn-
ing culture in the Division.

Figure - 3: Complete Process Cycle

Appendix

[1] Grade System of Executives in 
Indian Oil Corporation Limited, Pipelines Division

Grade Designation Management Cluster

J Director Top Management

I Executive Director Senior Management

H General Manager

G Deputy General Manager

F Chief Manager Middle Management

E Senior Manager

D Manager

C Deputy Manager Junior Management

B Assistant Manager

A Officer

[2] Sample posters displayed at all locations
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Reimagining HR -
New Age Workforce 

Apoorva, Executive Trainee (HR)
Shivam Khazanchi,Executive Trainee (HR) 

Anish Gupta,Executive Trainee (HR)

The GAIL workforce
Since its inception in 1984, GAIL witnessed a dedi-
cated workforce ready to challenge the norms 
and find their purpose in establishing a company 
from scratch which would lead to GAIL being in-
ducted as one of the seven Maharatna Public Sector 
Undertakings (PSUs) and the youngest PSU to be 
accorded Maharatna status and India’s largest 
Natural Gas Company in a short span of 30 years. 
GAIL, having started as a Gas Transmission 
Company during the late eighties, has grown or-
ganically by building a large network of Natural 
Gas pipelines covering over 11,000 km; two LPG 
Pipelines covering  more than 2,000 km; six Gas 
Processing plants for production of LPG and other 
liquid hydrocarbons, with a combined production 
capacity of 1.39 MMTPA, and a gas based integrat-
ed petrochemical plant of capacity 410,000 TPA of 
polymer, which is further being expanded to in-
stalled capacity of 810,000 TPA.
A majority of employee have been with the com-
pany through various ups and down. The same 
set of people who were at the forefront; are now 
at last leg of their journey with the company. What 
lies ahead is a major HR challenge and test of their 
foresightedness.

Why it matters
When GAIL came into being, the employees who 
chose GAIL were drivers of the business. They 
laid out the stones and helped in commissioning 
of various important revenue-generating projects. 
These employees now are occupying important 
strategic positions at GAIL with majority of them 
nearing their superannuation age limit possibly in 
next 5 years. The challenge it creates for HR is many 
fold. These sections of people have been at helm of 

GAIL’s business for years now. Their exit will leave 
a gap in the knowledge and experience. Also the 
positions left vacant are critical roles which will be 
crucial for GAIL’s way forward in the coming years. 
Who will take the places of these retirees? As 
directorships and other senior positions become 
vacant, staff in the middle echelons is likely to move 
up, creating vacancies at middle-management 
levels. The problem is also an increasing number 
of E2 level employees leaving organization with-
in few years of joining. As a company that firmly 
believes in ownership and hopes to create inter-
nal leaders eventually, such early dissociation 
will have a negative impact on the existing work-
force at middle levels. It is not just a matter of how 
to recruit new positions or how to retain incum-
bents generally; it is a matter of repopulating the 
GAIL’s leadership.
The retirement will affect the next two R’s 
Recruitment and Retention. In view of the high 
number of retiring top officials, decision-makers 
need to be aware of the foreseeable supply of de-
serving candidates (internally and externally) to 
meet a growing demand. To assess the growing ex-
odus at lower levels, HR also needs to understand 
the woes and wishes of ‘best and brightest’. 
Because of the high number of retirements, it will 
not be enough to recruit more people into the pro-
fession. Decision-makers must also formulate poli-
cies, develop workplace environments, and struc-
ture jobs in ways that encourage those already in 
the profession not to abandon it, whether to early 
retirement or to another profession that they per-
ceive to be more lucrative or fulfilling. All these 
pose a monumental challenge for HR to plan a 
proper succession planning, come up with proper 
retention strategies and have a proper manpower 
planning to tackle any needs arising in future.
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The way forward
With the next few years, set to be challenging 
for GAIL with new businesses and ventures 
coming up, a strong and dedicated workforce 
will be the key to deciding its success. The man-
power requirement will shoot up but its’ impor-
tant to have a proper system in place to analyze 
the requirements based on past trends. Eyeballing 
the data and coming up with a rough estimate will 
not do justice to criticality of situation. GAIL is at 
one of the tipping point of its business journey, 
choosing the right people and right number is es-
sential. With this in mind, GAIL understands the 
importance of venturing into HR analytics to back 
the hiring numbers and create a possibility of least 
error in demand estimates. HR analytics is needed 
to create ad- -hoc workforce plans to assess future 
gaps in talent and evaluate scenarios based on 
supply- -and- -demand forecasts. A majority of the 
challenges can be handled by proper forecasting of 
manpower needs across various departments, loca-
tions and grades. 

Descriptive Data Analysis

Count of Employees Retiring in next 5 years from 
various Sub-groups (Executives)
On taking a cursory look, it becomes evident from 
the data and graph, depicting the exiting employ-
ees as percentage of total employees in the orga-
nization that the need for proper succession plan-
ning for higher levels is immediate. The positions 
demand high degree of professional competency 
which needs to be cultured in employees a level be-
low, to help them prepare for their future roles and 
also provide GAIL with capable and ample number 
of options to choose from.

Count of Employees Retiring in next 5 years from 
Different departments (Executives)
Out of the total retiring employees, segregation, 
done on the basis of departments reveal the ar-
eas where maximum vacancies will be created in 
the coming years. Firstly, departments with em-
ployee count higher than 50 were selected. Out of 
16 such departments with combined manpower 
of 205 retiring employees, Human Resources, 
Contract & Procurement, Marketing, Gailtel, 
Finance&Accounts have the highest percentage of 
superannuating employees.
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With the departments, having lower than 50 count 
of employees, combines manpower of 88 retiring 
employees, few of the departments stand out like 
RTI Cell, Coordination & OL, GM Cell, CVO Office, 
TQMwith lower employee count and higher retir-
ing count.
This data point helps in identifying the departments 
where higher exodus will happen.

Count of employees (as%) retiring from 
each location (Executives)
Of all work locations having employee count 
of more than 59 employees, Delhi-Corporate, 
Gandhar, Noida, Vaghodia have larger proportions 
of employees due to leave in next 5 years.

However, there are smaller work-locations that 
need to be focused upon as the percentage of the 
overall is quite high.

The above analysis of data reveals the areas of ut-
most importance with respect to pending vacancies 
in the near future, owing to high number of super-
annuating employees. With the above numbers it 
becomes easy to anticipate the grades, locations and 
departments which need to be focused upon. The 
broad action points deduced from these are-
• Succession planning for higher levels (E6, E7, E8, 
E9) • Right placement of employees to avoid any 
vacuum at any location • Transferring and Rec-
ruiting in right department (Human Resources, 
Contract & Procurement, Marketing, Gailtel, Fina-
nce &Accounts)to maintain the manpower supply 
with growing demand and counter the exodus of 
superannuating employees.

Predictive Data Analysis
In order for effective and accurate manpower plan-
ning it is important to have a look at the past hir-
ing and exit trends. By looking at the Master data of 
employees joined from the year 2007, a trend in exit 
emerges. Of all the employees who exit, after join-
ing in any particular year, do so in the first 5 years 
i.e. around 90% of the employees who are planning 
to leave the organization will do so within 5 years 
of their joining.

Year Joined 
(X)

Active Withdrawn 
till date

Withdrawn in 
first 5 years(Y)

% age

2007 124 100 24 20 83.333333

2008 117 99 18 18 100

2009 243 170 73 61 83.561644

2010 176 129 47 44 93.617021

2011 163 114 49 49 100

2012 169 135 34

2013 123 85 38

2014 294 268 26

2015 143 141 2

2016 162 148 14
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From the above table, it becomes evident that most people have resigned within the first 5 years of their 
service at GAIL.
To understand whether the no. of exits has any relation with the no. of employees who joined, a regres-
sion test was run with Joined employees as Independent variable(X) and Withdrawn employees in first 5 
years as dependent(Y). The regression test was run for time period 2007-2011. The results showed a high 
dependence with-

Using the regression coefficient derived, it was applied in the regression formula, y= mx + c, where y is no. 
of withdrawn employees, x is no. of joined employees. Applying this formula on the time period 2012-2016, 
reveals the number of employees expected to leave in the coming 5 years’time-period. 

R
square

Intercept
C 

X
Coefficient

P
value

0.870838906 -18.71231802 0.34697642 0.02
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Conclusion
• 19% of the employees who joined after 2007 have resigned till date
• 23% of the executives who joined after 2007 have resigned till date
• Resignation rate of both total employees and executives is expected to increase to 26% by 2021
• Total vacancy expected to be created by 2021 is 343 (Retiring) + 116 (Resigning) = 459
• Vacancy in executive cadre expected by 2021 is 301 (Retiring) +  50  (Resigning) =  351

since 
2007

Execu-
tives

% Total 
(Ex + 

Non Ex)

%

Joined 1291 1714  

Left 292 22.61812548 325 18.96149358

Since 
2012

Execu-
tives

% Total (Ex + 
Non Ex)

%

Joined 621  891  

Left 107 17.23027375 114 12.79461279

Likely to leave 50  116  

Total  likely 
to leave by 
2021

157 25.28180354 230 25.81369248
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Suggestions
With more number of generation Y and Z employ-
ees joining the organization it can be seen that it 
will become increasingly difficult to retain the tal-
ent. Resignation rate is expected to shoot up in the 
coming five years. Therefore it is becoming neces-
sary for public sector enterprises to undergo a cul-
tural transformation so that the new recruits can be 
retained. The first step towards that is building a 
good employer brand. The way you market your-
self as an employer to potential employees affects 
whether they want to work for you or not.
Some of the best employer branding practices by 
organizations across sectors is given below-
• Adobe launched a Twitter hashtag, # Adobe Life 
encouraging employees to share their stories on 
what makes Adobe a best in class company. Prior 
to launching their campaign, Adobe conducted em-
ployee social media training called “Social Shift.”
• Deloitte conducts “Maverick” a national level 
case study competition. Maverick Season IV had 
over 2,000 shortlisted teams participating, which in 
itself is a testimony to the success and reception of 
the program by the student community.

Apart from the main business solutions chal-
lenge, three additional competitions were held on 
the sidelines of Maverick. The ‘War of Bands’ saw 
bands from various schools pit their musical skills 
against each other. ‘Be the One’ – a unique contest 
where students shared their personal story of suc-
cesses/ achievements that helped shape them into 
the person they are, saw several participants step 
up and share their stories. ‘Roll the Reel’ was the 
third contest aimed at providing students with the 
opportunity to unleash their creative skills leverag-
ing videos and new-age motion graphics, to depict 
their idea of an ideal place to work at.
Therefore, with the shifting scenario in workforce 
dynamics it is important to catch the attention of the 

new workforce by building campus relations and 
showcasing why our organization is a great com-
pany to work for.

Glossary
• Generation Y: Generation born in 1980s 
and early 1990s

• Generation Z: Generation born in late 
1990s and early 2000s

• Regression analysis: A statistical process for 
estimating the relationships among variables. It 
includes many techniques for modeling and ana-
lyzing several variables, when the focus is on the 
relationship between a dependent variable and one 
or more independent variables (or ‘predictors’).

• P value: The probability of obtaining a result 
equal to or “more extreme” than what was actually 
observed, when the null hypothesis is true.
• R square: A statistical measure of how close the 
data are to the fitted regression line. It is also known 
as the coefficient of determination, or the coefficient 
of multiple determination for multiple regression.
• Succession Planning: A process for identifying 
and developing new leaders who can replace old 
leaders when they leave or retire.

Grade Designation

E-9 Executive Director

E-8 General Manager

E-7 Dy. General Manager

E-6 Chief Manager

E-5 (Induction) Sr. Manager

E-4 Manager

E-3 Dy. Manager

E-2 (Induction) Sr. Engineer/ Sr. Officer

E-1 Engineer/ Officer
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Outstanding Achievement Awards
A Unique Reward & Recognition Scheme

Renuka Verma, Chief Manager, HR 
Peer M. Hanan, Senior Officer, Performance Management 

Khushboo Rajpal, Officer, Organization Development 

HPCL is a Navratna PSU and a Fortune 
Global 500 Company with a ranking of 
367 and Platts Top 250 Global Energy 

Company. HPCL enjoys over 21% marketing share 
in India as of Mar’16 (PSU category) and has a strong 
presence in Refining & Marketing in the country. 
HPCL owns and operates Refineries at Mumbai 
& Visakhapatnam with designed capacity of 15.3 
MMTPA. HPCL also owns the largest Lube Refinery 
in the country at Mumbai and has the second largest 
share of product pipelines in India. HPCL has a vast 
marketing network facilitated by a robust Supply & 
Distribution infrastructure across the country.

People practices in HPCL
HPCL consider its employees as its bedrock and 
have crafted initiatives to develop a vibrant work-
force. Towards this end, Human Resources at HPCL 
(HP-HR) focuses on creating a robust HR ecosystem 
by establishing strong linkages between its people, 
systems & processes by adopting novel high impact 
HR Initiatives in areas like Leadership Development, 
Productivity Enhancement, Employee Engagement 
etc. HPCL has also inculcated ‘HP FIRST’ as a cul-
tural motto in all its professional endeavors promot-
ing pre-eminence of HPCL’s interests and its long 
term sustainability and profitability in employee 
behaviors. Values which are critical in espousing 
cultural motto are also defined under ‘HP FIRST’ 
and are given below:

Reward & Recognition Ecosystem at HPCL
The Reward and Recognition Policy 
at HPCL seeks to: 

• Recognize and promote positive staff contribu-
tions that support individual, team, department, 
faculty and/or Corporation goals and objectives 

• Provide timely recognition to staff members ei-
ther as planned or immediate recognition 

• Encourage improvements in productivity, quality 
of work and customer service 

• Demonstrate HP FIRST values and behavioural 
competencies identified by Corporation in all pro-
fessional endeavors

Accordingly, an entire eco-system of reward mech-
anisms has been instituted to cater to employees 
across cadres – middle management, junior man-
agement and clerical cadres etc. In-addition to 
these formal reward and recognition schemes, the 
Corporation also rewards its employees on continu-
al basis on various occasions. For example, Officers 
who showed unprecedented mettle and unwaver-
ing commitment in sustaining the supplies during 
the Jammu Kashmir floods and the Hudhud cy-
clone in Vishakhapatnam were bestowed Special 
Commendation Awards in 2014-15.
Some of the major reward and recognition schemes 
implemented in HPCL are as under:

• HP ICON: The Award seeks to recognize Officers 
in Middle Management 
cadre for their contribu-
tion and efforts towards 
inspiring higher team 
performance, develop-
ment of sub-ordinates, 
enriching HP Values etc.  
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• HP GAURAV:  The aim of the Award is to en-
courage and sustain excellence in work, outstand-
ing commitment, adherence to safety measures and 
adherence to high standards of conduct in discharge 
of duties amongst Non- Management Employees. 

• Outstanding Achievement Awards: The objec-
tive of the award is to reward and recognize officers 
in junior management cadre who have achieved 
outstanding results.

Outstanding Achievement Awards – A 
unique scheme in action
Outstanding Achievement Awards (OAA) is a criti-
cal employee engagement mechanism focusing on 
HPCL’s front line workforce constituted by S/G A, 
B, C and D who drive the business objectives of the 
Corporation. Moreover, one-fourth of the manage-
ment manpower falls in this band and they form the 
future leadership pipeline.
It recognizes the officers in the salary grade A to D 
who have displayed extraordinary commitment, 
delivered extra-ordinary results and demonstrat-
ed HP FIRST values while pursuing Corporation’s 
Business interests. The winners are felicitated 
through monetary as well as non-monetary mecha-
nisms. Officers recognized are those who have de-
livered outstanding achievements resulting in sub-
stantial value to the Corporation, whether tangible 
or intangible in terms of:

• Substantial Cost Savings 
• Direct Contribution to revenues 
• Novel/ innovative approach resulting in value 
add 
• Execution of critical tasks against all odds 
• Successful implementation of systems 
• Things done beyond the call of duty

The uniqueness of the scheme lies in its balance 
of exclusivity and inclusivity, monetary and non-
monetary rewards and focus on transparency. 
Any officer can nominate themselves or their peers 
or juniors for the award. However, the numbers 
of awards given every year are limited basis ratio 
with total no of officers in the Corporation ensur-
ing exclusivity. The winners are felicitated by the 
Committee of Functional Directors in a formal 
ceremony attended by winners, their family 
members and top management. The handing 
over of the trophy by Chairman to the winner in 
the presence of family members in itself serve as 
huge recognition for winners. The winners are also 
widely publicized through web banners in online 
portal, e-mailers, booklets etc. with custom brand-
ing. The scheme is rolled out through a customized 
e-enabled platform ensuring positive user experi-
ence and transparency.

A snapshot of Award Ceremony.

A Teaser announcing the award ceremony.
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A story of constant evolution towards 
greater inclusivity and objectivity
HPCL introduced first edition of OAA in 2004-05 
wherein 50 officers in S/G A/B/C/D were felicitated 
basis nomination from SBU/ Departmental Heads. 
In view of the positive reception of the scheme, 
OAA was re-instituted in the year 2005 with intro-
duction of salient features given below:
• Nomination could be made for self or peer or ju-
nior officer in S/G A/B/C/D
• Nominations to be routed to supervisor and re-
viewing authority for their evaluation and inputs
• Winners to be selected by independent committees

Since its inception, it has evolved into a consequen-
tial Reward and Recognition mechanism for junior 
management cadre with many noteworthy accom-
plishments recognized over the years. A significant 
number of winners has since then progressed to 
middle management with a few even entering se-
nior management. (Figure 1) More significantly, the 
scheme has emerged as crucial motivator for offi-
cers which is evident from sustained employee par-
ticipation in the scheme.

Re-calibration of the scheme– 
Expressing HP FIRST
HP-HR believe in constantly recalibrating Human 
Resource approaches and processes so as to be 
aligned to the Corporation’s objectives in tandem 
with evolving business landscape and being the 
flagship scheme, OAA is no exception.Moreover, 
the scheme with its reach and fame offered an ex-
cellent platform to express the values of Free, Frank 
and Fair and Respect for Individual expressed as 
‘HP FIRST’ and inculcate them among the officers 
in the corporation.

Keeping in line with this focus, interventions were 
envisioned with the objective of further enhancing 
the effectiveness of the scheme by focusing on the 
following aspects:
• Build a culture of appreciation
• Enhance objectivity in the assessment process for 
selection of winners
• Instill sense of accomplishment in all deserving 
nominees 

With this intent, structural and process enhance-
ments which go beyond the best practices in 
Employee Recognition were envisaged to enhance 
effectiveness of the process. These enhancements 
were designed to make the scheme more robust 
with not only wider participation, but also en-
hanced objectivity contributing to the goal of en-
gaging officers and motivating them towards supe-
rior performance.

Process Enhancements – 
Going beyond best practices
Taking cognizance of the oft quoted, seldom im-
plemented wisdom that crowd-sourced input for 
recognition from multiple sources provide a more 

A web banner with winners’ details.
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accurate picture of employee performance (SHRM/ 
Globoforce Employee Recognition Survey, 2013), 
Peer Assessment was introduced as part of evalu-
ation process for shortlisting worthy nominations. 
Furthermore, the participation of the peers in the 
assessment process provides officers with opportu-
nity to showcase their achievements, thereby mak-
ing it meaningful to them.
In addition, detailed rubric involving Level of 
Difficulty (Efforts required and hurdles overcome), 
Level of contribution of the officer, Level of over-
all Impact of the Achievement on the Corporation’s 
Business with respect to employee’s achieve-
ment was defined for Peer Assessment as well as 
Supervisor Evaluation ensuring objectivity of the 
process. Officers are shortlisted for an independent 
Committee Evaluation basis weighted Score of Peer 
Assessment and Supervisor Evaluation Scores mak-
ing it a multi-level evaluation process.  Moreover, 
shortlisted officers were offered an opportunity to 
present their achievements before the eminent jury. 
This in itself enabled a sense of being appreciated 
among the participants.

Towards making the Reward and Recognition 
scheme more specifically attuned towards corporate 
objectives, appropriate categories were introduced 
within the Reward scheme.  Such segmentation will 
help in highlighting and showcasing the pursuit of 
business objectives demonstrated by the Officers, 
thereby inspiring others to perform, thus promot-
ing HP First Culture throughout the Corporation. 

The various categories of awards instituted 
are as follows:
The ambit of reward and recognition was also 
broadened with the introduction of ‘Spot the 
Brilliance’ Recognition scheme. The Scheme seek 
to appreciate and recognize in a special way, those 
officers who played crucial role in recognizing the 
brilliance of the recipient of OAA. This scheme sa-
lutes the nominating officers for their special efforts 
to appreciate the extraordinary feats, notice the 

winning behavior, willing to put the appreciation 
in words and nominate them for the OAA. 

Since HPCL believes that “Excellence is a habit, 
a habit to be sustained,”a special certification 
scheme – ‘You Have Done Well’ was instituted to 
acknowledge and honor those achievers who have 
demonstrated exemplary performance & have 
made meaningful contribution towards attaining 
Corporation’s goals.

Restructured Outstanding Achievement 
Awards – The Success Story
Due to the unprecedented shift in selection para-
digm towards greater inclusivity and objectivity, 
stakeholders’ involvement in the scheme was ex-
ceptional with the total number of nominations in 
2012-13 scheme increasing by 61% over historical. 
(Figure 2 and 3)
The trust and acceptance gained by the enhanced 
process is well demonstrated by number of self-
nominations which is approximately 30% of to-
tal nominations (Figure 4) as well as the number 
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of repeat nominations(Figure 5). More than ap-
proximately 36% of nominations were recurring in 
subsequent years. The participation rates of Peer 
Assessment and Supervisor Evaluation has also 
improved with 2015-16 witnessing all-time high in 
participation rates. (Figure 6 and 7)

Spot the Brilliance Scheme also proved to be an ef-
fective pull mechanism for boosting nominations 
with approximately half of the nominations received 
from Reporting/ Reviewing Officers. (Figure 8)

The effectiveness of Peer Assessment as an evalua-
tion mechanism has also been established by statis-
tical analysis attesting to the enhanced objectivity in 
the evaluation process. Meaningful and statistically 
significant difference in Peer Assessment scores, 
Supervisor Evaluation scores and Weighted scores 
of both was found between winners and non-win-
ners signifying that these scores predict winners ef-
fectively (Figure 9). 

Also, Regression analysis showed that Peer Assess-
ment score and Weighted score of Supervisor 
Evaluation score and Peer Assessment score, not 
Supervisor score are predictors of winning in spite 
of Supervisor Evaluation having greater weightage 
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in shortlisting for final independent committee selection (Figure 10). In view of these insights, weightage of 
Peer Score and Supervisor Score for shortlisting candidates were adjusted in subsequent years.

Way forward – Newer Avenues for 
Recognition 
Over the years, OAA has become a widely appre-
ciated recognition program with 581 winners over 
last ten years. (Figure 11, 12 and 13)

The passion of the officers towards excellence and 
business results is evident from the fact that 42 of-
ficers have won the awards multiple times so far. 
With such wide pool of talented achievers, there 
exists a huge scope for tapping their potential to-
wards organizations objectives. To leverage this op-
portunity, an Achiever’s Club is being created on 
e-platform bringing together all the OAA winners 
over the years. This platform will serve as a forum 
for all these achievers to come together, collaborate 
and drive business results through innovation and 
shall also inspire other officers to join the club. In the 
years to come, this platform holds the scope to grow 
as an ideating ground for successful interventions in 
future which can propel the Corporation to greater 
heights. The way forward for HPCL is to leverage 
the Club as channel of recognition for best of the tal-
ent in HPCL by virtue of elite nature of the club and 
premium attached to have association with it. Also, 
there exists considerable scope for leveraging social 
media as a recognition platform for celebrating the 
winners of OAA and their noteworthy achievements.

Figure 10: Predictability of winning by Peer Assessment and Supervisor Evaluation Scores.
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Figure - 11: Winners over the years

Figure - 12: Spot the Brilliance Winners

Figure - 13: You Have Done Well Recipients

Peer Scores Mark 1: 
Probability Plot across sample range

Supervisor Scores Mark 2:
Probability Plot across sample range
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Reimagining hR
Global Competitiveness & New 
Age Workforce

Background
With concentration of the man-
agement to be a Engineering ma-
jor, priority of development and 
adoption of best Human Reso-
urces practices matching industry 
standards took a back seat. Being 
a Government Organization, 
company had adopted various 
procedures and practices pre-
vailing in Central Government 
Offices and major activities of 
HRM Department were concen-
trated on service matters such 
as leave, attendance, pay fixa-
tion etc. Appraisal Process of the 
company (APAR Process) was 
in operation in line to procedure 
adopted by Central Government 
offices.
Hard copies were issued to em-
ployees for writing their self 
appraisal which were sent by 
employees to their subsequent 
assessing authorities who were 
placed at distant far location ei-
ther through courier or postal 
services which lead to delay in 
finalization of APARs. With hard 
copy APAR process in existence, 
there used to be cutting/ use of 
fluid in the APARs and represen-
tation/ grievances and court cases 
by employees were on rise. With 
frequent transfers of employees 

from one project to another due 
to nature of business of com-
pany, sometimes it was difficult 
for HRM Department to track 
APARs of employees which used 
to delay convening of DPC activi-
ties which was one of the cause of 
demotivation  among employees. 
RTI application by employees 
seeking APARs were all time high 
which used to keep one to two 
employees of HRM Department 
always engaged in getting photo-
copies of APAR of employees.
It is essential to point out here 
that the performance of the orga-
nization among its peers in indus-
try was excelling day by day and 
management wished that HRM 
department should also adopt the 
prevalent automated HR solution 
for APAR process which is ro-
bust, transparent, paperless and  
easy to operate with provision to  
monitor the real time progress of 
APAR activities online on click of 
the mouse to re-image the HRM 
functioning.   

Problem Statement
How to transform APAR process 
of the company in online mode 
matching industry standards 
which is transparent, easy in 

NBCC (India) Limited, for-
merly known as National 
Buildings Construction 

Corporation Ltd, is a blue-chip 
Government of India Navratna 
Public Sector Enterprise function-
ing under the aegis of Ministry 
of Urban Development. Listed 
with both the Stock Exchanges, 
the company’s unique busi-
ness model has today, made it 
stand out as a largest PSE in the 
construction sector  and a leader 
with more than INR 70000 Crores 
order book. The Company has 
registered a substantial 32% 
Growth in top line during FY 
2015-16 as compared to previ-
ous year. It has posted a profit of 
Rs.311 crores while its total turn-
over has surged to Rs.5749 Crores 
during FY 2015-16. Having an 
immense strength in the con-
struction sector, NBCC has a 
PAN India as well as global pres-
ence. Company’s present areas of 
operations are:

• Project Management Consul-
tancy (PMC)

• Real Estate Development 

• EPC Contracting

• Redevelopment of Government 
Colonies 

Narender Singh, DGM (HRM)
Raveesh Kumar Sethi, Manager (HRM)
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operation by employees and as-
sessing authorities and can reim-
age HRM Department.

Key Challenges

• Fear of Acceptability of Online 
Appraisal application at all levels
• Accessibility of ERP Application 
by employees located at far flung 
areas across the country 
• Cost effectiveness of ERP 
applications
• Testing of Developed 
Application
• Data Collection , Verification 
and storage 
• Backup and Support 
Mechanism
• Establishing credibility of HRM 
Department through  transparen-
cy in APAR Process. 

Steps taken to 
address the Challenges
With the vision of present 
Chairman - cum - Managing Dire-
ctor to adopt a technology based 
automated HRM process which 
helps bringing in transparency 
and  operational efficiency in the 
working HRM Department,  
Corporate HRM Division initi-
ated “Project Prayas” for stream-
lining various HR practices and 
procedures. The first initiative 
undertaken by HRM Department 
under “Project Prayas” was tran-
sitioning the Manual APAR pro-
cess into online mode through 
Enterprise Resource Planning 
(ERP) Application for all Group 
A&B level employees includ-
ing employees at E-8 and E-9 
level. A task force of HRM em-
ployees from PMS section was 
constituted to implement the 
Online Appraisal Process. In or-
der to ensure that a complete 
HR transformation take place as 

per the direction and vision of 
the Management, series of HRM 
transformations processes were 
planned and it was decided that 
with the successful implemen-
tation of this application in ap-
praisal process , new and modern 
transformation to improve HRM 
practices can be extended later to 
other areas of Human Resource 
Department.  

Fear of Acceptability 
of Online Appraisal 
application at all levels
In order to address the key chal-
lenge of acceptability of Online 
APAR Process by employees at 
all level , major emphasis of task 
force was towards designing a 
blueprint of a user friendly and 
interactive online Appraisal ap-
plication which is easy to use and 
simple to understand. The entire 
online E-PMS application blue-
print was commissioned with an 
approach that employees find it 
easy to login into the application 
with ease and can operate appli-
cation convieniently. The applica-
tion was developed in-house af-
ter taking into consideration the 
comfort level of employees using 
the existing ERP application.  

Accessibility of ERP Application 
by employees at distant location
Since NBCC is an engineering 
organization where majority of 
employees are located at projects 
spread across India and abroad, 
so the challenge of accessibility 
of APAR by employees located at 
far location was a major issue for 
successful execution and imple-
mentation of the E-PMS applica-
tion. In order to address this is-
sue provision was created in the 
application that part from web-
mode the application can also be 
accessed through mobile phones 

by employees/ assessing authori-
ties located at project sites.  

Cost Effectiveness of E-PMS 
application

Since the project of Transforma-
tion of HRM activities was one of 
the initial projects given to HRM 
Department, efforts were put in 
that E-PMS application can be 
developed using the best web 
technologies which can later be 
synchronized with the existing 
ERP application. To ensure that 
E-PMS application is cost effec-
tive and all features starting from 
tracking the APAR activities on-
line to provision of Printing dully 
assessed APARs were created 
in the E-PMS application. The 
application was developed on 
.Net Web Framework (Microsoft 
Technology) matching the indus-
try standards.   

Testing of Developed 
E-PMS application before roll 
out to employees

Another major challenge before 
HRM Department was user test-
ing of E-PMS application along-
with its various functionalities 
right from appraisee to accepting 
authority level. To ensure that no 
major glitches are encountered 
by users while operating the ap-
plication, application testing was 
carried out in house by HRM 
Department. All these activities 
were carried out internally before 
the final APARs were rolled out 
to employees for writing their self 
appraisal and assessment by vari-
ous assessing authorities.

Verification of credentials 
in APAR by Employees and 
Data Storage
In order to ensure that data in 
APAR of employees is correct in 
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all respect, blank APARs were put 
open to employees with the data. 
The Blank APAR format with 
data were opened to employees 
through E-PMS application for 
their viewing and verification 
of  credentials. This activity was 
strategized to ensure that every 
employee could feel the ease in 
operating the E-PMS application 
on one hand  and on the other 
hand could give employee chance 
to review their credential such as 
names of reporting and review-
ing officers, period of assessment, 
name of the project and other 
details in APAR. Provision was 
made for proper Data security 
and storage.  

Backup and Support 
Mechanism
Since the APAR assessment 
through E-PMS application was 
introduced for the first time, 
HRM Department strategized 
series of actions to ensure that 
employee queries were resolved 
at earliest over the phone or 
e-mails. Steps were also taken 

to ensure that no technical issue 
exist during the course of the 
APAR cycle. To ensure that em-
ployee don’t feel dejected due 
to any technical glitches if they 
encounter any,  following steps 
were taken
• A back up support Team at 
HRM Department, was always 
available to address the queries 
of the employees and guide them 
about the filling of appraisal 
reports.

• E-PMS help/guide files were 
made available to employees 
through ERP, these guide files 
walk through employees/assess-
ing authorities right from logging 
stage to assessment stage. 

• SLC of PMS section was de-
fined and any query by emplo 
yees/assessing authority  was 
responded back in the shortest 
possible time.

• Data security and Data Backups 
were carried out on daily basis 
by IT Team to ensure complete 
safety and security of E-PMS data 

with provision of proper storage 
of records. 

Establishing credibility of HRM 
Department through  transpar-
ency in APAR Process

In order to address the major area 
of operational transparency dur-
ing the currency of appraisal cy-
cle, HRM Department organised 
series of dialogues with employ-
ees through informal personal 
discussions and also through of-
ficial communication in form of 
circulars and mailers. To re-in-
force employees belief in ensur-
ing that complete transparency 
exist in APAR process, employees 
were provided with a window 
in E-PMS application through 
which every employee could 
view the progress of the APAR 
cycle. Further, on completion of 
Appraisal process, APARs duly 
assessed by assessing authorities 
are disclosed to employees for 
viewing which has helped em-
ployees to improve their perfor-
mance in areas highlighted by the 
assessing authorities.  
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Process Flow of Appraisal process of the company:

S. No Activities Timelines

1 Collection of Employee Details from E-PMS application 10th January to 31st 
January

2 Opening of Blank APAR forms for verification of employee 
credentials

15th Feb to 15th March

3 Opening of APAR form for writing self Appraisal by employees 01st Week of April

4 Closure of Appraisal process after assessment by all assessing au-
thorities including Accepting authorities at various levels

15th July

5 Convening of DPC proceedings 10th September onwards

6 Issue of Promotion Orders 01st October 
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Outcome of the HR 
Transformation initiative
• E-PMS application helped 
re-building trust of HRM 
Department that complete trans-
parency  exist in the APAR 
process. 
• With successful implementa-
tion and completion of Online 
App-raisal cycle, credibility of 
HRM Department increased 
manifolds which led HRM 
Department to establish itself as 
Business Partner to Management.  
• Successful implementation of 
online appraisal cycle also result-
ed in disclosing employees with 
the duly assessed APARs with 
complete marking and grading of 
assessing authorities.  
• Time bound completion of 
APAR process resulted in time 
bound convening of the DPC ac-
tivities every year in month of 
September. Promotion orders are 
issued on 01st October every year 
resulting in benchmarking HRM 
Department commitment as per 
the policy of company.  This also 

led to strengthening HRM cred-
ibility among employees. 
• Introduction of online appraisal 
process has also resulted in zero 
transit loss of APARs  as all data 
remain intact on server. Migration 
to online APAR process has also 
enabled Management to retrieve 
information in respect of employ-
ee’s performance in few clicks 
through E-PMS application. 
• Online APAR process has also 
helped in timely preparation 
of PRP data for submission to 
Remuneration committee. 
• There has been no RTI applica-
tion by employees seeking photo-
copies of their APAR after imple-
mentation of E-PMS process.
• All APARs submitted electroni-
cally by employees are available 
in ERP for employee reference to 
enhance transparency.

Reimagining HR: 
Global Competitiveness and 
New Age Workforce
The novelty of the initiative 
taken by HRM Department for 

modernization and transforma-
tion of HRM practices  helped 
in re-branding and re-imaging 
HRM Department as one of the 
most transparent and employee 
friendly Department. The initia-
tive not only helped in estab-
lishing the credibility of HRM 
Department but also  made orga-
nization competitive with respect 
to the practices followed by its 
peers in the industry which is a 
pre-requisite expectation now a 
days of  the new age workforce. 
The initiative not only helped 
in transforming the appraisal 
process but also acted as a launch-
pad for introduction of new 
modernized HR practices which 
are essential to survive in a com-
petitive environment.

The successful implementation 
of E-PMS application by HRM 
Department also re-in-forced the 
Management beliefs that mod-
ern HRM initiatives matching the 
industry standards can be devel-
oped and implemented  in-house 
by HRM Department.
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Employee Engagement in Glasshouse 
Era: A NTPC Vindhyachal Next Practice

Vandana Chaturvedi, AGM(HR)
Sayoni Mazumder,  Manager (HR)

Sujeet Kumar Choubey, Dy Manager (IT)

This case is motivated by the desire, we @ NTPC 
Vindhyachal  and @ Northern Region, have to 
further the cause of ‘Sustainable Innovation’ 

@ NTPC.  The journey started off with the formation 
of a core team of innovators at Vindhyachal, and lat-
er by an intervention driven by RED(N) through a 
workshop on ‘Systematic Innovation’ in the month 
of June 2015 leading to a project on ‘Improve en-
gagement of executives’.
We engaged a team of young, talented, enthusi-
astic innovators and soon after several rounds of 
quick meetings, huddles, brainstorming sessions; 
we identified our key problems, existing solu-
tions to these problems.  Moving on to the next 
hurdle, while looking at innovative solutions, 
we extensively studied future HR trends and fol-
lowed key HR thought leaders  especially Mr C 
K Prahlad, LinkedIn Influencers and Twitterati’s 
like Josh Bersin-Delloite, David Zinger and  Dave 
Ulrich. etc. 
We also followed a more methodical approach of 
conducting a surveys at Vindhyachal.  We realized 
that in the challenges, the core issue that needs 
to be addressed is of ‘Culture’, for which ‘Top 
Management’ support is crucial and that the latest 
technology including internet, mobile, social media 
may be leveraged to support top management to 
focus on the core, important issues. The Millennial 
Generation as well as Gen Y is already using tech-
nology effectively in their personal life, hence the 
idea to use technology that’s simple to use may ad-
dress these challenges. 
Thus we relooked at our strategy of communi-
cation, engagement and suggested a model that 
while leveraging technology, aids top management 
be closer to employees at individual level.  Detail 
working model has been suggested. Some activi-
ties are already under implementation and some 

are suggested for future reference. Two innovative 
Next Practices ‘Pulse’ and ‘WODO’ have been de-
veloped and are under various stages of testing/ im-
plementation. The exercise of extensively involving 
young executives in the challenge has contributed 
to culture of innovation @ Vindhyachal, which man-
agement is keen to take forward through systematic 
innovation. 

Key Problem: 
Living in a Glasshouse
In today’s era, we live in a Glass House. Every cor-
porate decision that management makes, every 
event that happens, is thoroughly exposed in real 
time to be openly debated and criticised or appre-
ciated. This is an end of ‘Privacy’. Millennials are 
comfortable in discussing, posting private issues 
online. The new era of ‘Transparency’ has changed 
the way we look at corporations, its employees, its 
customers. The organization’s culture or ‘The way 
Things Happen Here’ is for all to see. Example- 
The moment, Infosys decides to do away with Bell 
Curve or or ‘Indian BSF’ serves low quality food 
to its field Jawans is known to everyone through 
social media to see and have opinion on. This col-
lective opinion sharing and discussion has a huge 
impact internally. In times to come, such events will 
become norm rather than exceptions. Culture and 
Engagement are now key business realities, not to 
be taken lightly.
Traditionally, our employee engagement initiatives 
are either at organizational level or at group level 
and our surveys once in a year, action taken on key 
points taking another 1-2 years. Compare that with 
speed of change. In last 3 years there has been 30% 
+ yearly growth in usage of social media sites like 
Facebook, whatsapp, Twitter, LinkedIn, Youtube 
etc. Facebook started in Feb 4, 2004, Whatsapp 
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started in year 2009. The penetration of internet is 
20% appx in India, while mobile penetration is 70% 
and of that almost half are Smartphone users. It’s 
safe to assume that in a company all employees are 
mobile users and present on social media. We our-
selves have large Whatsapp groups in the company.  
The technology that has pervaded 24X7 amongst 
our employees makes it imperative that we align 
our communication strategies towards this and now 
make it focal towards “Individual” directly and 
most of the time. A relook of our Communication, 
Engagement Strategy has been done to sug-
gest a model at three tier level; at individual, at 
Department/ Team and at Organization level.  Some 
of the proposed activities are already under imple-
mentation or testing phase and others are food for 
thought for future reference.
“The essence of competitiveness is liberated when 
we make people believe that what they think and 
do is important—and then get out of their way 
while they do it.” Jack Welch, former CEO, General 
Electric

Employee Engagement: 
a theoretical model
Engaged employees are more productive, take 
less time off, make workplace happier, and try to 
make a difference. An Engaged employee will go 
‘an extra mile’ to deliver performance and is more 
committed. A Committed employee is willing to 
devote time and energy to fulfil job responsibilities 

and invest both intellectual and emotional energy 
in the workplace. We all consciously strive to create 
a workplace that enhances engagement by positive 
work practices. Though myriad of definitions exist 
but they commonly share three crucial needs of 3Rs 
as work place Fig 1. 
• Role: Clarity of  Role and PURPOSE, a Challan-
ging job and a chance to be creative, bring Innovation 
at workplace.
• Relationship: Enjoy, have FUN maintaining a 
positive Work Life Balance, Freedom to VOICE 
opinion, have healthy Connection at work. 
• Reward: Feel Valued by the employer receiving 
Recognition, personal development and chance 
to become Expert, and an opportunity for career 
Growth.

Fig. 1: a 3R model for Employee Engagement.

Employee Engagement: a working model
To align the need to create a working employee engagement model and align organization response to 
technology changes impacting human behaviour, an engagement model has been proposed at Fig 2, es-
sentially proposing how to leverage IT.

Traditionally, we have communication matrix which targets groups like Union, Association, 
Departments through organization wide channels. However, we proposed a third tier at individual 
level directly. Engagement @ Individual level will be possible through Leveraging IT by develop-
ing In-house simple to use mobile android Apps and Internet/ intranet platforms with features like 
Work Dones and social media apps.  In house talent will be developed for creation of Apps. Some of 
these are innovative practices that are being developed in house or through an outsourcing partner.

Engagement @ Three levels
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Next Practice I

Pulse: Driving engagement 
through assessing need
Our Bi-annual Organization Climate Survey gives 
an in-depth, global picture of how our often em-
ployees feel about our culture. The yearly survey 
compendium analyzes specific areas of HR func-
tions. However, a year is too long of a time frame; 
way too much happens in between and employees 
fail to see the result reflecting in changes in HR poli-
cies, practices. 
To overcome responsiveness, survey through use of 
IT has been propose named ‘PULSE’.
The word, “pulse”, rhythmical beating of the heart, the 
pulse can be used to describe the health or well-being of 
the organization’s culture, climate and employees.

Pulse Design
Through an email with a unique link, or an intranet/ 
ESS, we could ask employees one question at a time, 

at least once a Week. We have begun the PULSE @ 
Vindhyachal. 
Daily Pulse: Close Ended Questions like
• How happy are you at your job?
• Did you  “go the extra mile” in order to do your 
job well today?
• Did you  do something new today?

Weekly Pulse : Open Ended Questions like
• Name one process that, were it eliminated, would 
make you more productive. A bureaucracy-buster.
• How transparent is management? Done after a big 
decision, it could gauze the feeling of employees.

Happiness question once a month:  Trends over a 
period of time would give an indicator of improve-
ment or otherwise in departments work culture.

Key Benefits
• Immediate Insight: always be aware of how your 
employees are feeling

Individual level Group Level Organizational Level

Pulse

One Q daily: and immediate 
action on Result

Short Weekly/ Monthly Open 
Ended Pulse. Happiness 
question 

Culture / Climate Survey

Through Intranet/ Mobile Through Intranet/ Mobile Offline

WODO-  Meaningful 
Work  Dones  Daily 
than just Annual PMS

Daily log performance/ receive 
feedback/ 

Weekly review/ Monthly 
review

Qtrly/ half yearly/ annual review: 
Present system

Through Intranet/ Mobile Through Intranet/ Mobile Offline Review/ Counseling

Reward & Recognition

Daily/ Weekly recognition on 
Work Done/ Goals Completed.

Department Happiness/ 
Engagement Index

Award to most Happy Dept/ 
Team

Annual Awards to Best in 
Organization to Individuals/ 
Teams/ Projects/ Regions

Through Intranet/ Mobile Through Intranet/ Mobile Offline

Growth and Carreer
20% of time on creative, in-
novative, incremental pursuits 
Coached, IDPs

Group level competency as-
sessment/ fill up

learning, development, and 
mobility are rewarded

Leadership
S/W analysis, coaching, mentor-
ing. HR Buddy

Map Competencies Gap Global competencies

Two way 
Communication

Siri @workplace- Help Desk

A video of Project on employee 
onboarding Employee Stories

Weekly Communication café: 
new ideas
Whatsapp groups-Event / 
Info based,  Collaborative 
platform. @myNTPC use as 
for networking.

Real Time/ Transparent

Leadership Live: Engage in 
virtual reality

Live streaming of major events  
through media

Social Media Policy

Learning

Mobile Learning

Video based Learning

Gamification

MOOCs  Team based learning Training App
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• Act immediately on employee concerns and mea-
sure result of that action 
• Increase employee engagement
• Develop culture of open and transparent 
feedback.

Next Practice 2
WODO : Work Done, Goals achieved, Insights and 
Appreciation
WODO (Work Done): my Diary- A ‘Green initia-
tive’ launched by Team Vindhyachal to help execu-
tives take systematic  feedback and reports through 
an online system by maintaining a daily log of their 
own and their team activities through a dashboard, 
saving both paper and time taken for feedback. The 
Online Team Tracking tool has been designed and 
tested extensively at Vindhyachal (Fig 3.)
The system is available on Vindhyachal Intranet 
and will be soon available on internet. The system 
has been ideated and designed by a cross functional 
team led through support of a local IT vendor using  
Application: Windows Server 2012 R2, IIS 8.0, .Net 
Framework 4.5 and  Database: SQL Server 2012/ 
SQL Express 2012.

How it works
• Executives can maintain a daily log of their ac-
tivities through a dashboard and by receiving a 
daily email digest from their subordinates/ Teams. 
• Use my Diary to log what he/ she has done 
(Dones) or what he/ she wishes to do (Goals) as a 

Team Member. Assign goals to Team/ Executives. • 
A digest can also be seen from dashboard.  • Give 
key insights/ knowledge by uploading in hub. • 
Extensive reports and analytics giving employee/ 
leader’s effectiveness

Key Benefits
• Scientific Performance Review:  Use input from 
WODO while review based on actually what gets 
Done! On goals completed! On effectiveness as 
measured in analytics.  • Give Immediate feedback 
• Appreciate work well done. • Give key Insight 
to members • Improve Employee Productivity 
while cutting down time taken on reports, feed-
back • Keep Employees happy and engaged. • 
Engagement Analytics: Use your inputs to appreci-
ate and say cheers with a single click to your Peers
Limitations: Since we are a large organization, with 
complex working environment, the project being at 
remote location; the research, work and its execu-
tion sometimes suffers from resource constraint. 
The execution of next practices mentioned has start-
ed at project level only and are yet to be tested at 
companywide level.
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Fig 3 : a peek into various dashboards of ‘WODO’

References
• CFT report submitted 
at NTPC Vindhyachal on 
‘Changing Work Place’
• NTPC policy manual for 
reference to NTPC policy
• NTPC Intranet
• Vindhyachal Intranet
• Many online resources 
have been used to get in-
sight on theoretical model 
like LinkedIn Influencer Josh 
Bersin-Delloite, Twitter feeds 
from David Zinger and Dave 
Ulrich.
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Saksham - The Dawn of a New Era

Pradipta Kumar Sahoo, Sr.Manager, Personnel
Lopamudra Mishra, Asst. Manager, Personnel

Avinash, Asst. Manager, Personnel

National Ispat Limited 
(NIL) is a company with 
more than 50 years of 

experience in steel making. Over 
the years it has established itself 
as a quality producer of steel 
with some unique product and 
has captured the highest market 
share in its product. But due to 
imports from other countries and 
with new competitors taking an 
edge on the market share NIL saw 
its market share crumbling. The 
company is now on an aggressive 
expansion mode wherein it has 
already doubled its capacity.
The company followed a no dis-
crimination policy and was will-
ing to give female employees in 
its organization an opportunity to 
make a mark in the organization. 
Accordingly, the fresh recruit-
ments had pushed up the ratio of 
male to female employees from a 
meager  2% to around 7%. It was 
committed to creating an inclu-
sive and high achieving work-
force by encouraging diversity of 
thought and respecting cultural 
and gender differences.
Since women employees tradi-
tionally did not prefer a steel 
industry with tough working 
conditions, the company was 
dominated by their male coun-
terparts, and female employees 
were limited to 2% of the total 
strength where in they were em-
ployed either in only low skill 
jobs or in Office jobs. However 
with more and more women 

opting for technical education 
and a change in their perspective 
over the years, more number of 
female employees started joining 
this sector with technical skills.
The Head of the department of 
the newly commissioned and 
technologically advanced Plate 
Mill, Mr. Nitesh, GM calls for a 
meeting with the zonal HR head 
Ms. Jyoti, SM, HR regarding man-
power in the New Mill.

June 5th, 2014, GM Plate 
Mill conference room
Mr. Nitesh: Good morning Ms. 
Jyoti, I am very anxious as to 
how I am going to position people in 
various areas in the new Mill when 
HR has suddenly posted so many 
female employees in the depart-
ment. We have never posted female 
employees in the shop floor so far. 
Further attrition is also very high 
in this category, approximately 12% 
as compared to 3 % in the same 
category for their male counterparts. 
These female employees may be 
posted to planning or laboratories 
where they can be better utilized.

Ms. Jyoti: (a little perturbed) Sir, 
but we must understand the reality, 
that there is an increase in technically 
qualified women taking up jobs in this 
sector and ultimately they have to be 
involved in the production process. 
Even if what you propose is done, we 
will face a larger issue when the num-
ber further increases. You will have to 
then ponder on these issues again.

Mr. Abhijit (Head of Operations): 
We completely agree with you, but 
we have to also look at the organi-
zation’s requirement of producing 
volume as well as quality from this 
Mill in a short span of time. How do 
you propose we utilize these female 
employees? We cannot send them to 
shopfloor. Their safety and Security 
is a concern, and moreover other em-
ployees may object as they are not 
used to work with women employees 
in the shop and may be threatened by 
their presence.

Ms. Jyoti: Sir, unless we try we will 
not know whether they can be uti-
lized in the shop floor. Let us explore 
the possibilities of putting them in 
the shop floor and give them an op-
portunity to prove themselves. 

Mr. Nitesh: All right, please discuss 
with your seniors about this idea and 
we can discuss on this further.

June 6th, 2014:  
Head of HR room
The Head of HR, Mr. R. Narayan 
is a stalwart in the field of HR 
and has facilitated many change 
initiatives. 

Ms. Jyoti: Sir, I have discussed 
with Mr. Nitesh regarding post-
ing of female employees in the shop 
floor. They have the notion that  it 
is difficult to place them in the shop 
floor. They are considering this as a 
bottleneck in the placement process. 
But, I have decided that I will discuss 
with his team and convey them that 
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this trend is to increase and we have 
to utilize the female employees in the 
shop floor. I will personally discuss 
with these female employees and try 
and mould their mindset.
Mr. R. Narayan: Ms. Jyoti, every 
problem has two sides. Either you 
take it as a  problem or you take it as 
an opportunity. Why don’t you take 
it as an opportunity to do something 
different, something that will help in 
breaking the stereotypical mindset? 
You have been a very creative and in-
novative manager throughout your 
career. Let us do something different 
in this matter so that it will have a 
long term effect in the organization. 
Then it will be easier for us to place 
these women employees along with 
their male counterparts in different 
departments in future.
Ms. Jyoti: Thank you sir. Thank you 
for your inspiring words. Sir, I have 
got the answers to my question. I 
think putting these female employees 
in some frontline shopfloor activities 
which are traditionally considered as 
male bastion will be helpful. Let us 
explore the possibilities of putting 
them in pulpit operation or crane op-
eration and give them an opportunity 
to prove themselves. Once we show 
people that they can be useful in the 
critical and male-dominated jobs, we 
will no longer have to worry about 
these issues of putting the female em-
ployees in the shop floor, in future.
Mr. R. Narayan: You are most wel-
come.  I think it is the right time we 
should start thinking on these lines 
of changing the mindset and break-
ing these stereotypes because we are 
almost doubling our capacity in the 
next phase of modernization and 
more and more no. of female employ-
ees are going to be a part of this man-
power. So, we have to set an example 
for others. 

Please discuss with his team and 
take their commitment to this 

idea. We can only proceed once 
they are committed to take it as 
an opportunity. Also please dis-
cuss with few female employees 
to gauge their willingness to take 
up such frontline operational 
jobs and mould their mindsets 
if required. I also suggest you to 
discuss with the male employees 
currently working in these areas 
and involve them also. Go ahead. 
I have full faith in you.

Ms. Jyoti:  Thank you sir.

June 15th, 2014: 
GM Plate Mill room
Mr. Nitesh: So Ms. Jyoti, have you 
pondered over what we discussed 
last.

Ms. Jyoti: Yes Sir, I have made a 
thorough research in this issue. I have 
also discussed this matter with my 
seniors. I think we should start with 
a pilot project and see how it works 
out. Let us try crane operation as it 
is presumed to be a hardcore man’s 
forte in the shop floor. Let us try and 
get few of our women employees to 
operate these cranes. I think it will 
set the ball rolling.

Mr. Abhijeet: Crane operation! Are 
you crazy? Do you think it will be a 
wise step?

Ms. Jyoti: Sir, research says, in 
India, Women employees contrib-
ute to 25.5 percent 1 of the work-
ing population out of which 15.65 
percent, i.e. 737.6 thousand women 
employees work in the manufactur-
ing sector 2 And if you will see, the 
percentage of women is increasing in 
almost every sector. Women are now 
the head of many companies. So, in 
this scenario we have to think some-
thing different and we have to change 
this mindset.

And as far as the safety and se-
curity for women employees is 
concerned, I think it will not be 

a big issue, if we focus a little on 
it. We will also discuss this matter 
with the crane operators and the 
women employees. Let’s see how 
it works out. Another issue faced 
by the organization is that gaps 
in critical skills like crane opera-
tion are increasing day by day 
with the high rate of superannua-
tion. So, if we go ahead with this, 
we will have additional skilled 
workforce in terms of manning 
for these critical cranes if these 
female employees start operating 
cranes.

Mr. Nitesh: Definitely, it will be a 
blessing for the entire unit. I think 
you try it out, if it works out, then 
we would be able to manage the 
situation.

June 16th, 2014: Meeting 
with female employees
Ms. Seema and  Ms. Ankita joined 
as technical trainees and are in sal-
war and jeans, Ms. Gauri and Ms. 
Anjali joined as unskilled workers 
and are in Sarees. They have heard 
about them being put on shopfloor 
and are very anxious.

Ms. Jyoti: Seema and Ankita, we 
have discussed with your HoD and it 
seems he agrees if we can try and put 
you in shop floor. You can do some-
thing meaningful with the skills you 
possess. Are you ready to take it as a 
challenge?

Ms. Seema: Madam, How are we 
going to work in the shopfloor? We 
want to utilize our technical skills 
but we have heard that the shopfloor 
does not have enough safety for fe-
male employees. 

Ms. Jyoti: We must remember that 
we are all employees first, and then 
comes our gender – male or female. 
Once we have consciously decided to 
join and work in a steel industry, we 
must ensure our own safety. Also, we 
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must utilize our knowledge and po-
tential to the fullest, which can hap-
pen only if we shed our mental fears 
and come forward to learn the new 
skills at the shopfloor. The depart-
ment will also provide full support 
that is not an issue. 

Ms. Anjali: Madam, we don’t have 
any technical skills. Please see if we 
can be adjusted in the office. I am 
really scared of working in the shop 
floor.

Ms. Gauri: Madam. I hail from a 
rural village with a conservative cul-
ture, where a female employee going 
outside and doing job is a big issue. 
Besides that, I am a mother of a 5 year 
old child. And most important is that 
I am not confident that I can do it as 
I don’t have any technical skills and 
I even don’t know how to ride a bi-
cycle. How can I operate cranes?

Ms. Jyoti: Do not worry. If men can 
do it, why can’t you? We will orga-
nize proper structured training for 
you and unless you feel comfortable 
we will not put you to work there. 
But my first request is that you have 
to take care of your safety, for which 
you need to avoid loose clothing like 
saree as it may become a safety issue. 
You need to change into attires that 
suits the requirement of the shopfloor, 
like salwar suit etc. We shall provide 
a Safety Overcoat for you too. You 
have to think in the larger perspec-
tive, how long will you be in offices 
– cleaning tables or serving tea? This 
is the right time to do something 
respectable and learn these higher 
skills. It will help you in future to do 
meaningful and respectable jobs and 
earn respect for yourself in the shop 
as well as in society.

Ms. Anjali: Ok madam, we will try.

June 17th, 2014: Meeting 
with crane operators and 
other employees

Crane operators from the shop 
floor at Ms Jyoti’s room. Mr. Khan 
in his early fifties is a little nervous 
as he has heard of female employ-
ees being put in shop floor. Others 
also share his anxiousness.
Ms. Jyoti: As you all must have 
heard, we are trying to put some of 
these female employees in crane op-
eration as a pilot project for training 
them in specialized skills. What do 
you think?

Mr. Khan: Madam, it will be disas-
trous, we have never had female em-
ployees working with us. There may 
be times when we do something pro-
fessionally and may face complaints 
from these female employees. Apart 
from that, the job itself is very tough; 
they will not be able to cope up. 
(Others nod agreeing to Mr. Khan)

Ms. Jyoti: Look, you know that we 
are in severe constraints for manning 
these critical cranes. I understand re-
garding the job and we will ensure 
that they have the skills and are prop-
erly trained before they start operat-
ing these cranes. Regarding the other 
issue, let me assure you that they are 
like your daughters or sisters. If you 
support and care for them there is no 
reason why you should be worried. 
In fact, I expect that you will extend 
them all support to provide a re-
spectable working environment and 
give them an opportunity to work 
with you as you would to any of 
your sisters or daughters working 
anywhere else.

After all, I am there in case of 
any need but I also understand 
that this is the need of the hour. 
Thank You.

Project Saksham was launched 
to facilitate training of female 
employees in various frontline 
operational processes like crane 
operation, pulpit operation, 
etc. The first batch consisted 

of the four female employees 
being trained in crane operation. 
Mr. Abhishek, Asst Manager, 
HR & team member of Ms. Jyoti, 
identified a suitable trainer with 
the right attitude and skills for 
teaching the nuances of crane 
operation to these novice female 
employees. Mr. Kripal, senior 
crane operator was chosen to 
train these four female employees 
in crane. He has around 20 years 
of experience. He has been very 
positive in training other em-
ployees in crane and is seen as a 
very hard working and respect-
able worker. Mr. Nitin, AGM, 
Plate Mill and Mr. Abhishek, Asst 
Manager, HR were assigned the 
job of looking into the progress 
of the training of the female em-
ployees in crane operation. They 
also organized a special Safety 
training session for these female 
employees in conjunction with 
Safety department. 

August 15th, 2014:  
Plate Mill shop floor
Mr. Nitesh hands over letters of 
appreciation to Ms. Gauri, Ms. 
Anjali, Ms. Seema and Ms. Ankita 
for taking over jobs of crane in the 
finishing side and effectively dis-
patching 16 wagons within requi-
site time frame in their shift in a 
glittering function in the presence 
of all the employees from the 
shop floor. He also felicitated Mr. 
Kripal for his efforts in training 
the four female employees. 
Subsequently, more female em-
ployees evinced interest in tak-
ing up operational roles and 
were trained in pulpit operations. 
Seeing them independently oper-
ate the cranes and pulpits was a 
satisfying experience for all.
The stage is set, the company is 
ready, and Ms. Jyoti is now ace 
among the HR faction. But as you 
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know “change is the only con-
stant” it is to be seen if the change 
is sustained or it transforms the 
organization in some other as-
pects as well.

Questions
• How has this case evoked your 
cognizance towards change man-
agement in an organization?

• Discuss the change manage-
ment process adopted by Ms. 
Jyoti.

• Discuss how you feel the 
change in the organization was 
effected.

• If you were at the helm of the 
organization what would you 
have done?

• What do you feel is further re-
quired to sustain the change in 
the organization?

• Why do you think more num-
ber of female employees came 
forward even after knowing that 
it is a tough job to work in the 
shop floor?

• What do you think is the learn-
ing point of this case?

Teaching Note
This case study on NIL’s efforts in 
one of their units to utilize their 
female employees in the produc-
tion process brings out various 
preconceived notions & assump-
tions organizations live with wi-
thout verifying their veracity.  
It also discusses various change 
management processes and the 
role of stake holders in any cha-
nge management process. It fur-
ther discusses the role of right 
motivation and commitment to 
the cause of change. 
It also emerges during discussion 
that employees are instrumen-
tal in adding to the profitabil-
ity of the organization as well as 

uplifting spirits of self. They seek 
challenging tasks and opportuni-
ty to deploy their skills and abili-
ties to the fullest. It has been justi-
fied time and again that “people” 
are the pivotal element of any 
organization; they are the harbin-
gers of process & technology. 
The case study further provides 
for an opportunity to discuss 
various forms of glass ceiling and 
misconceptions related to vari-
ous diverse sections of employees 
and also bring to light the broil-
ing facts of recent concern regard-
ing diversity management and 
employee engagement in almost 
every organization. This gener-
ates systemic understanding and 
consequential discussion for or-
ganizations, HR professionals, 
and other academicians as well as 
for students.

Model for change 
Management
At the time of commissioning the 
New Mill the challenges before 
the management were as follows:
• Requirement of speedy and 
smooth commissioning of the 
Mill with the available manpower
• Maintaining production along 
with quality in the new mill with 
fast ramp up of production
• Changing profile of employees
• To cope up with new technology
• Identifying suitable positions 
for increasing number of female 
employees in the production 
process.

Taking into consideration the 
above challenges the manage-
ment took a strategy for change 
management through Saksham.

The Strategy of Saksham
The organization identified rea-
sons for improper utilization of 

the female employees and con-
sidered to approach it as change 
management to address issues 
involving better utilization of the 
female employees. Accordingly it 
approached the change manage-
ment with Saksham. It followed 
two pronged strategy. First, it 
aimed to provide higher skills 
and abilities to female employ-
ees to be involved in production 
process and also of changing the 
patriarchal mindset to allow easy 
induction of female employees in 
production processes.  The strat-
egy followed is detailed below.
In this process of analyzing and 
after a number of brainstorming 
sessions, the Kurt Lewin’s change 
model was discussed as an ideal 
approach to bring about change. 
The various stages of change 
managements as per the Kurt 
Lewin’s change model are shown 
below:

Unfreeze
• Determined what needs to 
change and why the change has 
to take place. The number of fe-
male employees was going to 
keep rising and with the current 
set up it was posing a threat.
• Ensure there is strong support 
from upper management: The 
top management has to not only 
agree to the change but actually 
find benefit of the change.
• Create the need for change: 
Any change initiative is bound 
to be postponed unless there is a 
compelling reason “why” it has 
be done now.
• Manage and understand the 
doubts and concerns: Employees 
concerns need to be understood 
and taken into account before any 
change. Concerns of employees 
in the shop floor were addressed 
as well as assurance provided for 
support.
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Change
• Regular communication with 
the stake holders to clarify their 
issues and concerns with the 
change.
• Dispel rumors: Challenge as-
sumptions and dispel any mis-
conceptions. Answer questions 
openly and honestly. Relate the 
need for change back to opera-
tional necessities.
• Empower action: Provide lots 
of opportunity for employee 
involvement.
• Involve people in the process: 
Generate short-term wins to rein-
force the change.

Refreeze
• Anchor the changes into the 
culture: Identity what supports 
the change and identify barriers 
to sustaining change.
• Develop ways to sustain the 
change: Ensure leadership sup-
port and reward system. Establish 
feedback systems.
• Provide support and training: 
Keep everyone informed and 
supported.
• Celebrate success!

Impact of the change Management
• Tangible   • Reduced attrition rate

Utilization of female employees

Impact of Saksham
In the year 2014, female employ-
ees were able to dispatch in tan-
dem with their male counterparts 
and contributed to dispatch ac-
tivities. It was later decided to 
put few more of the female em-
ployees in pulpit operations and 
some of the new female trainees 
are now considered so adept at 
Dividing Shear, piler and double 
side trimmer that they are being 
placed as trainers for some of the 
new male trainees who are join-
ing the unit. 
As of 2014 itself, 13 more female 

employees working in other units 
in the organization showed inter-
est in taking up jobs at shop floor 
and the change is now spreading 
in other departments as well.

Intangible benefits
• High Employee Morale
• Sense of ownership
• Smooth stabilization of expan-
sion units
• Rating on equity improved
• Harmonious relationship 
between employees and the 
management.

Year No of male 
employees 

Attrition No. of female 
employees 

Attrition

2013 324 2% 3 0.5%

2014 428 3% 16 12%

2015 435 3% 28 7%

Year No of female employees  in 
Planning/Office

No. of female employees  
in shop floor

2013 3 0

2014 12 4

2015 4 24
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Fleet Payroll Implementation 
in SCI

Dr. Soma Kamal Tandon, General Manager (Personnel)
Rajkumar Singh, Manager (ERP)

The Shipping Corporation 
of India (SCI) was formed 
in 1961 by amalgamation 

of Eastern Shipping Corporation 
and Western Shipping Corp-
oration. SCI had a modest begin-
ning, owning at the time of its in-
corporation, 19 ships comprising 
0.19 million dwt, which account-
ed for approximately 14% of the 
total Indian tonnage.  Today, SCI 
has become India’s largest and 
most diversified shipping com-
pany in India. SCI owns 69 ships  
and manages 53 ships for A&N 
Admnistration  ONGC, Ministry 
of Steel & Mines Geological 
Survey of India, Ministry of 
Earth Sciences, Directorate 
of Lighthouses & Lightships. 
Around 2000 employees sail on 
these ships (vessels) across the 
world. All these vessels are not 
directly connected with the SCI 
network. 
This is a case study of HR auto-
mation of a complex fleet payroll 
system implementation which 
linked SCI ships travelling across 
the world to the head office at 
Mumbai real time and enabled 
payment of salaries to the seafar-
ers (floating staff) to their respec-
tive bank accounts and distribu-
tion of their payslips on board 
ship on time every month.

Complexities of Fleet 
Payroll
SCI owns and manages a diverse 
fleet of vessels like Bulk Carriers, 
Crude, Product, Chemical, LPG 
and LNG tankers, Offshore 
Supply Vessel, Cellular Vessels 
and Passenger Vessels.  Fleet 
personnel are deployed on 
these vessels. The vessel could 
be used on home trade or foreign 

trade and  the nature of ves-
sel operation is considered in 
terms of coastal, near coastal, 
Indian waters or foreign waters. 
The fleet payroll is impacted 
by various parameters such as 
the Vessel type, Vessel Status, 
Vessel Operation Nature, Rank 
Grade, Ranks, Contract Type, 
Contract Terms, Grade Basic Rate  
and Duty Statuses. 

Fig. 1 Complexities of Fleet Payroll.
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The floating staff or fleet per-
sonnel comprise of the various 
categories broadly classified as 
Officers, Petty officers, Crew and 
Trainees. Under the Officers cat-
egory, there are officers who are 
either regular with option of go-
ing on contract basis or on direct 
contract. Under Petty officers, 
there are regular or direct con-
tract Petty officers. Training is 
also provided on board SCI ves-
sels under tonnage scheme of 
GOI, to Cadets, trainee marine 
engineers and trainee seaman. 
Besides Manning Agencies have 
been empanelled to provide sea-
farers in case of non availability 
of regular or direct contract of-
ficers. Crew members comprise 
of SCI roster ratings and General 
roster ratings. SCI also manages 
vessels of Andaman and Nicobar 
administration and the payroll of 
the Andaman and Nicobar sea-
farers is handled by SCI.
Each Seafarer is identified by 
his ‘Employee Code Number’ 
(E.C.No.) besides each Seafarer by 
has its unique ‘C.D.C. Number’ 
and ‘INDOS” number. Wages 
are payable as per scales of pay 
and other applicable allowances 
set forth in the applicable service 

conditions which vary for differ-
ent categories. Officers are gov-
erned by INSA-MUI Agreement, 
Petty Officers and crew members 
by the INSA-NMB Agreement, 
Andaman seafarers by the MOU 
between A&N Administration-
A&N Seamen Union Agreement. 
There are 6270 Grade Basic Rates 
which govern various Basic of 
the Seafarers across, Foreign 
Going, Home Trade, OSV, A&N 
agreements.
Officers/Petty Officers and 
Ratings of foreign going vessels 
are permitted to draw advances 
equivalent to their net entitle-
ments & pay in foreign curren-
cies for the period they have 
operated in foreign waters. For 
practical purposes, this period is 
counted from the date of depar-
ture of the vessel from last Indian 
Port to the date of arrival at first 
Indian Port. Wages are calculated 
as per applicable scales and al-
lowances making appropriate 
deductions on account of Income 
Tax, P.F. and V.P.F., Housing and 
P.F. Loan recoveries, if applicable, 
Bar & Shop bill, charges for per-
sonal Telex/Telegrams or Radio 
messages, family messing recov-
eries, wherever applicable. In 

practice, while effecting any ad-
vance payment to any employee/
Rating, it is customary to pre-
pare a sheet called ‘Performa for 
Payment of Advances to Officers/
Petty Officers/Rating’, wherein 
‘Net Entitlement till the date of 
Advance’ is calculated for the pe-
riod of Articled service period to 
ensure that any advance payment 
made on board is within the lim-
its of the net balance of wages due 
to the employee/Rating as on the 
date of advance payment.
Wage and Salary administra-
tion of permanent employees 
i.e. Fleet Officers, including 
Petty Officers, differ from that of 
Ratings as Officers who are em-
ployed through Director Seamen 
Employment Office and engaged 
for specific requirement and are 
paid off at the time of conclusion 
and change/renewal of Articles 
of Agreement. Trainee Officers 
are paid stipend during training 
period.
Employees are also eligible for 
Fixed Shipboard Allowance and 
Variable Shipboard Allowance 
which is based on table. Some in-
stances of the span of allowances 
are shown in the tables below: 
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Table 1: Off Article Allowance

Allowance Table for shore duties : w.e.f. 01.04.2008 to 31.03.2010

S. 
N.

Payment Type Duty Leave 
Rate

FG Cat. 1% of 
Shore Basic 

Payable

HT Cat. 2% of 
Shore Basic 

Payable

For Upto 
11857 

Fixed p.m.

Basic 11858 
to 18959 

Fixed p.m.

Slabs 18960 
& above 

Fixed p.m.

1 Staff 04 17.00 60.05 60.05 11207.01 12638.91 14117.80

2 Journey 05 17.00 60.05 60.05 11207.01 12638.91 14117.80

3 Training 06 17.00 60.05 60.05 11207.01 12638.91 14117.80

4 Sick Leave 07 17.00 100.05 60.05 11207.01 12638.91 14117.80

5 Hospitalisation 08 17.00 100.05 60.05 11207.01 12638.91 14117.80
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w.e.f. 01.04.2010 to 31.03.2012

Table 2: Foreign Going Allowance  FG Shipboard Allowance Table: 01.04.2010 to 31.03.2012

S. 
N.

Payment Type Duty Leave 
Rate

FG Cat. 1% of 
Shore Basic 

Payable

HT Cat. 2% of 
Shore Basic 

Payable

For Upto 
11857 

Fixed p.m.

Basic 12925 
to 20665 

Fixed p.m.

Slabs 20666 
& above 

Fixed p.m.

1 Staff 04 17.00 60.05 60.05 11462.01 12893.91 14372.80

2 Journey 05 17.00 60.05 60.05 11462.01 12893.91 14372.80

3 Training 06 17.00 60.05 60.05 11462.01 12893.91 14372.80

4 Sick Leave 07 17.00 100.05 60.05 11462.01 12893.91 14372.80

5 Hospitalisation 08 17.00 100.05 60.05 11462.01 12893.91 14372.80

Vessel 
Types

Agreement 
period: 01.04.2010 to 

31.03.2012 Applicable to 
officers government by 

FG Agreement

% of Article 
Basic

% of Article 
Basic

For Basic Slabs 

Leave 
Rate 
p.m.

With FGS No FGS Upto 12924
12925 to 

20665
20666 & 

above

FG Coastal
Fixed Rs. 

p.m.
Fixed Rs. 

p.m.
Fixed Rs. 

p.m.

Bulk

FG MS, CE 231.63 214.63 29248.67 30741.50 32283.31 19.00

FG CO, 2E 241.63 224.63 27600.67 29096.50 30638.31 19.00

FG 2O, 3E, 3O, 4E, EE 241.63 224.63 25968.67 27461.50 29001.31 19.00

FG RO, PO, MO, WO 231.63 214.63 25968.67 27461.50 29003.31 19.00

Cargo

FG MS, CE 204.18 187.84 28250.28 29682.18 31161.07 17.00

FG CO, 2E 214.18 197.84 26605.28 28037.18 29516.07 17.00

FG 2O, 3E, 3O, 4E, EE 214.18 197.84 24970.28 26402.18 27881.07 17.00

FG RO, PO, MO, WO 204.18 187.84 24970.28 26402.18 27881.07 17.00

Ferry

FG MS, CE 249.18 232.84 28250.28 29582.18 31161.07 17.00

FG CO, 2E 259.18 242.84 26605.28 28037.18 29516.07 17.00

FG 2O, 3E, 3O, 4E, EE 259.18 242.84 24970.28 26402.18 27881.07 17.00

FG RO, PO, MO, WO 249.18 232.84 24970.28 26402.18 27881.07 17.00

Light 
House

FG MS, CE 229.18 212.84 28250.28 29682.18 31161.07 17.00

FG CO, 2E 239.18 222.84 26605.28 28037.18 29516.07 17.00

FG 2O, 3E, 3O, 4E, EE 239.18 222.84 24970.28 26402.18 27881.07 17.00

FG RO, PO, MO, WO 229.18 212.84 24970.28 26402.18 27881.07 17.00

LPG/ 
Chemical

FG MS, CE 331.63 314.63 29248.67 30741.50 32283.31 19.00

FG CO, 2E 341.63 324.63 27603.67 29096.50 30638.31 19.00

FG 2O, 3E, 3O, 4E, EE 341.63 324.63 25968.67 27461.50 29003.31 19.00

FG RO, PO, MO, WO 334.63 314.63 25968.67 27461.50 29003.31 19.00

Passenger

FG MS, CE 219.18 202.84 28250.28 29682.18 31161.07 17.00

FG CO, 2E 229.18 212.84 26605.28 28037.18 29516.07 17.00

FG 2O, 3E, 3O, 4E, EE 229.18 212.84 24970.28 26402.18 27881.07 17.00

FG RO, PO, MO, WO 219.18 202.84 24970.28 26402.18 27881.07 17.00

Research

FG MS, CE 224.18 207.84 28483.28 29915.18 31394.07 17.00

FG CO, 2E 234.18 217.84 26838.28 28270.18 29749.07 17.00

FG 2O, 3E, 3O, 4E, EE 234.18 217.84 25203.28 26635.18 28114.07 17.00

FG RO, PO, MO, WO 224.18 207.84 25203.28 26635.18 28114.07 17.00
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There are 6270 Grade Basic Rates 
which govern various Basic of 
the Seafarers across, Foreign 
Going, Home Trade, OSV, A&N 
agreements.
A variable allowance structure 
differentiated by Vessel, Vessel 
Status, Vessel Operation Nature, 
Rank Grade, Ranks, Contract 
Type, Contract Term, Grade Basic 
Rate and Duty Status results 
in further complications. Some 
Allowances are calculated and 
paid monthly, while others are 
calculated daily and paid monthly 
and some allowance are calculate 

annually but paid monthly. Allo-
wances vary on the basis of ves-
sel status such as Lighterage, 
Storage, Gas Free,  Dry Dock–
Inside, High Risk Bonus/War 
Zone Allowance, Annual Passe-
nger Survey, Fumigation, Laid 
Up, Radio Active Cargo, Dry 
Dock–Outside. Duty Status is the 
attendance type. There are sev-
eral duty codes like on Article, 
on Staff Vessel, on Staff Ashore, 
on Journey, on Training, Unpaid 
Leave, on Deputation, on  Peri-
od, Duty Unknown, End of Servi-
ce which impact allowances.

The Income Tax rules provide 
for exemption of tax liability if a 
seafarer completes 183 days as an 
NRI (days in which he is in for-
eign water). Thus tax in the initial 
months is calculated presuming 
that he could become eligible 
for the NRI days exemption. If 
employee does not complete 182 
days of NRI Status then income 
tax has to be calculated as per nor-
mal Indian tax laws. Provident 
Fund Statements are to be sub-
mitted to the Seamen’s Provident 
Fund Commissioner within 15 
days of pay off for Ratings.

Table 3: Grade Basic Rate 

Storage

FG MS, CE 335.99 311.99 34739.77 36567.73 38455.67 17.00

FG CO, 2E 345.99 321.99 33094.77 34922.73 36810.67 17.00

FG 2O, 3E, 3O, 4E, EE 345.99 321.99 31459.77 33287.73 35175.67 17.00

FG RO, PO, MO, WO 335.99 311.99 31459.77 33287.73 35175.67 17.00

Tanker

FG MS, CE 291.63 274.63 29248.67 30741.50 32283.31 17.00

FG CO, 2E 301.63 284.63 27603.67 29096.50 30638.31 17.00

FG 2O, 3E, 3O, 4E, EE 301.63 284.63 25968.67 27461.50 29003.31 17.00

FG RO, PO, MO, WO 291.63 274.63 25968.67 27461.50 29003.31 17.00

LPG Pool 
Optees on 
LPG Ships

FG MS, CE 415.99 391.99 34739.77 36567.73 38455.67 30.00

FG CO, 2E 425.99 401.99 33094.77 34922.73 36810.67 30.00

FG 2O, 3E, 3O, 4E, EE 425.99 401.99 31459.77 33287.73 35175.67 30.00

FG RO, PO, MO, WO 425.99 391.99 31459.77 33287.73 35175.67 30.00

Vsl: 997 FG MS 276.18 259.84 38756.78 40188.68 41667.57 17.00

(a) Master Monthly Basic rate as per INSA - MUI Agreement

Cl. CG rpg Ty. PSA Grpg PS group Lv Wage 
type

End Date Start Date Amount

500 40 RG FC 3 FRMSX01 01 5000 31.12.9999 01.04.2014 33,605.00

500 40 RG HC 3 HRMSX04 01 5000 31.12.9999 01.04.2014 33,630.00

500 40 RG SV 3 SRMSX01 01 6000 31.12.9999 01.04.2014 33,605.00

(b) Chief Engineer Officer Monthly Basic rate as per INSA - MUI Agreement

Cl. CG rpg Ty. PSA Grpg PS group Lv Wage 
type

End Date Start Date Amount

500 40 RG FC 3 FRCEX07 01 5000 31.12.9999 01.04.2014 33,505.00

500 40 RG HC 3 HRCEX08 01 5000 31.12.9999 01.04.2014 25,555.00

500 40 RG HC 3 HRCEX10 01 6000 31.12.9999 01.04.2014 25,555.00

500 40 RG SV 3 SRCEX07 01 6000 31.12.9999 01.04.2011 32,525.00
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The Legacy Landscape
Shipping Corporation of India (SCI) has more than 80 ships which are not directly connected with SCI net-
work. All onboard activities on vessels for fleet employees are recorded in an application known as SIMS 
(Ship information management system – SCI in-house application).

The landscape of the fleet legacy 
applications comprised of : 

A. Shore Based Applications
• KARDEX comprised of the 
Service Card of Floating Staff 
which captured all HR Actions, 
certificates, licenses and Duty 
Status. It also provided crewing 
functionalities. 
• Floating Staff Accounts & 
Payroll Software (FLAPS) is a 
payroll application that was 
run on monthly basis for salary 

computation for Main fleet, Home 
trade & OSV Officers, Petty 
Officers & OSV Crew after ag-
gregating data of KARDEX SIMS, 
Allotment and Payment system 
based on the duty status records 
in FLAPS and  NRI income Tax 
functionality for Seamen.
• Allotment & Payment Systems 
which comprised of leave wages 
generated  for the leave period 
of seamen and an Allotment 
System which produced remit-
tance for seamen’s Allotment and 

generated recoveries in FLAPS 
for the same. 

• Loans System processed the 
loans considered applicable for 
Seamen namely the the PF Loan 
and Housing Loan.

• Portage Bill/ Master Disburse-
ment was an application for 
Master Disbursement and ac-
counting of the same 

• Off-article payment system was 
used for recording and releasing 
Adhoc Payments

Fig. 2. The Legacy Landscape
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• Crew Manager was Database 
in Oracle which captured Master 
data for Main fleet / Home Trade 
Crew. 
• Tax Assessment
A Consolidated Form 24Q for 
Shore and Fleet employees is 
consolidated every quarter. Fleet  
employees 24Q was prepared and 
send by the legacy system.
• Cash Book system on shore.

B. Applications on Board Ship
• Shipboard Information Mana-
gement System (SIMS) is an 
onboard application in Visual 
Foxpro  to compute wages on 
ship for all Main fleet and Home 
trade fleet owned / managed by 
SCI. It was used to compute and 
pay wages on ship for all Main 
fleet and Home trade fleet owned/ 
managed by SCI. Andaman & 
Nicobar Administration Emplo-
yees are handled only in SIMS. It 
was used to produce portage Bills 
and record onboard earnings and 
deductions.
• OSV Produced Monthly Payroll 
for OSV Employees

Integration
There were multiple systems for 
different categories of fleet per-
sonnel. The Kardex system was 
used for Main fleet officers and 
petty officers. Manual systems 
were used for Main fleet crew 
and fleet personnel on offshore 
vessels. SIMS was used on board 
vessels. 
FLAPS being the final input 
point, KARDEX provided the 
payroll inputs for computa-
tion for Mainfleet Officer/ Petty 
Officer, OSV Officer/ Petty Officer 
& Crew. Mainfleet Crew used 
to get Portage Bill as their final 
Statement of Accounts, which 
was given as final data to FLAPS. 
Synchronisation of data was only 

between KARDEX and FLAPS. 
Synchronisation between SIMS 
& FLAPS or SIMS & KARDEX 
used to be manual effort. Data for 
Payroll computation for Offshore 
vessels (OSV) was fed manually 
in FLAPS and a separate payroll 
for OSV was run. Calculation for 
Andaman & Nicobar Employees 
were done only in SIMS. Also, 
Loans, PF and gratuity were all 
manual processes.

Drawbacks of The Legacy 
System
The Legacy system operated in 
Silos. Different system applica-
tions for Seafarers like, KARDEX, 
Crew Manager, etc. OSV was 
completely Manual KARDEX. 
SIMS was a standalone system 
providing solution to Mainfleet & 
Hometrade Vessels. All the OSVs 
were not covered by SIMS. Sign 
On / Sign Off (being a critical pro-
cess in the payroll process) was 
addressed manually via Sign On/ 
Sign Off report from Ship in SIMS 
which was then manually updat-
ed in the KARDEX system. There 
was no KARDEX online system 
for OSV employees and Mainfleet 
CREW employees. Any update in 
Kardex after the payroll period 
was to be manually calculated 
and updated in the EDR (Earning 
Deduction Report) Statement of 
the Seafarer. Manual data entry  
and checking data of more than 
1000 employees resulted in re-
dundancy and mistakes which 
resulted in cases of excess and 
shortfall in payments. The con-
trol was with the Master of the 
vessel and not at head office. User 
Dependency for accuracy and 
timely input of data was of high-
est priority. The system relied on 
the Master for accurate input of 
Voyage diary data. There were is-
sues with advances paid on board 

ships. Further, the legacy ap-
plication lacked a Retrospective 
Accounting feature which re-
sulted in a lot of manual calcula-
tions. Thus the lack of a properly 
integrated system and manually 
driven system made the company 
look for a proper HR Automated 
solution.

The Fleet Payroll System 
An attempt was made to intro-
duce a new system combining 
SAP and DANAOS, a commer-
cially of the shelf (COTS) pack-
age. However there were sev-
eral issues and the project was 
scrapped. All the other systems 
had been migrated to SAP HCM, 
FI, MM or other COTS packages 
with interfaces to integrate the 
system. Fleet Payroll was the only 
system which was being done 
outside SAP.  Programs had to 
written to create data from FLAPS 
system and upload in SAP. 
With the implementation of the 
MLC convention, it was manda-
tory to pay the payment of Salary/ 
Wages on time and issuing Salary 
slips to the employees on board 
vessel. The new system was im-
plemented to provide required 
details from ships to shore via 
available communication channel 
so that payroll of fleet employees 
could be generated on time.

System Architecture
A Ship module developed in .NET  
receives and sends required data 
in text files for fleet employees via 
email. It has user friendly GUI 
and is used to record all activities 
of fleet employee from Signing on 
vessel to Signing off vessel. 
There is an email application 
known as AMOS which is con-
figured on ships to send mails 
from ship to shore (SCI office) and 
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receive mails from shore to ship. 
Out Bound interfaces will be gen-
erated as per configured schedule 
on ship and will be sent to shore 
via AMOS Connect. All interfaces 
transfer data in text files via email.  
In Bound interface means text files 
received from shore SAP to ship. 
In Bound interfaces are generated 
as per configured schedule on 
SAP application server and sent 

from shore to ship via shore mod-
ule as per configured schedule. 
Out Bound interface means text 
files sent from ship to shore SAP.
On shore, SAP is running on 
UNIX Server (for development) 
or Sun Solaris Server (for Quality 
and Production). Inbound files 
copied on shore location con-
figured folder will be moved to 
UNIX or Sun Solaris server and 

Outbound files generated on 
UNIX or Sun Solaris Server will 
be moved to shore location con-
figured folder. A Separate appli-
cation runs at  shore (SCI office) 
location which copies received 
file (Inbound) sent from ship 
module to configured windows 
folder and send files (Outbound) 
from configured windows folder 
to respective ship module via lo-
tus notes.
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Fig 4 Recruitment and Payroll Process

Implementation
A core team was set up consist-
ing of a  combination of business 
users who had adequate domain 
knowledge and the authority to 
take decisions and personnel from 
the IT department to cover the IT 
perspective of the legacy systems 
to map the AS-IS and define the 
TO BE. The AS-IS was listed in the 
Functional Requirement System 
document which contained the 
details of the existing system and 
the wish list of the user. The con-
figured solution was highlighted 
in the Business Blueprint (BBP).
Implementing an ERP software 

system not only involves a great 
deal of expenditure, efforts and 
time, it also involves change in 
some of the complex business 
processes. Such changes are of-
ten disliked by the employees 
and are a big risk. In order to 
ensure success, everyone in the 
company, from the leadership 
to back-office workers should 
cooperate. Business users will 
keep repeating the same mis-
takes. Documentation in the form 
of user manuals, functional and 
technical specifications formed an 
essential part of the implementa-
tion. An online e-learning module 

was developed using a tool called 
Epilplex. Phones kept ringing in-
cessantly in the first eight months. 
It took a lot of self control to an-
swer every query, however irra-
tional. A user puts in the initial 
effort and if he gets support at the 
point of time he is stuck, he will 
go ahead. He may teething prob-
lems galore but given the timely 
support, he will surge ahead in 
the comfort that help is at hand. A 
provision was given to the user to 
raise an issue ticket through the 
portal or in SAP.
There were several issues with 
the ship module ranging from 
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AMOS connectivity failing to a 
virus attack on a computer on 
board vessel. Assistance to ships 
for hardware failure could be 
given at port only. Moreover, all 
the ship personnel are not com-
puter savvy.  Patient proactive 
support in terms of telephonic, 
onsite support, hand holding and 
good training material held us 
in good stead.

Preparation of sturdy support 
agreements with realistic Service 
level agreements which would 
prove to be cost effective to 
the organization and ensur-
ing that a set of personnel are 
able to make configuration 
changes and do ABAP coding 
helped to reduce dependence on 
the consultants.
At all stages, the overpowering  

influence of legacy systems, un-
willingness by the business user 
to signoff, misinterpretations by 
the union which could lead to 
industrial unrest  was a daunt-
ing task which was managed to 
a large extent by core team com-
petency, knowledge sharing from 
the consultants, the power of 
training and proactive support 
and enhanced tolerance levels.
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Benefits
Thus the Fleet Payroll system was introduced in SCI  resulting  in several tangible benefits. The payroll was 
processed centrally with compliance of Statutory and Taxation requirements.The payroll processing cycle 
time from data capturing to final payment was minimized and this resulted in timely running of payroll 
and ensuring the payout of salaries on time to the bank accounts of seafarers with salary slips printed on 
board ships.
Retrospective Accounting, which was the major factor missing in the legacy system was handled effort-
lessly by the SAP Payroll system. Entering payroll-relevant data in the past triggers retroactive accounting. 
Salary slips can now be displayed on the screen or printed.  This saves distribution time and printing paper.

Fig. 5 The New System



61KaleidOscope  February, 2017

References
Business Blueprint
Presentation made to Steering Committee
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Abbreviations
SCI Shipping Corporation of India Ltd.
OSV Offshore Supply Vessel
CDC Continuous Discharge Card
A&N Andaman and Nicobar
NMB National Maritime Board
MUI Maritime Union of India
MLC Maritime Labour Convention
BBP Business Blueprint

Though the system has been 
customized, it utilizes the major 
functionalities of SAP. It has re-
duced the transaction based work 
and given shore employees of the 
fleet department the opportunity 
to move to strategic base work on 
each HR function.
The system has eliminated errors 
in payroll processing i.e. there 
was no need to check and recheck 

every time. The employee master 
data is available real time with 
proper integration with payroll. 
Data confidentiality is main-
tained. The control is at shore and 
not with the Master of the vessel. 
This ensured that there were no 
excess payouts.
Discipline has been incorporated. 
The payments to employees have 
been streamlined. Dependence 

on individuals has reduced dras-
tically as rules are incorporated in 
the system. 

Thus the fleet payroll system is 
an effective and efficient process 
that ensures correct calculation 
of salary in time for each em-
ployee in SCI and satisfies both 
internal and external reporting 
requirements.
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The “Gen-Nxt”
Model of Western Coalfields Limited

Sekhar Rayaprolu - Assistant Manager (Community Development)
Shridhar Chilka - Assistant Manager (Finance)
Ritu Singh Khokhar - Assistant Manager (HR)

It was high-time for a giant 
company like Coal India to 
realize the urgency of trans-

forming its young workforce into 
future leaders in a scenario when 
the recruitment of officers started 
after a generation gap of about 20 
long years. It has become inevita-
ble that the young officers be cou-
rageous enough to take respon-
sibilities and prepare themselves 
accordingly to take charge as 
corporate leaders at a much early 
stage compared to their seniors.
It was in this context that the 
“Gen-Nxt” model was introduced 
by Chairman Cum Managing 
Director (CMD) of Western 
Coalfields Limited (WCL) in the 
company in September, 2014. The 
Gen-Nxt initiative seeks to nur-
ture the leadership skills of its 
young officers of E2/E3/E4 grade. 
It is very important in a scenario 
where majority of the middle 
management will retire in about 
5 years of time and that responsi-
bility will be shifted to the young 
officers. To cater this need of the 
company and to prepare a second 
line-up to be at the helm of affairs 
in near future, leaders were be-
ing selected to participate and in-
volve themselves in the decision 
making process of the Company. 
This initiative aims at enriching 
their knowledge with practical 
orientation and brings them into 

mainstream functioning of the 
Company. The leaders also act 
as representatives of the entire 
Gen-Nxt team and ensure that all 
members are actively involved in 
the affairs of the Company.

The WCL - 
“Gen-Nxt” Model
It all began when a new Top 
Management joined the helm of 
affairs in WCL and one of their 
first initiative was to address each 
and every Gen-Nxt officer of the 
company. It involved meeting 
Gen-Nxt officers throughout the 
company through cluster meet-
ings in batches. This direct con-
tact with the new-age workforce 
of the company by the highest 
order of the company motivated 
and made these officers believe 
the imperative of putting in their 
whole hearted efforts for the ben-
efit of the company. The young 
officers were made to align them-
selves towards the vision and 
mission of the company.

Phase-I (Nov-2014 to Oct-2015) - 
Institutionalizing Gen-Nxt
Post cluster meeting, Gen-Nxt be-
gan to take an institutional form. 
A series of workshops were held 
(Nov-Dec-2014) wherein Gen-nxt 
officers spanning across differ-
ent disciplines and geographical 
expanse of company’s operations 

were made to speak up their ideas 
from their own field of special-
ization which would impact the 
way of doing things to improve 
the efficiency and productiv-
ity of company’s operations. This 
brain-storming session boosted 
the confidence of those who 
were hesitant to come forward 
and share the best practices. The 
workshop served as a medium of 
Ice-breaking session to the young 
officers posted in the different ar-
eas and an opportunity to know 
each other.
During one of these workshops, 
a batch of 23 leaders were elected 
from 10 Areas and Headquarters 
with 2-3 leaders from each area 
for period of 3 months. These 
leaders formed the core group 
of Gen-Nxt and had interactions 
with Top Management on behalf 
of entire Gen-Nxt. Many initia-
tives were taken by different 
leaders in their respective areas 
during this phase which have 
been elaborated later in the case 
study.

Phase-II (Oct-2015 to June - 
2016) - Scaling up
In the next phase, Gen-Nxt 
Initiative evolved by scaling up 
from Subsidiary level to company 
level. The overwhelming success 
of Gen-Nxt model made our par-
ent company Coal India adopt 
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it across all its subsidiaries. The 
scaling up of Gen-Nxt model to all 
8 subsidiaries of Coal India took 
place at a Mega Conclave (held in 
Oct 2015) wherein young officers 
from Coal India and all its sub-
sidiaries were represented by 10 
to 15 people each. This conclave 
transpired as a medium to spread 
the concept to other companies 
thereby tap the synergy and po-
tential exhibited by the young 
officers across Coal India fam-
ily. The conclave facilitated the 
sharing of best practices from the 
respective company and ponder-
ing upon the challenges that lay 
ahead for the company. A grand 
vision for Gen-Nxt till year 2020 
was evolved. The leadership was 
now scaled up at Coal India level, 
where a core group of 30 lead-
ers was formed across the Coal 
India which coordinated with re-
spective subsidiaries in ensuring 
the grand vision is implemented 
successfully. 

Phase-III (June-2016 to till 
Date) - Empowerment through 
Decentralization
While WCL itself was chalking a 
remarkable turnaround with in-
creased production, record land 
acquisition and opening of new 
projects every month, we believed 
this was an opportune moment to 
rebrand itself to deliver an experi-
ence of satisfaction to all the stake 
holders. In this phase Gen-nxt 
grew beyond its customary lead-
ership and every individual was 
given equal opportunity to pres-
ent their ideas and showcase their 
talent to the senior management 
directly. This led to a Mega work-
shop on Corporate Branding and 
Benchmarking being organized 
(in June 2016) which saw partici-
pation from Gen-Nxt across all 
areas on self-nomination basis. 

This time the platform had self 
motivated youth alongside ex-
perienced Senior Management, 
who were determined to create 
a brand about the company in 
the minds of all its stakeholders, 
at the same time benchmark the 
best practices for optimum utili-
zation of the company’s resources 
through six Mission Mode proj-
ects (Care for Efficiency, Care for 
Consumers, Care for Employees, 
Care for Community, Care for 
Environment & Care to Connect). 
A Grand Coalition of Gen-Nxt 
and senior management under 
the Tag - Team_WCL evolved as 
“change agents” and were made 
responsible for implementation 
of these projects, which marked 
the culmination of the evolution 
of the “Gen-Nxt” model.

Responsibilities 
Taken Up By Gen-Nxt

Cultural Transformation
• Creating Management 
Trainee(MT) Support Cells

• Knowledge Sharing - Intra 
Department Meetings and 
Brainstorming sessions 

• Revisiting Job Description 
- Defining own Job Roles; 
Revisiting KPIs

• Induction and Training Policy - 
Cross Functional Trainings

• Leadership Role - 
Representation of Gen-Nxt in 
Management Committees

Digital Transformation
• Digital Concurrence - Sharing 
of IT Solutions and applications

• E-Applications - Health Care 
Portal, Gen-Nxt Portal

• Digitization of documents - 
Assets, Operation and Training 
Manuals

• E-Learning - Educating Seniors 
for faster adoption; Also for 
Project Affected Persons

Recreating Brand Coal India

• Organized Business and Sports 
Events on behalf of Coal India
• Branding of Gen-Nxt - 
Anthem, E-Magazine, Facebook/
Twitter Handles
• Customer/Supplier/ Contractor 
Relationship Management - 
Adopting Corporate Practices

Giving back 
to the Community
• Formation of Voluntary Clubs - 
“Sahyog” by Gen-Nxt to directly 
help the community with volun-
tary contributions under which 
we have adopted orphanages, old 
age homes, distributed station-
ary to Schools, organized health 
camps, awareness campaigns, etc. 
All these activities are planned, 
executed, sustained completely 
voluntarily by the highly spirited  
Gen-Nxt Officers.
• Gen-Nxt officers also conduct-
ed skill development training 
to rural youth/Project Affected 
Persons at many training centers 
of WCL. 

Impact
• The traditional leadership pyr-
amid was not producing leaders 
fast enough. So Gen-Nxt pro-
vided a platform for the officers; 
and a springboard for the com-
pany to build a strong leadership 
pipeline.
• Gen-Nxt Officers have outgrown 
their roles of being just Managers 
to Leaders and developed a strong 
learning culture across the organi-
zation at all levels.
• Gen-Nxt Officers are not psy-
chologically bound to their 
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authority/ designation. They st-
rive to maintain a flat hierarchy 
with interactions across all levels 
improving communication and 
process efficiency.
• Gen-Nxt Executives are em-
bracing digital technologies 
faster to reinvent the workplace 
operations.
• This model provides to the 
young and impatient officers 
what is most needed to them - 
Intrinsic motivation, the desire to 
do a job for its inherent rewards. 
Manager evaluation of subordi-
nates, the characteristic of tradi-
tional performance evaluation 
crowds out creativity. It is only 
the inherent motivators that drive 
superior performance and ethical 
behavior in long term. 
• Being in their prime, Young of-
ficers learn/adopt to the chang-
ing times very quickly. Be it use 
of technology or going over the 
board and breaking stereotypes, 
Gen-Nxt officers have done it all. 
Out of the box ideas presented 
by Gen-Nxt have significantly 
impacted the business processes 
of the company propelling it 
to chalk out a remarkable turn 
around in last 2 years.

Innovativeness of 
The Initiative
• While India is on the cusp of an 
historic opportunity of reaping 
the benefits of its demographic 
dividend, the Gen-Nxt Model 
demonstrates an actionable way 
to harness the demographic divi-
dend in a diverse country like 
India.
• Gen-Nxt has succeeded in mov-
ing away from hierarchical line 
and block chart type organization 
to creating a cross-functional net-
works of teams, thereby harness-
ing the synergy of working in a 

coordinated manner.
• Unorthodox means of commu-
nication have been adopted by 
Gen-Nxt to interact with Senior 
Management. There are many 
WhatsApp groups over which 
CMD and Directors directly in-
teract with Gen-Nxt officers. 
This enables the Gen-Nxt to act 
as the Eyes and Ears of the Top 
Management at ground level cre-
ating an instant feedback mecha-
nism for quick decision making.
• Gen-Nxt also led to the cre-
ation of other innovative HR 
practices like the setting up the of 
Institution called SAMVAAD-20; 
SAMVAAD Groups of 20 people 
each were formed in all ten areas 
including headquarters of WCL 
to introduce positive changes 
in day to day professional and 
personal life of WCL personnel. 
The groups includes members 
from non-executive staff, young 
and senior officers, so that the 
issues at all the levels down to 
top may be communicated and 
resolved at their own level and 
important issues may be brought 
to the notice of Top Management 
who regularly interact with these 
SAMVAAD Groups.

Sustainability - 
Scalability - Inclusivity
Having pioneered this initiative, 
need was always felt to sustain 
the momentum with which it 
had been launched and the en-
thusiasm with which it was be-
ing propagated among the other 
sister companies of Coal India 
Family.  There are some unique 
features of this model that made 
it sustainable, scalable and 
inclusive.
• Rewards and Recognitions
• Workshops and Regular Inter-
actions - paved the way to give 

adequate exposure to the Gen-
Nxt members about the collab-
orative decision making process. 
These workshops in a way exhib-
ited the maturity developed by 
the Gen-Nxt members for carry-
ing this initiative a long way in a 
sustainable manner.

• Democratic Institutional Setup 
- Elections through voluntary 
self-nomination and online poll-
ing; Regular Gen-Nxt Sabhas - 
where all Gen-Nxt interact with 
their leaders; 

• Encouragement by Top Mana-
gement and Acceptance by Senior 
Management - Both the factors 
are equally important. It is im-
possible to lead without author-
ity; Acceptance of the initiative 
by the broadminded Seniors to 
empower their juniors played 
a crucial role in success of this 
initiative. They encouraged the 
Gen-Nxt to think out of box and 
guided them whenever needed 
to put their Ideas to a logical and 
practical end.

• Creating a Brand Gen- 
Nxt across the company - Every 
communication - internal/ex-
ternal was pitched in creating 
an identity for Gen-Nxt. Every 
meeting was used as a platform 
to encourage Gen-Nxt partici-
pation. Every interaction with 
Management showed their confi-
dence on Gen-Nxt which empow-
ered them.  

• Tapping into the Innate nature 
of Youth to look for something 
more than regular work - This 
was a small but very important 
point that was grasped by our 
Top management in creating this 
platform to create a Win-Win sit-
uation where the employee gets 
motivated by working more and 
company benefits by delegating 
more responsibility.
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Gen-Nxt - The Future
We at WCL, now aspire to 
spread this Gen-Nxt model both 

Horizontally and Vertically
• Horizontally - Across our or-
ganization among Non-executive 

cadre as well
• Vertically - Across other PSUs 
through forums like SCOPE.

Conclusion
“Youth means to place your firm confidence in yourself & exercise your hopeful determination and 
resolution and willing good intentions in this beautiful task of self-culture. This will truly bring su-
preme satisfaction and fulfillment not only to you, but also to all concerned”

- Swami Vivekananda

As these words reverberate in our ears, its high time we realize that we have a historic window of 
opportunity to reap demographic dividend of the supremely confident and highly abled youth of 
India. Innovative initiatives like these are rare in a Public sector set-up. The success of the Initiative 
is not only apparent but impending. We have to succeed in harnessing  the potential of the New-Age 
Workforce in this Globally competitive world. Through Gen-Nxt, Western Coalfields Limited dem-
onstrates that this is not only possible but also implementable and achievable.
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hRP- ILAB:
Innovation Lab for HR Practices

Kaushal Kumar Dubey, General Mazdoor, Assistant Coordinator, SICB
Mithilesh Kumar, General Mazdoor, Assistant Coordinator, SICB

Kamla Pati Mali, Jr. Data Entry Optr. , Assistant Coordinator, SICB

Bharat Coking Coal Limited 
(BCCL) is a public sector 
undertaking engaged in 

mining of coal and allied acti-
vates. BCCL is spread over 270 
sq km in Jharia coal field and 32 
sq km in Raniganj coal field in 
the states of Jharkhand and West 
Bengal. 
It is producing more than 
35.761MT (32.648 MT Coking 
and 3.113MT Non Coking) of 
coal through 44 mines with the 
help of more than 52,000 Human 
resources.

The Context
Skill India is a campaign 
launched by Prime Minister 
Narendra Modi on 15 July 2015 
with an aim to increase skilled 
manpower in India up to 30% 
by 2020. CIL has signed a tripar-
tite MoU (CIL-NSDF-NSDC) to 
contribute in Skill India Mission. 
A Project Steering Committee is 
setup to look into all aspects of 
the Project including approval of 
plan, milestones, budget, etc. This 
may be due to the complexity of 
the sector, region of operation, 
and/or other factors identified in 
the project formulation stage.The 
target assigned to CILfor Skill 
Development training is more 
than 2,70,000 persons by March 
2018. This target was distributed 
among all the subsidiary of CIL. 

Skill India initiatives in BCCL is increasing rapidly.The target being 
assigned time to time to BCCL for 2016-17 is given below: -

different from core competency 
of the company.
To conduct assigned skill devel-
opment training for building a 
better tomorrow for a country fol-
lowing task is required to be done 
continuously:

Identification & Planning
Identification & planning of train-
ing program, training centers, 
trainees, training partners, train-
ers, assessment agencies, asses-
sors and prepare a plan acceptable 
to everyone through consultation 
with all stakeholders. 

Coordination
Coordination is required to be 
carry out for each training pro-
gram with

• Training centers.
• Controlling officers.
• National Skill Development 
Corporation (NSDC).
• Sector Skill Councils.

This training includes 
• Skill development training of 
own employees.
• Recognition of prior learning. 
(RPL).
• Refresher training (for em-
ployee having less than five year 
experience).
• Fresh skilling (for new joining).
• Skill development training of 
contractor workers.
• Skill development training of 
PAPs & others.

Identification of Need
BCCL has a traditional hierar-
chy based on a rigid organiza-
tional structure having entirely 
different core competency and 
led down procedure of execut-
ing task. Rapidly increasing Skill 
India activities in BCCL was a 
new challenge w.r.t flexibility, 
frequency of coordinating with 
autonomous organization and 
speed of executing simultaneous-
ly at multiple front a task entirely 

Target assigning 
month

July 16 Aug.16 Sept. 16 Oct. 16 Nov. 16

Assigned target for  
2016-17

40 400 1000 6000 7500
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• Training partners.
• Assessment agencies.
• Trainers.
• Assessors.

Data Management
At the same time all the atten-
dance is required to be compiled 
and processed to make suitable 
for uploading at National Skill 
Data Management System.

Feedback
For appropriate corrective action 
in time feedback is prepared and 
sent to: -
• All General Managers of BCCL.
• Nodal Officers of the organiz-
ing cell.

• Trainers.

• Assessors.

• Training Partners.

• Sector Skill Councils.

• General Manager (HRD) CIL.

• TS to D (P) BCCL.

• SPOC, NSDC.

BCCL have grown successfully by 
actually using managerial hierar-
chy – by a classical way of manag-
ing from the top down with jobs 
with boxes and liens and struc-
tures and process descriptions, 
running and controlling the com-
pany from top. 
But the task in hand demanded 
agility, flexibility, innovative HR 
Practices and empowerment of 
new age workforce, so that amidst 
uncertainty, ambiguity, volatil-
ity of the environment in which 
a rigid hierarchal organization 
can match the dancing steps with 
several external autonomous or-
ganizations (sector skill councils, 
training partners, assessment 

agencies etc.) on the musical beats 
of NSDC and CIL-NSDF-NSDC 
Project steering committee to give 
desired performance.
For this purpose, a pool of em-
ployee has been identified 
through referrals; passion assess-
ment was conducted; and with 
passionate innovative brains 
Innovations Lab For HR Practices 
(HRP-ILAB) has been formed.

Objective of HRP-ILAB
Formulate, Test, Develop, Tailor 
made, innovate HR practice suit-
able for our organization in ex-
isting performance condition 
(organizational, demographical, 
geo-mining, geographical, socio-
economic, sociopolitical condi-
tions etc.); Monitor and Evaluate 
the pilot phase of developed HR 
Practices; Review and modify 
and repeat the procedure; Discuss 
the outcome in HR Innovation 
Committee: -
• To evolve an organization 
structure with required level of 
flexibility, agility and empower-
ment of new age workforce. 
•   To evolve HR practices for 
millennial.
• To make R3 (Rethink, Renew, 
Regenerate) Culture for continu-
ous modification in HRP.
• Increasing flexibility of HRP to 
become users friendly for upcom-
ing Gen. Z. 

HRP-ILAB has following 
steps

Setting the 
goals for the process
Innovation always begins with 
a goal in mind. Goal has been 
agreed upon through discus-
sion within team and it is made 
sure that someone must be 

representing all the parts of the 
process from start to the end.

Cooperation

The innovation team should work 
together so that instead of trying 
to come up with an idea separate-
ly, they can bounce ideas off one 
another and create a collaborative 
solution. This includes the use of 
online tools, attendance of events 
that can be inspiring and infor-
mative, or simply consist of brain-
storming sessions. Online tools 
available for real-time document 
sharing is of great help for teams 
that are geographically separated 
to still have intense cooperation.

Combination of Ideas
Once the ideas are in, choose 
the best ones and then consider 
whether they can be combined 
to create an even greater idea. 
Often, strong ideas will be com-
plementary to one another and 
will join well to create an even 
greater idea.

Evaluation of Innovation

This is an important and yet 
all too frequently overlooked as-
pect of the innovation process. 
When the best ideas have been 
combined, fine-tuned, and pol-
ished, it is time to subject them 
to evaluation based on peer re-
views. This helps to ensure that 
any ideas that have a promising 
veneer but that are poorly 
thought out will be identified 
before resources, funding and 
time have been poured into them. 
It also helps to select the ideas 
with the greatest potential from 
among several that appear equal-
ly capable of being successful. It 
is cheap to change innovation 
at this stage compared to later 
stages. Each further step taken 
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forward will cost more.

Testing the Ideas

Once the ideas with the greatest 
potential have been identified, 
they can be tested so that they 
can be better developed. One 
of the most common means of 
testing idea is to create a proto-
type or test group. This allows 
the team, as well as stakehold-
ers to have a better look at how 
the HRP will function and what 
changes can be made to it so that 
it will be even further improved. 
Make sure that the HRP not only 
raises interest but is able to in-
crease efficiency & effectiveness 
of performance also.

Execution of Innovation 
Implementation
The HRP that survive the testing 
process can be further developed 
and altered until they are ready 
to be adopted by organization as 
standardized norms. The execu-
tion of implementation is a step 
that is unique to organization 
and unless new HRP has a sig-
nificant impact on efficiency of 
performance, its adaptation is not 
worthy.

Assessment of Innovation 
Life-cycle
After the execution of an HRP, 
its implementation needs to be 
carefully monitored and assessed 
in terms of a number of set mile-
stones. If a milestone has not been 
reached, then changes is required 
to be made.

The next step in the process is 
simply to start again, always find-
ing new goals, inspiration, solu-
tions and taking them through 
the cycle until they provide HR 
practice promising significant 
improvement in efficiency as 

well as readily acceptable by the 
workforce.

For selection and orientation of 
the volunteers for LIT (Lab for 
Innovation Testing) is carried out 
by following foursteps:

• Access and Attract- To find out 
suitability and willingness.
• Develop and Grow - To recog-
nize the aspirations of employees 
and focus on their growth and 
development.
• Engage and Align – Through a 
bundle of responsibility and a set 
of motivations.
• Transition- Movement of tal-
ent within the organization-
and outside of the organization 
with displayed sensitivity sends 
strong signals to the employees 
about the organization’s care and 
concern. 

The solution obtained through 
HRP-ILAB resulted in a Cloud 
Based Organization. Skill india 
cell of BCCL (SICB). It has follow-
ing characteristics: -

• It is an organization establish 
for the specified purpose.
• It has mother-kid like relation-
ship between the member and his 
responsibility. 
• Once the responsibility has 
been adopted by the member, he 
is free to evolve method of dis-
charging his responsibility. 
• It is having team structure 
without hierarchy.
• Job position is customized for 
the talent. 
• Within the team everyone is re-
sponsible to himself for discharg-
ing the responsibility owned by 
him. 
• Everyone interacts with a cen-
tral virtual platform for commu-
nicating his status and outcome.

• Flexi time has been adopted. 

• Work from anywhere is being 
practiced.

• Self-designed planned process 
and practice is adopted for dis-
charging the responsibility.

• Assignment of task to one self 
and outcome of the same is be-
ing communicated to the virtual 
desk.  

Monitoring of performance is 
done by all members with the 
purpose of strengthening the 
weakest link to enhance the per-
formance through close network 
social media tools.Team perfor-
mance result is being commu-
nicated to one and all as a self-
generated feedback.   Periodical 
review is carried out for innova-
tion, modification of procedure 
and practices for enhancement of 
performance.

Out- come of SICB

The significance of 
the SICB in delivering business 
performance
Till date 4000+ RPL Training has 
been provided, 15000+ training 
man days has been achieved un-
der Skill India activities of BCCL. 
At present: -

• Training is being imparted at 10 
centers.

• Participants are being nomi-
nated from all the 12 Areas RPL 
Training program.

• Coordination is being carried 
out for each training program 
with all the stakeholders.

• At the same time all the atten-
dance is being compiled and pro-
cessed to make suitable for up-
loading at Skill Data Management 
System.
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• For appropriate corrective ac-
tion feedback is prepared and 
communicated to all stakeholders.

Impact and sustainability 
(actual/proposed) of the SICB

Organizational 

• Succession planning.

• Employee empowerment.

• Team building.

• Self-motivated human 
resources.

• Bridging the generational gap 
among HR.

• Harnessing the capability of 
Gen Y.

• Developing the HR Practices 
for upcoming Gen Z. 

• Increased performance 
efficiency.
• Increased job satisfaction.
• Work life balance has 
increased.
• Confident workforce.
• Learning by doing.
• Enhancement of innovation 

culture in the organization.

Economical 
• Cost Incurred: Believe it or not 
the cost incurred in SICB is ZERO.

• Revenue saved/ will be saved.

• Till December 2016 revenue 
saved = 22.5 lakhs.

• Till March 2017 expected rev-
enue saving   =   59 lakhs 

• Till March 2018 expected reve-
nue saving   = 3.75 crore (approx.)

Social 
• Contribution in social uplift-
ment through skill develop-
ment linked with Placement, 
Livelihood generation, Self-
employment gene-ration is be-
ing recognized by the society 
of the command area of opera-
tion, which enhances the image 
of the company among the peo-
ple who matters for day to day 
performance.

• BCCL has become a rapidly 
growing leading contributor in 
this national mission. 

The innovativeness quotient of 
the SICB
• Setting of work place flexibility 
as a new normal.
• Getting read of job titles.
• Flexi time is being practiced. 
• Work from anywhere is being 
practiced.

• MAD (Mutual Admiration) 
over social media is being recog-
nized as a new reward.

• Extended weekend is being 
practiced.

• Innovative and out of the box 
thinking to evolve and adopt HR 
Practices is being facilitated. 

All these are being observed in a 
traditional, classical public sector 
of Jharkhand where HR norms is 
still as rigid as law. 

SICB is achieving on the average 
400% increase in performance as 
well as significant increase in job 
satisfaction and work life bal-
ance. So far experience of SICB 
suggests that- “Freedom & Trust 
can transform ordinary in to extra 
ordinary human resource”
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Induction Program for New Recruits at 
Bharat Electronics Limited, Bangalore Complex

Leela P Bhatkar, DGM (HR/ER)
Chitra John, Manager (HR)

Laveena Michael, Manager (HR)

Employee productivity is 
the key to an organiza-
tion’s success. At Bharat 

Electronics Limited employee 
productivity and high employ-
ee engagement have been the 
key drivers to the organization’s 
growth.  We work towards en-
hancing organization’s capabili-
ties by attracting and retaining the 
best talent and through compe-
tency development of individuals 
in line with the Company’s Vision 
and Mission. Over the last de-
cade, the HR function has moved 
from an administrative to strate-
gic function. With the volume of 
recruitment on the rise, there has 
been considerable investment of 
time and resources on identify-
ing and recruiting key talent. At 
this point of time, a need was felt 
to design a strategic on-boarding 
and induction program, the im-
pact of which can be monitored 
and evaluated, which would ig-
nite employee engagement and 
productivity from day one. 
BEL has always had an induction 
program since its initial inception 
days for all newly joined officers. 
The induction program focused 
on providing an overview of the 
Company prior to posting of-
ficers to various Units. The pro-
gram was for a brief period of 21 
days. Post the induction program 
there were no mechanism to 
evaluate feedback on individual 
development and performance. 

Also on-the job training and con-
tinuous learning were not given 
greater attention. While the com-
pany was in a transitional stage 
of growth and with the increased 
competition, business challenges 
and changing market scenario, it 
was felt that recruiting key tal-
ent was just not enough. Also, the 
need to align the expectations of 
the millenial workforce with the 
organisation’s goals, became es-
sential. The youngsters who join 
the company are very impression-
able and creating the right impact 
about the company and its goals, 
ensures a motivated work force. 
In order to enhance the engage-
ment levels of this workforce, 
it was decided to formalize and 
re-design the induction process 
that would assess key competen-
cies and individual performance, 
create a cultural alignment, estab-
lish key relationships, promote a 
sense of belongingness and help 
the newly joined officers to transi-
tion from a student to profession-
al life. A task force was formed to 
design a new induction scheme 
which was formalized during the 
year 2014 and implemented in 
the year 2015. This new induction 
scheme is comprehensive and is 
for a period of 6 months. It details 
the activities, roles and responsi-
bilities and lays down the metrics 
for evaluation and assessment. 

Overview of The Scheme
The entire induction activity has 

been planned down to the minut-
est detail, encompassing every 
need of the new recruits during 
the period of the initial induction 
and the extended 6 months in-
duction training.
The new recruits are exposed to 
active learning, through lecture 
sessions, plant visits, Industry 
visits, Out-bound activities, Au-
dio-visual training, quiz com-
petitions, discussions, On the 
Job Training, Project work, etc. 
Eminent speakers including se-
nior officers from the Board, 
General Managers and guest 
speakers address the recruits 
about specific subjects of interest. 
There is great focus on develop-
ing an appreciation for the cur-
rent technological capabilities 
of the company, as well as the 
need to adapt to the increasingly 
competitive market for Defence 
equipment procurement in the 
country. Apart from giving an 
overview of the functioning of 
the company, the program is de-
signed to build behavioural com-
petencies relevant to BEL, striv-
ing towards creating disciplined, 
innovative and motivated profes-
sionals, by equipping them with 
the desirable skills to take on the 
challenges of a globally competi-
tive market. 
The habit of reading acclaimed 
books which create a positive im-
pact on the attitude of individuals 
is encouraged and presentations 
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on the books prescribed as part of 
induction programme, ensures a 
continuous learning cycle.

Implementation
The Induction programme is 
a well structured programme 
spread over a period of 6 months 
which is divided into two phases 
viz. Phase I i.e providing inputs 
on Vision, Mission & Values of 
BEL, Organisation structure etc., 
BEL business principles, various 
programmes both with techni-
cal and behavioural contents, 
interaction with industry lead-
ers, open feedback, Plant visit 
inside the factory to various 
Departments at Strategic Business 
Units (SBU) etc. for a period of 30 
days at our Centre for Learning 
and Development (CLD). The 
program is inaugurated by the 
Chairman and Managing Director 
and other Directors of  BEL, who 
address the new recruits, give an 
overview of the company and 
their journey in BEL and openly 
interact. This is followed by an in-
formal interaction over high tea, 
alongwith other officials includ-
ing General Managers, HR offi-
cers, etc.   
Phase II i.e On- the-Job Training 
(OJT) which encompasses 
Technical Skill Training at the re-
spective SBU where the individu-
al is posted in their respective dis-
cipline through demonstrations, 
instructions, personal coaching 
along with a project work and its 
evaluation. 
A well established procedure ex-
ists for on boarding of the new re-
cruits. It includes welcoming the 
new recruits and completing join-
ing formalities, providing board-
ing at Probationary Engineers 
Hostel, supplying relevant mate-
rial for the use and guidance of 
the new recruits like schedule of 

the programme, Books like ‘You 
Can Win’ by Shiv Khera, ‘As a 
Man Thinketh’ by James Allen, 
‘Seven Habits of Highly Effective 
People’ by Stephen R Covey and 
‘Wings of Fire’ an autobiogra-
phy of Dr. APJ Abdul Kalam for 
book review sessions (books cur-
rently prescribed), BEL Conduct 
Discipline and Appeal rules book 
and Dos and Don’t book which 
governs the discipline of the of-
ficers at BEL etc. 

The induction programme 
– Phase I at CLD includes
• Daily Pranayama and Medita-
tion from 5.45 AM to 6.30 AM 
• Class room sessions at CLD 
from 8.00 AM to 4.00 PM which 
includes
- Providing overview of the vari-
ous processes of the organisa-
tion i.e. Manufacturing, Quality, 
Engineering Services etc. 
- Products and customer profile 
of SBUs 
- Information on departments 
like Vigilance, Strategic Planning, 
Security etc.
- Various technical training like 
EMI/ EMC, ESS, C4I systems, 
Thermal design etc.
- Plant visits including visit to 
Central Research Laboratory, 
Ashankura, a school for children 
with special needs run by BEL etc.  
- Sessions on English language 
skills, Corporate Grooming, Pres-
entation and Communication 
Skills, Prevention of Sexual Hara-
ssment at Work Place, Safety, 
Emotional Intelligence etc. 
- Sessions of SAP modules like 
PLM, PS etc. 
- Book Presentations by the teams 
on three currently prescribed 
books i.e. ‘You Can Win’ by 
Shiv Khera, ‘As a Man Thinketh’ 

by James Allen, ‘Seven Habits 
of Highly effective people’ by 
Stephen R Covey and evaluation.
- Interaction with industry lead-
ers. To name a few Dr. A P J Kalam, 
Ex-President of India, Prof. C N R 
Rao, Dr. R A Mashelkar, Sri. Porus 
Munishi etc. have addressed and 
interacted with the new recruits.
- Business Quiz
- Feedback sessions with General 
Manager (Human Resources)
- A valedictory ceremony at the 
BEL officers Club is hosted by the 
new recruits to showcase their 
talents on one evening during 
the last week of the programme. 
This programme is attended by 
Sr. Management officials along 
with their spouses. There will be 
a cultural programme by the new 
recruits followed by Dinner and 
informal interaction.
- Evaluation of learning of the 
Phase I is carried out for 125 
marks.
At the end of Phase I of the induc-
tion program, the new recruits 
are subjected to Thomas Profiling 
to enable effective posting, as per 
their individual capabilities. 
• The new recruits are posted 
to SBUs after the induction pro-
gramme - Phase I. 
• After this, induction pro-
gramme - Phase II begins. It starts 
with exposure to the SBU and 
various allied functions of the 
SBU which is for a period of 6 
days. 
• There will be an On-The- 
Job Training for a period of 120 
days i.e 4 months to enable the 
new recruits to acquire in-depth 
knowledge of key processes, 
procedures and execution. It 
will also help in understanding 
project technicalities / financials 
and its implications based on 
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the requirement of the SBUs. 
- There will be a presentation and 
evaluation for 30 marks at the 
SBU Level on the learnings from 
On-The-Job Training. 
- At the end of the 4 months, a 
written test is conducted at the 
Department level for a total of 
15 marks on the technical knowl-
edge acquired by the individual.
- The new recruit is required to 
undertake a Project Work and 
complete the same which will be 
evaluated against 30 marks. 

The Evaluation methodology, 
procedure and formats for Plant 
visits, Book review, On-The-Job 
Training etc are prescribed clear-
ly. Gradation of the new recruits 
from Probationary recruits to the 
respective designations take place 
after 6 months from the date of 
joining based on the evaluation 
during induction programme 
and Performance reports. After 
completion of the induction 
training, each new recruit will 
be assigned a Mentor who will 
help the new recruit to become a 
part of BEL. 

Benefits Derived From The 
Scheme
The age profile in the Company 
is in the range of 35 to 40 years, 
which clearly indicates the need 
to focus on the new age work-
force, in order to achieve busi-
ness excellence. The scheme has 
provided an opportunity for 
Management to focus and move 

towards an integrated talent man-
agement strategy, thus enabling 
greater alignment of individual 
and organisational goals.
The year 2015-16 has seen the 
highest induction of 325 new re-
cruits, in the last five years. All 
these new recruits have gone 
through the newly launched in-
duction program. The feedback 
from the new recruits, regarding 
their experience of the induc-
tion program has been highly 
encouraging. The system of cap-
turing feedback at the end of ev-
ery session, has provided inputs 
for greater refinement. Feedback 
from the department heads has 
been analysed and it has been 
found that there has been faster 
acclimatisation and higher en-
gagement levels among the new 
recruits. Timelines mandated 
by the scheme for identifica-
tion and presentation of proj-
ects by the new recruits, has 
created a performance based 
culture among them. The value 
added per employee which has 
increased from Rs. 37.58 lakhs 
during 2014-15 to Rs. 45 lakhs 
in 2015-16, as against a turnover 
of Rs. 4148 crores in 2014-15 to 
Rs. 5117 crores in 2015-16 clearly 
establishes the success of this 
scheme. Prescribing of book 
reading and the subsequent pre-
sentation and evaluation has 
helped the organisation in incul-
cating habit of reading during 
the current times. Various train-
ing on Quality standards like 
ISO 9000 / AS 9100, ISO 14000 

etc., Six Sigma Methodologies, 
Project Management module, 
Knowledge Management, IPR 
awareness, interactions with 
customers etc. has contributed 
in creating a Learning organ-
isation.  Sessions on self aware-
ness, emotional intelligence and 
values & ethics helps them to 
realise the importance of a value 
based organisation. Continuous 
Evaluation at each consecutive 
stage ensures effectiveness of the 
scheme. The system of evaluation 
also ensures that the new recruits 
have a responsibility towards im-
bibing the culture of performance 
and learning. Interaction with 
senior officers provides a sense 
of belongingness and makes the 
hierarchical structure more ap-
proachable. Hosting of the vale-
dictory function provides them 
an opportunity to showcase their 
planning, organising and team 
building abilities. The diverse 
range of programs from techni-
cal and behavioural skills to cor-
porate grooming and honing of 
English language skills enables 
individual development.
A workshop on functional inno-
vation is conducted for half a day 
for all new recruits, which pro-
vides insight into the fundamen-
tals of innovation, thus sowing 
the seeds for innovative culture in 
the company Address by eminent 
speakers such as Dr. APJ Abdul 
Kalam, Prof. CNR Rao, Dr. R A 
Mashelkar, Sri. Porus Munishi, 
retired Directors of BEL, etc have 
inspired the new recruits to aim 
for greater heights.
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Conclusion
The scheme had addressed the three pronged approach of the organisation, i.e. Quality. technology 
.innovation. The success that this scheme has met with, has lead to the realisation that this is an effec-
tive tool to further the company’s vision of being a world class enterprise in professional electronics 
and create a performance based organisation with a culture of continuous learning.
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Innovative hRD Initiatives for 
New Age Workforce

N. Yellamandamma
S. K. Padhee

BHEL Corporate R&D, Hyderabad

The core concept of Human 
Resource Management (H 
RM) is the continuous de-

velopment of human resource in 
a growing Organization. Hu-man 
Resource Development (HRD) 
is an essential part of Human 
resource management that spe-
cifically deals with training and 
development of employees in ar-
eas of technical, managerial and 
leadership competencies in the 
organization. In order to meet 
the challenges in the present sce-
nario of fast changing industrial 
requirements, economic develop-
ment, liberalization and global-
ization has necessitated BHEL to 
reorganize into being competitive 
and systematic in its approach 
to win stringent global busi- 
ness market. 
This paper covers the major HRD 
initiatives and practices being ad-
opted and their impact on growth 
of human resources at Corporate 
Research and Development 
(R&D) group of BHEL for past 
two years. The paper also pres-
ents tangible and intangible ben-
efits achieved by the way with 
the introduction of new HRD 
initiatives. Various innovative ap-
proaches being implemented are 
also reported in the paper.

Introduction
Training and Development is one 

of the main areas of HR man-
agement. BHEL started train-
ing of their employees through 
Human Resource Development 
Center (HRDC) way back in 
1960s, since the time inception of 
Organization with a novel con-
cept of Training Schools.  Today, 
BHEL has three different genera-
tions (Baby Boomer, Gen X and 
Gen Y) working together in dif-
ferent perceptions. Nevertheless, 
competitive and motivated peo-
ple make things happen and help 
organizations to achieve its goals. 
In this knowledge based organi-
zation, core competitiveness of an 
individual, is one of the key fac-
tors for innovation of new prod-
ucts and technologies, for bottom 
line growth of the organization 
and success in the business. Top 
management has faith in the ca-
pabilities of its workforce and en-
courages HRDCs in developing 
employees’ competencies. Top 
management understands that 
HR development is a continuous 
process which ensures employee 
development in a systematic and 
planned manner. To meet the 
above requirements, Corporate 
R&D functionally divided all pro-
grams into two categories. a. ATE 
programs (Advanced Technical 
Education Programs) specific to 
particular technologies.  b. HRD 
programs which are more general 

in nature (Behavioral, manage-
rial and leadership programs). In 
general, at Corporate R&D we or-
ganize ATE and HRD programs 
at a proportion of 70% and 30%. 
To align fast evolving new age 
workforce with organization 
goals, BHEL has taken several 
HRD initiatives for faster assimi-
lation and adoption of imparted 
knowledge for product and pro-
cess development. Further work 
in R&D is different from produc-
tion units. Special care has been 
taken in our HRD initiatives for 
enhancement of product knowl-
edge and time bound develop-
ment of indigenized cost effective 
products. 
Based on business requirements 
and site related problems, BHEL 
Corporate R&D proposes various 
products and hand over the tech-
nology to the plants after success-
ful development and testing. In 
order to develop these futuristic 
diversified products, continuous 
brain storming, subject churning 
and time to time knowledge up-
gradation are essential. In order 
to withstand against tough busi-
ness competition, our manage-
ment as per company’s Mission 
projects, strategic and technology 
plans, approves advanced techni-
cal training programs in BHEL. 
These technical programs cover 
various products like Turbine, 
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Boiler, Locomotives, Photo 
Voltaic, Solar, transformer, reac-
tors, gas insulated substations, 
fans, pumps, compressors, con-
trollers, motors and generators by 
inviting faculty from India’s re-
nowned educational Institutions 
like IITs, IISc, premier research 
institutions like IGCAR and de-
fense laboratories like ARCI to 
R&D premisesfor engineers and 
technical staff of all BHEL units. 
Human Resource Development 
and Advanced Technical Center 
(HRD & ATE) group has a pivotal 
role in imparting knowledge in 
advanced technical areas and also 
supports in transforming new 
technology inputs into products 
resulting to revenue generation 
to the Organization.  

Objectives of 
The Present Study
The present study reports various 
types of HRD practices being fol-
lowed at BHEL, Corporate R&D 
and the impact of these practices 
on employees training & develop-
ment methodologies.  This paper 
also presents the effectiveness of 
the innovative practices adopted 
at BHEL Corporate R&D.  Finally, 
this paper further discusses about 
the new HRD initiatives inculcate 
core values and technical compe-
tencies among employees.

Recent Practices at 
HRD & ATE 
New-age work force is much 
focused and has thorough con-
ceptual knowledge.  At the same 
time, this workforce has little 
understanding of products, site 
problems and troubleshooting 
challenges.  It is important that 
these inputs are to be given at the 
shortest possible time to ensure 
continuous growth in business of 
the organization. HRD is filling 
up this knowledge-gap by con-
ducting advanced technical pro-
grams by inviting the renowned 
faculty from reputed Institutions/
organizations. Following are so-
me of the recent practices imple-
mented at HRD & ATE center of 
Corporate R&D.

Programs through video 
conferencing
Recently, we have added out 
of box measures to improve the 
effectiveness of technical train-
ing programs. HRD & ATE cen-
ter conducts advanced technical 
programs at R&D. Executives of 
other BHEL units from Bhopal, 
Bangalore, Trichy, Haridwar, 
Delhi and various sites to at-
tend these programs to upgrade 
their knowledge so as to arrive 
at solutions for their product 
related issues. These programs 
involve coordination with all 

units of BHEL, prior circulars 
and time scheduling. This lengthy 
process may lead to long ab-
sence and non-availability of the 
nominated employees in work 
area during hectic work sched-
ules consuming lot of travel 
time. Considering these, the 
number of participants is also 
restricted for nomination and 
result to poor utilization of train-
ing. In order to provide exposure 
and benefit to more number of 
participants from these knowl-
edge based technical training 
programs, HRD & ATE initi-
ated the installation of Video 
Conferencing (VC) system for 
conducting programs for the first 
time in BHEL. HRD & ATE inter-
acted with production as well as 
business units Trichy, Haridwar, 
Bhopal and HRDI Noida and 
finalized the installation of a 
specialized VC system with re-
cording facility.  HRD & ATE 
started conducting programs 
through Video Conferencing 
since May 2015. By implement-
ing training programs through 
VC facility, the training expen-
diture of an amount of 32.6 
Lakhs (tangible) was saved for 
the company by avoiding travel 
and hotel stay expenditure forthe 
participants. The programs’ and 
participants’ details are men-
tioned below in Table 1.
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S. 
N.

Name of the program Date R&D RCP* Try* RAP* Che* Bpl* Hwr* HRDI 
& 

PEM

1. CFD Concepts and Turbulence 
modeling

7.05.’15 23 7 12 8 -- -- -- 2

2 CFD Concepts with Open Foam Tool From 
14.05.’15 to 

15.05.’15

20 14 14 --- --- 4 --- 7

List of programs conducted through VC Confernece
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Programs through video 
recording
Important programs on new tech-
nologies like UltraSuper Critical 
Technology, Design of Super 
Critical Boiler, Solar Technology, 
Carbon Capture, HVDC etc. are 
video recorded. These video re-
cordings along with the course 
materials are being uploaded in 
Intranet for the benefit of employ-
ees of other BHEL units by opti-
mally utilizing digital technol-
ogy. These programs recordings 
helped in imparting training to 
employees at their convenience. 
This can also be used for future 
reference and knowledge sharing 
across Organization.

Product knowledge sharing 
across organization
In Engineering organization 
like BHEL knowledge sharing 
plays a major role in finding 
solutions tomany designs and 
troubleshooting problems. To 
give boost to knowledge sharing, 
HRD initiated inter and intra de-
partmental knowledge sharing 
programs from past two years. 

These presentations will be initi-
ated by the youngest executives 
and further continued by senior 
executives of their respective de-
partments. This process not only 
helps in sharing the knowledge 
within organization but also 
helps in grooming youngsters as 
future pillars of organization to 
shoulder major responsibilities. It 
was the indubitable, unshakable 
confidence instilled by senior 
executives in young executives. 
This is very well appreciated by 
all employees as well as external 
experts.

Capturing knowledge of super 
annuating experts
A new method of conducting se-
ries of lecture sessions is intro-
duced in 2015 by senior officials 
who are due for retirement of 
both technical and service de-
partments. These lectures are 
conducted weekly twice with a 
two hour duration each. Prior 
intimation is given to all depart-
ments.  These short duration pro-
grams attract more number of 
participants from all departments 

attended these sessions. These 
programs are very well received 
by the employees.

Training by technical partners
Interacted with vendors and con-
ducted hands-on training pro-
grams like profi-bus technology, 
cryogenic test chamber operation 
and maintenance, Climatic test 
chamber functioning and usage, 
Electrical insulating materials by 
vendors at R&D campus. These 
trainings imparted practical train-
ing to executives covering many 
operational and maintenance 
problems and reduced the depen-
dence on vendors. Also initiated 
hands-on training on software 
like advanced CNC machine pro-
gramming, Electrical Machine 
designing using Unigraphics-NX 
and AutoCAD are conducted at 
free of cost by vendors at R&D. 
This resulted to saving lakhs of 
rupees to the organization.

Programs through superannu-
ated experts
There is a large super annuated 
talent pool of BHEL Corporate 
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*RCP-Ramachandra Puram, TRY-Trichy, RAP-Ranipet, Che-Chennai, BPL-Bhopal,Hwr-Haridwar

3 Magnetic Bearing Technology 20.05.’15 15 -- -- -- -- -- --- ---

4 Leadership continuum, 
Professionalism at work place

29.06.’15 30 16

7. Thermal hydraulic design of thermal 
Power Plant Heat Exchangers 

28.10.’15 10 5 --- ---- ----- 10 13

8 Application of Nano- Technology in 
Power Industry

20.11.’15 5 10

9 9-12% Cr Steels for advanced steam 
power plants

25.01.’16 15 4 6

10 IPR awareness for IVP Govindwal 
executives

29.11.’16 14

11 Basics of IPR Patent Search tool 28.11.’16 23
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R&D in and around Hyderabad.  
These experts had rich product 
knowledge and site experiences 
in their respective technological 
areas. The real time experience in 
troubleshooting of these experts 
is being utilized for faculty servic-
es in technical training programs.  

Advanced IT skills training

Advanced computer programs 
on core java, C-sharp, dot net 
are conducted. Based on these 
learnings, Circuit breaker control 
operations, Man Machine inter-
faces are developed for prototype 
products and presently being 
used in manufacturing units.

Imparting leadership skills 
through E-learning
E-learning plays a significant 
role for training of digital sav-
vy new age work force. In line 
with this, training has been im-
parted to 23 young executives 
in R&D in behavioral, leader-
ship and functional aspects 
under “Harvard Management 
Mentoring Scheme” under this 
new digital platform.

Training on behavioral 
programs
To improve work culture, leader-
ship qualities and overall individ-
ual performance among different 
categories of employees, behav-
ioral programs are conducted at 
R&D.

Behavioral programs to 
impart team work
Behavioral programs like Result 
Oriented Executive, Winning 
Together are being conducted to-
improve personal, managerial ef-
fectiveness among engineers and 
managers in the area of business 
market.

Team Building across Cross 
Functional Teams and Nurturing 
Young Workforce

‘Peeling the Leadership Onion,’ 
program has been conducted for 
senior officials and group heads.  
Many managerial tips have been 
imparted like team work, emo-
tional intelligence, conflictman-
agement, meeting targets within 
time schedules, identifying right 
person for right work,trust build-
ing etc.

Feedback
Feedbacks are taken from the par-
ticipants at the end of each pro-
gram. Based on these ratings, im-
provements aremade, in terms of 
better faculty, program arrange-
ments, facilities etc. Program’s 
impact and effectiveness are men-
tioned as feedbacks from techni-
cal coordinators of concerned 
laboratories and service groups.  
Some of feedbacks from the par-
ticipants are given below.

Feedback given by 
participants
• One Behavioral Program titled 
“Peeling the Leadership Onion,” 
was conducted on 18th and 19th 
of August 2016, at HRD Lecture 
Hall.  One of the participants 
made remarks about the program 
as “The course was useful toboth 
my professional and personal 
arenas. I learnt how to manage 
subordinates, to build interper-
sonal relations, to inculcate trust 
building among team members, 
in career planning etc. Excellent 
Course.”
• Another participant made re-
marks about above program as 
“I found the course to be one of 
a kind and describe it as inter-
esting, engrossing and useful. It 
was conducted in a professional 

manner, without even a single 
dull moment and offered a take-
away to each of the participants. 
It was well designed with an even 
amount of time being assigned 
to presentations, interactions 
and games. I felt that all the par-
ticipants enjoyed participating in 
the course and were able to iden-
tify their inherent strengths and 
weaknesses by themselves. They 
also learnt to look at issues relat-
ed to leadership style, emotional 
intelligence, conflict manage-
ment, time management in a new 
way by observing the reactions of 
other participants. I would like to 
suggest that the course be offered 
to all.”
• TPS laboratory engineers have 
undergone training course on 
“QNX RTOS” from 3rd to 7th 
August 2015, in HRD Lecture 
hall. One of the participants 
made remarks about the pro-
gram as “The training course pro-
vided acquaintance on the vari-
ous features of QNX Real Time 
Operation System.  Present day 
development of Substation au-
tomation products is carried out 
on QNX platform which provides 
rich debugging features. Products 
developed on QNX platform 
are Bay Control Unit, Remote 
Terminal Unit and Composite 
Monitoring System. The devel-
oped products have been com-
mercialized by Bhopal and EDN, 
Bangalore Units.”  
• One of the participants made 
remarks about the program as 
“The numerical/experimental 
quantification of the emission 
levels from the Gas Insulated 
Switchgear (GIS) during switch-
ing events has been found to be 
important for the Electromagnetic 
Compatibility (EMC) de-
sign of the control/protection 
equipment operating in harsh 
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Conclusion
HRD at BHEL Corporate R&D focuses on developing employee’s competencies intechnical, mana-
gerial and leadership, thus empowering employees by providing various flexible and personalized 
learning options as mentioned in the case study. These cutting edge HRD practices enabled R&D em-
ployees to enhance their competitiveness in order to achieve higher levels of performance. We have 
introduced innovative HRD practices of conducting advanced technical programs through VC, devel-
opment of E-learning materials, imparting training through E-learning under Harvard Management 
Mentoring scheme and many more. These innovative practices are quite effective as evident from the 
feedback given by the participants and group heads. These HRD out of box practices and initiatives 
remains imprinted in the minds of employees resulting insubstantial contribution to the organiza-
tional growthand contribution to high business turnover.

Ackowledgement
The authors thank the Management of BHEL for continuous guidance, sustained support in adopting in-
novative HRD practices and for granting permission to publish this paper.

Electromagnetic Interference 
(EMI) environment and thereby 
for a reliable operation of the 
systems. Technical course titled 
“EMI/EMC in GIS” from 15th to 
16th December 2015, organized 
by HRD & ATE group, BHEL 
R&D, Hyderabad was very useful 

for working Engineers in the field 
of GIS as BHEL will be supplying 
commercially first 420 kV GIS in 
Indian market. The course pro-
vided necessary inputs regarding 
guide lines to be followed while 
installing control equipment and 
control cables in such substations. 

The course also provided tech-
niques to be followed to miti-
gate EMI in GIS. The range of 
emission levels and its variation 
with system voltage in the exist-
ing GIS substations was also dis-
cussed by faculty.”
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Implementing
3-Box Learning Strategies

Dr. Babu Lal, ED
Amitabh Jha, DGM

Rishi Raj, Sr. Engineer
Corporate L&D

In a rapidly changing business scenario, it’s im-
portant for the organisation to have an agile, 
adaptive and value creating workforce always 

in a state of readiness to tackle organisational chal-
lenges – present & future. Learning is a strategic 
business necessity and the Rate of Learning must 
outpace the Rate of Change in the environment, 
thus giving the organisation an important com-
petitive edge. Towards this, different organiza-
tions, conduct series of HR/HRD interventions with 
good intent, but unfortunately, with little result/
outcome. Our experience suggests that only when 
learning interventions are properly envisioned & 
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executed, in alignment with organizational needs 
– it gives desired result. It’s like availability of sun-
rays, hay(object) & lens – which ONLY WHEN po-
sitioned correctly gives desired result (burning). 
Otherwise, it’s the same story, what gets repeated in 
many organizations, with routine-repeated training 
programmes…and no result!

To tackle the twin chal-
lenges brought out in 
SCOPE International 
HR Summit’17 bro-
chure and  twin solu-
tions mentioned in 
AON study, BHEL has 
positioned Learning as a Strategic Function criti-
calin organisation’saim to become Robust, Rising & 
responsive- A call given by BHEL’s CMD.This Case 
Study talks about a Unique Model of Learning & 

Development where focus is on taking initiatives in 
line with Organisational Priorities, which are exam-
ined from three lenses- Past, Present & Future. The 
Next Section talks about Three-Box Learning Model 
which is central to our L&D Strategy.

Three-Box Learning Model
Eminent Management Guru Prof. Govindrajan in 
his bestseller “Three Box Solution- A Strategy for 
Leading Innovation” talks about three-box concept 
for organisations to become competitive, innovative 
and future-ready. 
• Box one is…about managing the present i.e., im-
proving efficiency of current businesses.
• Box two is about …the past. One has to abandon 
some of the old mindsets and practices.
• Box three… is about creating the future.

Our team found that this model provides a profound framework for L&D on which it can base its activity. 
This shall make L&D to contribute more effectively towards Present as well as Future Business Needs of 
the Organisation. BHEL has developed its learning Strategy based on the concept of Three Box Solution – 
which is presented in this Case Study.
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Formation of Corporate L&D 
BHEL has a rich history of HRD activities. Way 
back in 60s, when HRD was still a new term in the 
country, our first infrastructure was set-up for train-
ing, before factory establishments. Over the years, 
HRDI & HRDCs (out training set-up) have done 
impressive work.  However, to bring more focus & 
align L&D with the organisational changing needs, 
a corporate level function- Corporate Learning & 
Development (CLD) has been created in July 2016 
at the Apex Level, headed by an Executive Director. 
CLD has the responsibility to streamline L&D ac-
tivities among all Training Centres with the twin 
focus of deepening learning culture in the company 

Fig. 1: CMD, Director (HR) & ED (CLD) in BHEL Learning 
Week Function.

Focus on Present is vital as it feeds the future by 
creating necessary resources. With increasing com-
petition and reducing profit margin, it’s important 

for the organisation to 
search ways & means 
to improve Operational 
Efficiency- which essen-
tially comes from the 
triangle of Q-C-D. At 
the same time, working 
on People challenges is crucial. Examining challeng-
es in the two domains gave us following pointers:

Some of the Important initiatives to address the 
“Present” are presented below:

BHEL Learning Week (BLW)
Aon Hewitt Study, 2015 mentions that CEO’s in-
volvement is crucial in building and sustaining a 
culture of engagement. The Vision of celebrating 
BHEL Learning Week (First of its kind initiative 
among PSUs) came from CMD, BHEL. The under-
lying message behind the event was - Developing 
and grooming juniors/young colleagues is the 
most important and sacred responsibility of the 
Reporting Officers and must be done with all the 
sincerity. Company-wide this event was conducted 
from 05th-09th Sept’16 to further deepen the spirit 
of learning and taking “learning” as a celebration! 
This new intervention started with a mail from the 
CMD to all the employees.This intervention creat-
ed a platform where employees on their owncame 
forward to discuss Site/Plant issues, Challenges in 
Project Execution, New Growth Areas, Root Cause 
Analysis and SWOT analysis.BLW democratised 
learning and ideas to handle current problems came 
from Line Managers on their own.
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and designing interventions based on the organiza-
tional needs and priorities.  

Training for 
Developing Leadership Pipeline
To provide latest & best in Class Managerial/ 
Leadership Insights to our people, we have es-
tablished well-laid out Training Interventions at 
different levels. Figure placed here depicts the se-
ries of interventions at various levels of hierarchy. 
In line with the needs of New Age workforce, we 
have launched two interventions in the list of lead-
ership programmes in the last two years. Winning 
Together programme for E1-E2 (Young Executives) 
which focusses on developing Collaboration and 
Teamwork; Resilient Leadership Programme 
for Senior Management which focuses on deve- 
loping Resilience (a critical requirement in the 
VUCA world). 

Work on Skill Building
BHEL efforts towards Skill building through vari-
ous training interventions at ground level is quite 
robust & contemporary. It has been recognised by 
the Govt of India in Skill Mahotsav, at Kanpur, 
December 2016.  

Clear Thrust on Technical Training 
BHEL being an Engineering Organisation, technical 
trainings are the heart & soul of L&D activities. In 
view of this, technical trainings in the three broad 
categories were launched. 

In addition, special interventions (Horizon & 
Inspire) for Cadre/House Change employees are 
also in place- both for Supervisors & Artisans.                

Focus on Technology in Learning 
Initiating Blended Learning 
Approach i.e., Blend of 
e-learning & Contact 
Classroom: BHEL has suc-
cessfully implemented two 
major e-learning initiatives 
addressing the pressing 
concerns of present times 
a) Leadership b) Project 
Management.

PM presented a cheque of Rs 1.79 Cr- the highest amount 
to CMD, BHEL as token of appreciation for BHEL’s active 
participation in engaging apprentices under the National 
Apprenticeship Promotion Scheme (NAPS).
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& Nomination is the Foundation Stone of L&D. In 
a complex organisation like ours- where there are 
upwards of 40,000 employees of different educa-
tional background spread over large geographical 
area this was no simple task. Abandoning the past, 
we stopped the earlier practice of identifying train-
ing needs through Development Plan which we 
found repetitive and adding no value. This system 
is now replaced with BHEL Learning Tree.  Salient 
Features of the System & Benefits are: 

Implementation of BHEL Learning Tree has been 
successfully done and Training Needs of more than 
50% employees has been compiled. In the Second 
year of Implementation, we have further expanded 
the portal’s reach and provided login access to em-
ployees in Supervisor grade. 

Review of Structure, Content & Methodology
While re-visiting the past, we felt that it is neces-
sary to revamp the technical training structure as 
well as streamline the content and methodology of 
trainings at all the levels. The course-design cre-
ated even in early 2000 had lost its relevance in 
view of drastic changes both within and outside the 
organisation.  

As an organization moves and grows, it creates 
different systems and processes. Over a period, 
it is important to review, declutter and prune the 
undesirable past and take conscious efforts to con-
solidate and simplify various processes/systems. 
Box-2 in this model talks about taking lessons from 
the past, selectively removing non-value adding 
systems and processes. In order to create L&D in-
terventions from this lens, we have taken following 
measures. 

Listening to People
A company - wide HRD survey (Nov’ 13 - Feb’ 14) 
was conducted with an intent- “how can we align 
the L&D Practices with Business Needs of the 
Organisation”. Close to 10,000 employees across all 
grades and locations responded to the online/offline 
survey. Post the online/offline Survey, Focussed 
Group Discussions (FGDs) were conducted in Five 
Manufacturing Units/Divisions. The Survey output 
gave us clear indication about the systems & pro-
cesses, which needed re-visiting in L & D space. 
In fact, this exercise helped us looking at our past 
practices in an objective manner to clearly distin-
guish between what to preserve and what to discard.                                                                                                    

Training Need Identification
A proper method of Training Need Identification 

A glimpse at some of the programmes, to tackle the twin challenges in Business & People fronts and hence 
optimize the Present are placed below:
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Workshop Modernisation
The workshops in major units of BHEL have under-
gone major revamp- old/ conventional machines 
have been replaced with new CNC/ NC machines 
so that hands on experience while training is closer 
to workplace. This is an important departure from 
past, where we are not sitting on the laurels received 
nor sticking to age-old machines/practices.    

Reskilling the Workforce
We all know how difficult it is to change a habit – 
more so when it comes to changing the workprofile 
of employees. In one of Bangalore based Units, we 
have reskilled and redeployed existing workforce 
for creating a new vertical for new role of manufac-
turing Solar PV Cells.  

While the Tomorrow is always unknown & unseen, 
it’s important to work on the weak signals emanat-
ing from the environment. Looking at our Business 
Portfolio and the changing landscape in the Power 
Sector, different L&D interventions have been taken 
and are being taken to prepare BHEL for the future. 

Future is in Clean Energy
In view of growing environmental concerns & cli-
mate changes, the pie of conventional Thermal 
Energy business has considerably reduced and Solar 
has emerged as the Next Big thing.  Working on this 
signal, BHEL has taken major steps to expand its 
capacity in Solar sector. We have conducted a se-
ries of interventions at the Unit as well as Corporate 
level to give awareness of Solar Technology as well 
as Business Scenario. 
Further, BHEL, NTPC & IGCAR are working in a 
consortium to develop Advanced Ultra Supercritical 
(AUSC) technology for envisaging reduced coal 
consumption as well as CO2 emission. This technol-
ogy is in research stage all over the world and it will 
be a milestone achievement for Nation.

Hon’ble Union Minister for Heavy Industries & Public 
Enterprises inaugurates BHEL’s state-of-the-art Solar PV 
Manufacturing Lines at Bengaluru.
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Cross Functional Teams (CFTs)

CFTs have been formed to deliberate on Organi-zational Challenges and how CLD (Corporate Learning & 
Development) can play the role of a facilitator in some of the important areas of concern. Following CFTs 
have been formed:

Training for New 
Groups in Futuristic Areas
BHEL has formed new business groups to capture the emerging market opportunities. In order to prepare 
the New Business Groups to get ready, L&D Interventions have been conducted with Twin Focus on get-
ting inputs on Technology/Best, Next Practices as well as refining market knowledge. Some of the other 
Programmes, which we have conducted, are as follows:
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In our series of interventions, 
Workshops on GST was launched, 
within days after announcement of 
act. So far we have covered close to 
500 Executives in various Units.  

Spark-App

Another big initiative - an app ti-
tled SPARK has been created and 
launched. This app is a learning 
portal & communication channel 
for new age wor force. The app has 
been developed indigenously from 
its concept & design to its logo and 
features.
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Conclusion
Adequately balancing today’s urgencies with tomorrow’s challenges & opportunities, taking learning 
from past - is at the heart of our Three-Box L&D strategy. It has prevented us from getting too caught 
up in all consuming demands of the present and prepare for the future. Realising that Future is not 
located in some far-off horizon but has to be built on a rapid scale & speed. The interventions for 
three time zones NEED to be envisioned & executed in “Here & Now.” For organizations to survive 
and thrive, the only mantra is to realise - ‘Future is Today’ and actions have to be taken today ! 
In 2016, BHEL has formed ten new groups at Corporate Level, which are going to be future growth 
engines for the company. Our team is actively engaged in working with different groups in creating 
“BHEL of Tomorrow.”  
Listening continuously to people & trends is the top most competency required for HR/HRD team to 
prepare teams who possess technical competence with behavioural confidence and translate learning 
into outcomes for Present & Future, through critical analysis of past practices.
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Productivity Improvement Measures
Start of Staggered Shifts, Double Shifts and Night Shift 
(1st time in an Oil PSU) Operations at BPcL

Arvind Mahajan, Dy. Manager HR(LPG), North

This case illustrates the vari-
ous Productivity Impro-
vement Measures car-

ried out in LPG SBU of BPCL 
over the period of 5 years. 
The series of events which have 
occurred are described and anal-
ysis of the Change Management 
Process followed in each of these 
cases is done in the end to under-
stand the Change Management 
Process. The Case will be an in-
spiration for implementation 
of Productivity Improvement 
Measures in other PSUs.

Reduction in break timings 
at Uran LPG Plant of BPCL
URAN LPG Plant is one of the 
largest LPG plant in India which 
handles about 480 Thousand 
Metric Tons (TMT) of LPG per 
annum. 223 staff of URAN LPG 
serves about 15 lakhs domestic 
consumers of the nation besides 
catering to various LPG Plants 
and bulk industrial consumers. 
URAN LPG Bottling Plant was 
constructed in 1988 and was com-
missioned in 1990. It is one of the 
biggest storage and handling unit 
in Asia. Although the plant is 
one of the biggest, yet it has the 
lowest effective work timings as 
compared to all other LPG plants 
of BPCL in the country. This is be-
cause of the extended break times 

(including lunch and tea breaks) 
of 90 minutes being followed at 
URAN LPG plant for the past 21 
years as against the average break 
timings of 55 minutes in other 
LPG plants of the country. 

The loss of production of cylin-
ders for 35 minutes of lost times 
in 4 filling sheds of URAN LPG 
plant amounts to a loss of rev-
enue of Rs. 5.5 Crores/month. 
With the continuous reduction in 
government subsidies, the senior 
management was worried about 
the long term sustainability of 
this mother plant due to low pro-
ductivity. Out of the 181 work-
ers of URAN LPG plant, there 
are 161 Project Affected People 
(PAP) from two nearby villages. 
In the past, they have always 
pressed for recruitment of more 
PAP’s in line with the new facili-
ties being setup at URAN LPG 
Plant. They have even threatened 
and led morchas in the plant on is-
sue of recruitment of PAPs. These 
PAPs have a strong hold with the 
local Unions at URAN LPG Plant 
and therefore they were very 
adamant for participating in any 
change process.

The entire change process (start-
ed in 2010) was long and difficult 
as it involved Industrial Disputes, 
Conciliations by Assistant Labo-
ur Commissioner (ALC) (C), 

agitation by unions(viz. wearing 
black badges, slogan shouting, 
and stopping ‘acting’ jobs, work 
to rule, not working overtime 
etc.), Flash Strike (loss of Rs. 14 
crores on account of loss of sales 
during this two day flash strike), 
Acts of Violence and Negotiation 
by workmen, Issuance of Show-
cause, Deduction of penal wages, 
Morcha by Local Gram Panchayat 
etc. The enforcement of revised 
break timings (from 90 to 65 min-
utes) on 21.06.2012 by all work-
men in URAN LPG plant is one 
of the classic examples of a slow 
change management process 
wherein the signing of a settle-
ment between workers and the 
management was deliberately 
avoided.

Long Term Settlement 
(LTS) at BPCL
In the Long Term Settlement 
(LTS) signed on 09.01.2014 with 
BPCL workmen, Management 
has been able to successfully 
introduce clauses which call 
for agreement by workmen on 
implementation of productiv-
ity improvement measures. Since 
01.03.2014 (the date of implemen-
tation of LTS), the timings of all 
general shift LPG plants in the 
country have been fixed from 
9AM-5.30PM while the shift tim-
ings have been 06 AM - 02 PM 
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and 02PM-10PM for plants with 
multiple shifts. Staggered tea 
breaks have been implemented 
at all the LPG plants and stag-
gered lunch breaks implemented 
for LPG Plants working in shifts. 
This had led to non-stop working 
of plants thereby increasing the 
productivity. 
The clause in the LTS states that 
workmen would whole hearted-
ly support and participate in all 
business improvement initiatives 
including TQM tools, Quality 
Circles, 5S, Kaizen, Six Sigma, 
TPM and other initiatives under-
taken by the Corporation from 
time to time. Using this clause, 
from April 2014, staggered shifts 
on weekly off basis, double shifts 
and night shift have been start-
ed at various LPG locations in 
Northern Region of BPCL. The 
plant which operates on stag-
gered weekly off ie. operates on 
all 7 days including Sunday has 
the following benefits:

• Increase in total working days 
of plant from 301 to 353 days in a 
year.

• Working on all 7 days a week, 
results in optimum utilization of 
plant equipment and machinery 
and enhance cylinder availabil-
ity in market which also increase 
customer satisfaction and en-
hance the market share.

• By employing staggered week 
days working, there is an increase 
of working hours by 416 Plant 
hours (in a year) which helps in 
reducing filling overtime.

• The plant is able to produce 
more cylinders thereby increas-
ing the productivity without any 
extra cost

• Plant gets the flexibility of 
sending supplies to distribu-
tors on all week days. The plants 

working in double and triple 
shift have an advantage of 
doubling and tripling the pro-
duction thereby increasing the 
market share of BPCL. The 

snapshot depicting the major 
change with respect to produc-
tivity improvement measures 
brought out in the new LTS is 
highlighted below:
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The various productivity im-
provement measures which have 
been implemented in Northern 
Region LPG after the introduction 
of LTS are enumerated below:

2014
• Staggered weekly off has been 
successfully commenced w.e.f. 
06.07.2014 at Piyala LPG Plant. 
• Double shift operations start-
ed at Bareilly LPG Plant wef. 
03.07.2014. 

2015
• Double shift operations start-
ed at Salempur LPG Plant wef. 
01.08.2015 and Sultanpur LPG 
Plant wef. 03.08.2015

2016
• Staggered weekly off started 
at Loni LPG Plant wef. 03.07.16, 
Udaipur LPG Plant w.e.f. 24.04.16 
and Salempur  LPG Plant wef. 
30.10.2016
• Double Shift Operations start-
ed in Allahabad LPG Plant wef. 
18.04.2016, Jhansi LPG Plant wef. 
22.09.2016 and Bhatinda LPG 
Plant wef. 03.10.2016
• Night shift operation at 
Allahabad started from15.11.2016: 
Market demand has increased 
significantly due to release of 
large no. of new Connections 
under Pradhan Mantri  Ujjwala  
Yojana launched by Hon’ble 
Prime Minister on 1st May, 2016. 
Allahabad Plant was being op-
erated on extended hours al-
most every day and sometimes 
on Sunday to fulfill the market 
demand. Plant was already op-
erating in two shifts (0600 hrs 
- 1400 hrs & 1400 hrs -2200 hrs).  
It was required due to business 
demands to operate the plant in 
third shift (2200 hrs - 0600 hrs) 
also to meet the growing market 

demand. Allahabad Plant has 
started three shift operations 
w.e.f. 15.11.2016. 

Analysis: 
Implementation of 
Productivity Improvement 
Measures at BPCL
It was very clear to the manage-
ment from the beginning for each 
of the changes mentioned above 
that they were going to imple-
ment a change which was fair and 
therefore they never lost focus or 
get aside from their goal despite 
so many obstacles coming in the 
way. Plant and Regional level 
leadership along with the local 
management staff have collec-
tively made this change possible 
by their persistent efforts and 
support from top management.
Implementation of Productivity 
Improvement Measures at BPCL 
is in line with John Kotter’s 
Change Management model.  In 
1996, John Kotter wrote “Leading 
Change” which looked at what 
people did to transform their or-
ganisations. Kotter introduced an 
8-step change model for helping 
managers deal with transforma-
tional change. Kotter’s Change 
Management model has 8 steps 
and they are described below 
under BPCL context of Change 
Management of various changes 
mentioned earlier.

Establish a sense of urgency
In each of the changes mentioned 
above, an urgency was created 
based on the market demand 
which was drastically increasing 
during the period of change and 
the need to be efficient amongst 
the competition. In certain cases 
(changes after  April 2016), ur-
gency was created on account 
of launch of Pradhan Mantri 
Ujjwala Yojana under which the 

government aimed at providing 
1.5 crore LPG connections to the 
beneficiaries during 2016-17.

Form a powerful guiding 
coalition
In each of the changes mentioned 
above, a powerful coalition was 
formed amongst the manage-
ment team (Regional LPG, HR 
and local LPG Plant) which had 
the same understanding of the is-
sues and they used to speak the 
same words to the workmen. This 
made them realize that they can-
not take any advantage of lack in 
unity amongst the management 
team. If one employee repre-
sented BPCL and said something 
to the workers, it was backed by 
all other.  Hence, this unity and 
perseverance led to the decrease 
in the motivation of workers to 
resist the change.

Create a vision
The management of BPCL start-
ed having regular communica-
tion with local unions as well as 
workmen at Uran LPG plant to 
reduce the break timings from 90 
minutes to at least to a level of All 
India average at Uran LPG plant. 
Initially, a series of meetings were 
held with all local and central 
union leaders in order to commu-
nicate and enroll them for imple-
menting the change. Project Urja 
was launched for communicating 
and collaborating with the work-
ers for creating the shared vision 
of the Uran LPG Plant. Vision was 
created in which the workmen 
themselves identified productiv-
ity improvement and efficiency to 
be essential for future growth of 
Uran LPG Plant. In all the other 
change initiatives, local manage-
ment had continous dialogues 
with the workmen for co-creation 
of vision for their LPG plant in 
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line with the market scenarios.

Communicate the vision
In each of the changes men-
tioned above, the local manage-
ment communicated the vision 
frequently and powerfully to 
the workmen. They used to talk 
about it in every interaction with 
the workmen. The issues relat-
ed to efficiency improvements 
were discussed in every meeting 
like Safety Committee Meeting, 
Monthly Meeting, Quality Circles 
meeting etc. Concerns and anxiet-
ies of workmen were addressed, 
openly and honestly. During 
Allahabad night shift, workmen 
had concerns that they would re-
quire winter clothing for the se-
vere winters at Allahabad during 
night to which the local manage-
ment agreed. 

Empower others to act on the 
vision
In each of the changes mentioned 
above, obstacles were removed in 
the initial period and employees 
were empowered to act on the 
vision. In each change process 
initiated, there were a group of 
workmen who were positive, 
neutral and negative on the pro-
posed change in the beginning. 
The local management worked 
towards empowering the posi-
tive and neutral workmen and 

getting buy-ins from the negative 
workmen.

A Quality Circles (QC) Award 
Scheme has been Instituted at all 
Northern Region LPG Plants(18) 
with  a one day ‘Orientation 
Workshop’ rolled out on 20th 
October 2015 by QCFI (Quality 
Circle Forum of India) trainer.  
This was a platform aimed to re-
ward and recognize the best per-
forming Quality Circles who have 
established high benchmarks of 
quality and performance. The 
Top 5 Quality Circle teams select-
ed in Round 1 have been called 
for formal presentation before 
the Panel constituted. The 2 win-
ners (Piyala LPG and Hissar LPG) 
were awarded during HR Award 
Function by Director HR on 11th 
May 2016. This initiative motivat-
ed the staff to work for improv-
ing the processes and systems of 
their respective plants thereby 
changing their mindsets towards 
productivity improvement.

Plan for and create short-term 
wins
The implementation of staggered 
shift/double shift working at one 
location made it easier to get it 
implemented to other locations 
and finally in November 2016, 
based on these early wins, BPCL 
was able to start night shift op-
erations at Allahabad LPG which 

became the first LPG plant in the 
country to produce cylinders in 
three continuous shifts.

Consolidate improvements and 
produce still more
After every successful implemen-
tation, management analyzed 
what went right, and what needs 
improvement. Goals were set ac-
cordingly to build on the momen-
tum. Changes in LTS(2014) about 
productivity improvement mea-
sures was triggered by change at 
Uran LPG Plant in the past(2012) 
and signing of the LTS further 
triggered the start of staggered 
weekly off and double/night shift 
working at various LPG Plants. 

Institutionalise new approaches
The management used to talk 
about the success at one plant in 
other plants. Regional Leadership 
and HR used to communicate to 
the workmen at locations about 
how a particular plant went 
about in implementing the pro-
ductivity improvement mea-
sures. Success stories about the 
change process in a plant used 
to get communicated in other 
plants. Now, workers are coming 
forward for the productivity im-
provement measures at locations 
on their own. This has led to em-
bedding of the change in culture 
of LPG at BPCL.
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Management Change in a Powerful 
Department in BPCL, Mumbai Refinery

Swapnil Dilip Mhatre, Mgr Ops (S&B)

Gone are the days when 
Human Resource Depart-
ments’ exclusively fo-

cused on gathering employment 
applications and interviewing 
them. Today’s Human Resource 
Department is the backbone of 
any organization which has to 
think on feet to be at par with 
competitors in the changing busi-
ness environment. This specific 
case study aims at highlighting 
the positive changes that took 
place in a blink of an eye period 
of time in a significant depart-
ment, named “Blending and 
Movements (B&M)” within 
Bharat Petroleum Corporation 
Limited (BPCL). Mumbai Refi-
nery. This was due to change in 
management, HOD to be specific 
and some unique tailor made HR 
Practices driven by him.  This is 
a classic example of how a se-
nior person can bridge the gap 
between the HR department and 
the end users i.e. the employees. 
Often we observe that some po-
tential HR practices are started 
off well but lack complete imple-
mentation due to limited interac-
tion with end users, especially 
in a place like refinery where 
employees work round the clock 
in shifts. The change includes a 
strategy backed up by some lead-
ing, innovative and foolproof HR 
practices, some of which are pres-
ence of a strong training acad-
emies for employees / Financial 

awards / Blame system not per-
son policy / empowerment and 
sense of ownership / building a 
learning team.

Introduction
Human capital is a huge invest-
ment in any organization. Change 
management is response of man-
ager to the environment changes. 
Also each change is equal to gain 
some opportunities for develop-
ment. In order to have success-
ful changes, the change process 
must be supported with unique 
and cutting edge HR Practices. 
Human resource management 
concept and approach has gone 
through a series of radical chang-
es in attracting, developing and 
retaining talent, especially the 
New Age Workforce, which is 
continually in search of multiple 
things like decent pay, job sat-
isfaction, appreciation at work 
place both in terms of higher 
grades and identification. The 
story is no different within B&M.
The top management of BPCL: 
MR including the Executive 
Director, the General Manager 
always makes a statement that 
Blending and Movement is the 
department where all the money 
of the Refinery is. This depart-
ment has a major contribution is 
making or breaking the corporate 
kitty. So there is a need to change 
their conventional approach to 
propose modern and rapid profit 

making decisions in the refining 
industry. This department is said 
to be the head and the tail of the 
refinery. It is the one which is ex-
posed to the outer environment 
and is responsible for developing 
an image about the body for the 
outer world. Hence it along with 
Scheduling is known to be a pow-
erful department in all refineries 
around the world.
Blending and Movement is re-
sponsible for uninterrupted sup-
ply of crude oil at one end to 
two different process units in 
the refinery and receiving differ-
ent streams at the other. These 
streams have to be blended in the 
right proportion in terms of qual-
ity and quantity to make the fin-
ished product. It is then sold off 
in the market.
The employees of Blending and 
Movement department, nearly 
hundred in numbers, especially 
the Process technicians always 
felt neglected all these years and 
the reason they perceived be-
hind this was there isn’t much 
scope for improvement, personal 
development and showing tal-
ent in Blending and Movement 
as compared to process units 
(Plants). Hard manual nature of 
work and lack of transfers added 
to it. So they thought they had a 
lower probability of coming in to 
the eyes of top management. The 
perspective they carried about 
the department was it is like any 

BHeL
cAse sTUDY

BPCL
CASE STUDY



91KaleidOscope  February, 2017 91KaleidOscope  February, 2017

other product dispatch unit. Also 
they had a firm notion that man-
agers of process units dominate 
those of Blending and Movement, 
so they have to mould every time 
as per plant requirements, which 
in turn increases the work load of 
process technicians.
The Storage tanks under B&M 
were being scraped out to ac-
commodate new projects in the 
refinery. The officer, B&M, is one 
of the busiest positions in the re-
finery. There are more than 500 
pipelines, 75 tanks, 50 pumps in 
B&M area. The process techni-
cians and charge-hands always 
made a strong statement that 
remembering those connections 
between 200 pipelines, 75 tanks 
and 50 pumps itself is a “State-of-
an-Art” method. What different 
and extraordinary work can they 
show under such circumstances? 
Moreover, they were hardly re-
warded or appreciated for the 
record breaking numbers of pro-
duction of different products 
made by the department as and 
when required for the particular 
month. Instead another prod-
uct dispatch facility available 
at Mumbai refinery took all the 
credit of dispatching the product 
which was blended and made On 
Spec throughout the month by 
B&M department.
There was lack of awareness 
within the workers in terms of 
quantity of crude oil received 
with minimum losses, uninter-
rupted supply of crude oil to 
plant for last x years, y years 
without LTA, highest achieved 
Motor Spirit (MS), High Speed 
Diesel (HSD) production figures, 
etc. The workers of B&M were 
not aware of these figures and so 
there was a lack of enthusiasm as 
there was no goal defined. What 
were lacking were two words of 

appreciation and a pat of moti-
vation on the back. It does create 
wonders!

Management Change
Such was B&M when Mr. SK took 
over as Chief Manager of the de-
partment. He was known to be 
highly enthusiastic, friendly, easily 
approachable and a technical 
person. He had actively delivered 
his capability as a leader in the 
most Ultra modern CCR plant in 
BPCL – MR.

The Challenge
Having asked for and accepted 
the responsibility of B&M along 
with CCR in Mid May’ 2014, SK 
knew the working atmosphere 
of B&M had to change. He could 
easily compare it with the estab-
lished working pattern of CCR. 
He believed that B&M’s future 
lay in the hands of skilled young 
blood of the department under 
the guidance of experienced man-
agers and process technicians. A 
massive workforce of experi-
enced and skilled employees was 
waiting to witness a change- A 
change they always strived for. 
A change they always deserved. 
The feeling of working in a lively 
place. The notions had to change 
and wiped off; so that future can 
be seen clear and he could drive 
them all towards it. As rightly 
said a herd of hundred sheep 
led by a lion is more dangerous 
and worth to choose than a herd 
of hundred lions led by a sheep. 
Having said and investigated all, 
the envisaged change required 
proper planning.
Here are some of the events that 
display some unique ways of 
man to man management, build-
ing learning and performance ori-
ented team, development of self 

by acquiring skills and the power 
of new age workforce.

A) A sense of ownership 
and empowerment – Employee 
engagement

A feel good factor within employ-
ees breeds excellent outcomes. 
July 2014 targeted MS (Motor 
Spirit) production of 175 TMT 
(Thousand Metric Tons). The 
earlier production figures for the 
department being in the range of 
140-150 TMT, he knew a sudden 
and a certain jump of 25-30 TMT 
was required. MS was the flavor 
of the month.
Those were the times when 
positive vibes of the now Prime 
Minister Shri. Narendra Modi 
were hovering India. Slogans 
like, “Abki Baar, Modi Sarkaar” 
was familiar to each and every be-
ing in India. From there came the 
tag line, “Abki Baar, 175 Paar” for 
achieving this target of highest 
ever MS production. The change 
for the better had begun…
The production was tracked day 
in and out with proposed like 
never before. This time there was 
a sense of responsibility which 
was driving the team. In no time, 
December 2015 surpassed MS 
production of 200 TMT.

B) Appreciation/recognition 
followed by celebration
Ways of appreciating are impor-
tant. Appreciation behind closed 
doors is worst than no apprecia-
tion at all. On occasions as dis-
cussed in part A], SK would call 
for celebration on the shop floor 
usually by cutting cakes in pres-
ence of senior refinery council 
members. Employees would 
come forward and share their ex-
periences. This gave a huge sense 
of satisfaction to all the employees 
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of B&M and would drive them to 
take up a challenge to bring up 
another cake cutting ceremony.

C) Building a Learning Team
If you give a person a fish to eat, 
you feed him for a day. If you 
teach him how to fish, you feed 
him for a lifetime. This hunger for 
knowledge had to be developed 
within all employees of B&M. To 
start with, officers were made to 
give presentations on different 
products handled by B&M to all 
the process technicians. Soon a 
knowledge sharing month was 
organized and a lot of ideas were 
shared. The benefits of this ac-
tivity were liquefied when B&M 
bagged the maximum sugges-
tions award called the “POWER 
HOUSE AWARD” for the year 
2016. A record number of 450+ 
suggestions were registered by a 
single department in a year.

D) Blame the system, Not the 
Person policy
SK always mentioned that things 
gone wrong are an opportunity 
to improve our system. Never 
blame the person, instead blame 
the system. This gave a sense of 
back up feeling to all the new em-
ployees to try out new things and 
put their creativity in to work. 
Eventually everyone started par-
ticipating in making B&M a bet-
ter place to work. Benefits though 
non-tangible but important like 
employee satisfaction was high.

E) Building confidence within 
the new age work force that 
they can do it
With certain shuffles here and 
there within the department, SK 
built a team of young engineer 
officers. He knew this team had 
a lot of potential. A humongous 
pending job since 1955 of Piping 
& Instrumentation diagram for 
entire area of B&M was taken up 
and distributed among a team of 
8 officers. The minimum quoted 
outsourced value for this work 
was 80 Lacs.  
The entire job was completed by 
this team in just 1.5 lacs with help 
of internal design and drawing 
department thus saving a hefty 
amount for the organization. This 
could only be possible because 
of sheer persistence and quality 
support from SK.

F) Financial awards and 
recognition
On completing the task men-
tioned in part E], the team of of-
ficers were appreciated in front of 
Senior Refinery council members 
as well as awarded with a prize 
money and  a management book. 
Something Unique!

G) One of its kind trainings in 
Refinery Learning Centre (RLC) 
at BPCL – MR
The RLC of BPCL-MR is known 
for arranging some of the value 
adding non-technical training 

programs for the employees. 
Such training programs are high-
ly valued by staff. It is a way of 
showing that the organization 
cares about other aspects of your 
life as well. Apart from non- 
technical trainings, there are 
certain values adding manda-
tory trainings within every Job 
Group. Online training courses 
through learning management 
system add to this arena of effi-
cient trainings.

H) Competitive events by 
HR/ BPLC (Bharat Petroleum 
Learning Centre)

BPCL HRD team is known to 
be one of the most active teams 
among PSUs. The quality of 
events organized is extraordinary. 
Management events organized by 
BPLC are one of its kinds. These 
events highlight other hidden 
qualities within employees and 
are often recognized in the right 
way. BPLC also looks after men-
toring the new comers in the or-
ganization. Other facilities driven 
by HR like Executive MBA from 
a leading Business management 
school drives employees towards 
retention.

Recommendation: HR train-
ings to be made mandatory from 
Job Group C (Level 3) for effi-
ciently developing higher mana-
gerial skills.
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Implementation of the New 
Online Performance Management System in CMPdI

and other HR related analytics. 
Apart from Online HRIS, other 
HR initiatives introduced by the 
Company are:

• Employees Suggestion Sche-
me: An On-line platform has been 
created to operate and manage all 
suggestions and ideas received 
from the employees from across 
the company.

• In-Circles: A Standard Opera-
ting Practices (SOP) have been de-
veloped for creation and uniform 
functioning of In-circles to iden-
tify the operational and process 
problems/ improve merit areas, 
innovate solutions and implement 
them and thus bring improve-
ments continuously.

• Knowledge Mining Commu-
nities: KM Communities have 
been encouraged as a platform 
for sharing of knowledge, so that 
the tacit knowledge of the experi-
enced executives are transferred 
to the younger generation and in 
the process new knowledge and 
ideas are created.
• Mentoring Policy: Mentoring 
Process in the company ensures 
professional growth and devel-
opment of new entrants and high 
potential employees for assuming 
senior leadership roles

CMPDI
Called as the brain of Coal India, 
it holds the pre-eminent posi-
tion as India’s largest consul-
tancy Organization and the mar-
ket leader in an expanding earth 

resource sector. New generation 
exploration technology coupled 
with skilled manpower has made 
CMPDI a leader in mineral ex-
ploration, resource evaluation, 
resource management, mining 
geology, hydro-geological and 
geophysical studies. It is a pre-
mier Consultant in Open Pit and 
underground Mine Planning and 
design in Coal, Ignite and other 
minerals.
CMPDI, being a Tech- driven 
Nodal Company, engaged in shar-
ing, exporting, selling its expertise 
in the areas of Exploration, Mine 
Planning, Mining, etc. has taken 
the challenge of introducing the 
Online Performance Management 
System which was introduced by 
CIL, with the objective of bring-
ing transparency, speed, efficiency 
and improved practices - aligning 
it with business strategies of the 
Company. While implementing 
it was a challenge, the commit-
ted team of CMPDI Officers have 
successfully implemented the 
Performance Management System 
in CMPDI, through Balanced 
Scorecard.
• The BSC provides an inte-
grated control system, where the 
Corporate and Functional strate-
gies are deployed to all business 
processes, activities, tasks and 
personnel and feedback is ob-
tained through the performance 
measurement system to enable ap-
propriate management decisions.
• The system aligns and cas-
cades Organization targets to 

About Coal India Ltd.
As our country is expanding in-
dustrially and economically, so 
are its energy needs. What makes 
coal such a preferred energy fuel 
is its abundance, availability and 
affordability. Around 72% of the 
entire power generated in the 
country is coal based. Thus Coal 
India spearheads the country’s 
coal production, and produces 
over 84% of the country’s entire 
coal output. It is Coal India which 
virtually fuels and empowers the 
Power Sector in the country. In 
India, where approximately 52% 
of Primary commercial energy is 
coal dependant, CIL alone meets 
to the tune of 40% of Primary 
commercial requirement. It com-
mands nearly 74% of the Indian 
Coal Market and accounts for 76% 
of total thermal power generating 
capacity of the utility sector. 
CIL has set an ambitious Corporate 
plan to achieve 1 billion coal pro-
duction by the year 2019-20. To 
support the Corporate plan of CIL, 
alongwith its ambitious schemes 
of digitization, computerization 
and needful skilling of people, 
the HR wing of CIL has brought 
the Online Human Resource 
Information System (HRIS), 
which is a home grown initiative 
with different Online Modules 
for tracking performance, critical 
skills, employee details, training 
and development, Inter-company 
transfers etc. This would provide 
critical support for data driven de-
cision making, predictive analysis 

Suman Rastogi, Sr. Manager (HR)
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departments and individual tar-
gets. Hence, it is alignment of all 
functions to the Business Goals.
• Scorecard for every role in the 
Company.
• Each executive in the manage-
ment Cadre has got a scorecard 
defined in terms of Key Result 
Area (KRA) for SMART Goal 
setting and Key Performance 
Indicators (KPIs) for Performance 
measurement.
• Goal setting is a consultative 
Process.
• The Top management is also in-
cluded in this Online Process/Goal 
Setting including the Chairman, 
CIL.
• It builds a Performance based 
Culture.

In line of the said parameters, 
the Performance Management 
System, was introduced through 
CMPDI. However, while intro-
ducing this Scheme, an experi-
ence emerged, whose briefs are as 
follows:

Mr. Prasad is a senior level ex-
ecutive in the ranks of General 
Manager in one of the Units of 
CMPDI who is a hard working 
man of Integrity and all the time 
neck deep in his work, working on 
critical Project Reports.

Suddenly one day he is con-
fronted by a young executive, 
the Nodal Officer for the Online 
PMS to fill his KPIs and assign 
targets and marks to each of his 
KPIs. A deadline is also given to 
him to complete the process fail-
ing which precious marks will be 
deducted during the annual ap-
praisal !! He is flabbergasted.  “I 
am not very computer savvy”; 
‘The system doesn’t seem to be 
working properly”; Where is the 
Net connection – the server is 
down”; “I can’t possibly spare the 
time during office hours”;  “What 

is goal- setting?”; “What is self-
assessment?’’  The Nodal Officer 
was thrown off his balance by 
these flurry of questions headed at 
him. He just couldn’t understand 
– why it was so difficult for these 
senior executives – so brilliant in 
their area of work, but could have 
so many inhibitions while work-
ing at their computer systems. It 
took a lot of patience, persever-
ance and endless communication 
that the whole process could be 
driven into the minds and psyche 
of all the executives of CMPDI and 
ultimately prepared the ground 
for its successful implementation.

The issues 
that emerged were
• With the challenge and pressure 
of the target of producing 1 billion 
tonne Coal by 2019-20, the last 
thing on the mind of our execu-
tives was their Performance mea-
surement. That too on line. So, it 
was a herculean task to make the 
executives understand the impor-
tance of the System.
• Communication with the execu-
tives was a big issue as many of 
them were posted at far-fling and 
remote areas with very poor net 
connectivity.
• To drive in the fact that it was 
formulated with the idea of align-
ing it with the overall business 
strategy of CIL.
• To help them understand that 
the ultimate purpose of the pro-
cess is to improve the company’s 
performance. 
• To prove that the system was 
viable, by making it cost- effec-
tive, time- saving, transparent and 
with less administrative burden.

What we have done to 
overcome the challenges
• Nodal Officers were appointed 
and given training to prepare 
them for the challenge ahead.

• Since the biggest challenge 
was Communication, all possible 
channels were used. Mails/SMS/
Whatsapp groups etc. But apart 
from all this, Personal commu-
nication was important. So the 
Nodal Officers talked to the ex-
ecutives, explained the process to 
help them understand the system, 
and the procedures, trust the sys-
tem and not dismiss it.
• Awareness camps were held, 
and executives were made aware 
of all the norms and procedures.
• Establishing direct linkage of 
Performance and Reward.
• Resource persons were selected 
from each Unit and each depart-
ment for ensuring completion of 
the work by each and every execu-
tive .
• It was total team work and co-
ordination which made the the 
challenge achievable. 
• Guidance and motivation from 
the top management was the key 
– it gave us the message that – “ If 
you really want to do something 
and put your heart and sincere ef-
forts in it, you can do it.”

The Task Ahead - Some 
questions
• How can the process of imple-
mentation be improved?
• How can the communication 
channels be improved?
• How to make the people more 
computer oriented ? Make it a fun 
process and not a tedious process.
• How to improve the IT 
Intervention System in HR for the 
overall benefit of the Organization, 
specially in the face of the con-
temporary dynamic business 
environment?
• How to align the Performance 
Management System with the 
Business Strategies of the Organi-
zation leading to improved Org-
anizational Performance?
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Developing Mining Specific 
Skilled Manpower

of new projects in addition to so-
cial obligation. It has also been 
found that 60% induction in regu-
lar employment of land oustees 
are either illiterate/semi-literate 
or school dropout. 
In this perspective in MCL alone 
which is one of the largest coal 
producing subsidiary companies 
of CIL, is having 5000 plus un-
skilled and semi-skilled work-
force and by 2020 the no. will be 
around 8000 plus. Taking coal 
sector as whole the no. will be 
around 60,000 plus whose school-
ing and skilling has become the 
necessity to meet the growing 
challenges of one billion coal pro-
duction by 2020. The very objec-
tive of schooling and skilling of 
illiterate/ semi-literate or school 
dropout is not only to ensure their 
gainful employment but also to 
give them opportunities to grow 
and earn more and more to im-
prove their living standard of self 
and family members who in turn 
be the source of inspiration for the 
society to be tempted to be skilled 
and be employable.
In MCL alone the total manpower 
as on 31.3.2016 was 22,405 and the 
production of Coal was 138 mil-
lion ton whereas Coal India as a 
whole produced 538.75 Million 
Tones and it is planned that by 
2019-20 the production figure of 
coal has to be 1 billion tones for 
which reengineering of human 
resources at every level is the ne-
cessity.  Among the existing work 
force engaged in different capac-
ity the strength of Un-skilled & 

Semi-skilled workforce is 55% 
plus of the total strength.
As a case study Mahanadi Coal 
Field Limited has taken a very 
bold and progressive step in 
Skilling and Schooling all land 
oustees by giving offer of ap-
pointment at present and also to 
be given in future. To execute the 
concept of Skilling and Schooling, 
MCL Board in Feb’ 2014 decided 
to sponsor all such unskilled 
and illiterate employees for un-
dergoing requisite Vocational/ 
Simulation/ ITI training from 
different institutes as per the re-
quirement of the company so that 
such illiterate/ unskilled employ-
ees can be converted into skilled 
workforce through the open and 
transparent process of inviting 
Expression of Interest and subse-
quent recommendation of High 
Power Committee.
It has also been decided to spon-
sor in the first stage, all unskilled 
and semiskilled  illiterate new ap-
pointees, who have been offered 
employment under clause 9.3.0 
& 9.4.0 of NCWA- IX, for similar 
type of skill development training  
under specific time duration. The 
schooling and skilling has been 
introduced of two years duration 
which can further be extended 
under the duly certified scheme 
of NCVT, SCVT, NSDC, NIOS/
State/ Central Board of Secondary 
Education etc. All together six ITI 
institutes were empaneled dur-
ing the year 14-15 & 15-16. The 
total no. of candidates/employees 
sponsored under this scheme was 

Over the last few years min-
ing contribution has been 
around 2% to GDP and 

mining sector accounts for ap-
proximately 0.5% of India’s total 
workforce. India’s mining sector 
is largely concentrated to 12 key 
states accounted for 94% of the 
total 3800 mines reported. The 
work force is relatively between 
the age group of 25 to 40 years. 
Surprisingly the skilled status 
of workforce is 55% and among 
them 25 to 30% are either illiter-
ate/semi-literate or school drop-
out who have been appointed 
mainly against land oustees/com-
passionated appointment or on 
medical ground. 
Need for Skilled workforce is a 
global phenomenon. Compared 
to China’s 46%, 68% in UK, 75% 
in Germany, 52% in USA, 80% in 
Japan and 96% in South Korea. It 
is estimated that only 5% of the 
total workforce in India has un-
dergone formal skill training and 
thereby faces dual challenge of 
paucity of trained workforce as 
well as non-employability of con-
ventionally educated youth with 
little or no job skills. Therefore to 
take advantage of demographic 
dividend there is a need to re-
engineer the human resources to 
meet the industry requirement 
with appropriate skill training.
Land acquisition and coal pro-
duction are interlinked activities. 
Offering appointment to land 
oustees is the outcome of growing 
demand of coal, setting up new 
projects, expansion and extension 

N. K. Ojha, General Manager (P/HRD/CSR)
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1200 whose number has gone up 
to 1600 during the year 16-17 in 
different trades such as Electrical, 
Welder, Mechanical, Electronics, 
Fitter, Data entry Operator etc., 
while empaneling the ITI insti-
tutes it was also ensured that the 
empaneled institutes are located 
in Odisha and neighboring states 
but must beat a distance of more 
than 100 KM from their villages 
to avoid their agrarian home sick-
ness and attachment. In formu-
lating and executing the policy 
of schooling and skilling it was 
experienced that large no. of land 
oustees are either illiterate or semi 
literate, and  they are not meeting 
the requirement of ITI’s. Hence 
a provision was also inserted in 
the scheme that to meet the ITI’s 
requirement all such candidates 
who are illiterate or semiliterate 
will go under schooling of 8th pass 
or 10th pass under National Open 
Schools or State Open Schools 
as the case may be. Under this 
scheme it was also found that 
more than 60% such appointees 
are eligible . 
Therefore management has to 
stick to their decision in spon-
soring them in different empan-
eled institutes which are ready 
for imparting school education 
and simultaneously make them 
skilled The duration of the course 
remained two years, however in 
special circumstances further one 
year training may be extended. 
While offering appointment let-
ters to such land oustees there 
is  specific provision in their offer 
of appointment that their posting 
will be decided subject to success-
ful completion  of their two years 
schooling & skilling training 
under NCVT/SCVT as the case 
may be. In this connection, it is 
further to add that the date of 
joining of all new appointees at 
the institutes is taken as their date 
of joining in the company and  be-
ing treated as regular employee 

during the total two years train-
ing period. During training  pe-
riod of their schooling & skilling 
they are being paid full salary and 
allowances as applicable under 
NCWA-IX based on their atten-
dance particulars received from 
their institutes. To add further 
company has undertaken the re-
sponsibility for all expenditure 
to be incurred in connection with 
their schooling & skill develop-
ment training such as hostel fees, 
books, uniforms, course materials 
etc. Therefore by introducing this 
scheme company has made it pos-
sible to ensure that all unskilled 
and semi skilled employees either 
illiterate, semi literate, literate or 
school drop out will be skilled 
and gainfully utilized in the larg-
er interest of the company in gen-
eral and individual in particular.
However in implementing this 
scheme management had con-
fronted hugely and continued to 
be confronting with the resistance 
of all such land oustees, their vil-
lage representatives, local leaders 
and their affiliated trade union 
leaders. Despite being clarified 
the very purpose, objective and 
mission of this scheme that this is 
in their interest and they will be 
benefited in long run along with 
the company, they have been ob-
jecting over it and not only refus-
ing to attend and join their allotted 
institutes but have also gheraos & 
bandh  in the nearby mining op-
erations and establishments of the 
company. This step has resulted 
into stoppage of work and at 
times damage of company prop-
erties. Since fresh appointees are 
from the local villages who have 
given their land for mining opera-
tions (of course after getting com-
pensation under R & R policy) 
they have shown their strength of 
resistance in executing this policy. 
In this background manage-
ment had to confront not only on 

execution front but also address-
ing created issues of Industrial 
Relations, law and order  such as 
raising ID Under ID Act, threat to 
other employees and their fam-
ily members, stoppage of coal 
production and dispatch etc. 
Villagers who have been offered 
appointment as land oustees 
they are carrying support of local 
villagers and trade union lead-
ers who in turn not willing and 
supporting the very scheme of 
schooling and skilling of newly 
appointed employees. They are 
still carrying their agrarian ap-
proach of home sickness and 
want to continue in the vicinity 
of their villages. The reluctance of 
adopting the industrial environ-
ment and also upgrading their 
skill is indicative of the fact that 
they are least bothered about their 
career growth and remain stag-
nated while working in the com-
pany. On the other hand company 
is largely suffering on account of 
shortage of skilled manpower.
The above case study draw the at-
tention of readers to address the 
following issues:- 

• What would have been the cor-
rect manner and approach of dis-
posing of the grievances of land 
oustees within the framework of 
companies scheme of schooling 
and skilling? 
• What is the legality of the claim 
of land oustees offered appoint-
ment letter and the provisions 
given there for going under two 
years schooling and skilling 
training? 
• Is disturbed industrial relation 
be set right by withdrawing the 
scheme? 
• What alternative mechanism 
replace of schooling & skilling 
without shifting villagers who 
have been given an offer for ap-
pointment as land oustees? 
• What is the advice for the 
management?
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Transforming into a Learning 
Organization

Karan Shorey, Sr. Officer, HR
Bharathraj Singh, Executive Trainee, HR

A learning organization is the business term 
given to a company that facilitates the 
learning of its members and continuously 

transforms itself. GAIL (India) Ltd. is committed 
to transform itself into a Learning Organization.
The bedrock for the Learning Organization drive 
is STRATEGY 2020 and the current Workforce 
Dynamics. STRATEGY 2020 is GAIL’s ambitious 
business expansion plan aimed at creating foot-
prints in new business areas such as LNG Sourcing, 
E&P, Power & Renewable Energy while further 
strengthening the existing strongholds like Gas 
Transmission, Marketing, City Gas Distribution 
& Petrochemicals. In the last few years, a signifi-
cant investment has been made in developing the 
knowledge management platforms and promoting 
a culture of knowledge sharing among employees. 
These initiatives have been formulated keeping 
long term impact in mind while reaping significant 
short term gains. The major initiatives are centered 
on building an ecosystem of accumulating, preserv-
ing and utilizing knowledge. The impact of these 
initiatives has been significant both in terms of tan-
gible and intangible results. This case highlights the 
following initiatives in detail:
• Investment in Knowledge Management Systems
• Promoting and building a culture ofKnowledge 
Sharing
• Building a team of Subject Matter Experts (SMEs)

Business Problem

Drain of Tacit Knowledge
The workforce demographics at GAIL present a 
problem of preserving and utilizing the tacit knowl-
edge gathered by its employees after years of ex-
perience and focused training. The separation of an 
employee from the organization leads to a sudden 

evaporation of tacit knowledge which could be in 
millions in value terms. GAIL is set to lose 11% of 
its workforce by 2022. This number jumps to 30% 
by 2027. 

Lack of systems for sharing Best Practices
Many a times, various site locations face a technolo-
gy/process/machinery/operational issue. They em-
ploy resources to resolve the issues and move on to 
the next set of problems. For a similar issue faced by 
another site location, the same effort was replicated.

The need for Subject Matter Experts (SMEs)
In line with STRATEGY 2020, aforay into new busi-
nesses warranted a need for Subject Matter Experts 
in the domains like LNG import, E&P, Power & 
Renewable Energy etc. A body of experts which 
would act as a single point of contact for resolution 
of any technology/process/domain related issues 
was missing. 

Knowledge Management
In the era where Knowledge is supreme and knowl-
edge workers are the prime actors, Knowledge 
Management (KM) has become a business impera-
tive. At GAIL, The challenges presented by evolving 
business, STRATEGY 2020 and the organizational 
size with 157 work locations further necessitated 
a focused approach towards implementing a KM 
framework.

Total No. of Employees 4371

Executives (E0-E9) 3493

Senior Executives (E7 & above) 273

Senior Executives Due for Superannuation by 
2022

126

Senior Executives Due for Superannuation by 
2027

233
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A two pronged strategy was adopted for building a 
robust system. The details are as follows:

Enabling Infrastructure
• Knowledge Sharing Platform for information col-
lation & dissemination
• SLICE (Suggestion Learning Innovation Case 
study Extra ordinary effort) Ideation Portal

People Focused
• Building a culture of Knowledge Sharing
• Developing Subject Matter Experts as the role 
models 
• Mentoring 

Knowledge Sharing Platform
Knowledge collation is the founding element of 
Knowledge Management. A platform which can 
store knowledge and enable hassle free dissemina-
tion as per requirements. In 2015, GAIL developed 
an in house knowledge management platform and 

integrated it with the company intranet for easy ac-
cess. This platform enables the employees to
• Contribute papers/case studies which enhance 
Domain Knowledge
• Accessing the existing Knowledge submitted by 
Subject Matter Experts (SMEs)
• Replicate best practices to resolve operational is-
sues across sites
• Submit Standard Operating Procedures (SOPs) 
based on their hands on knowledge of problem 
solving

Implementation
Core Committee: A core committee of more than 50 
experts across locations and functional departments 
has been constituted which is tasked with update 
and dissemination of information on the platform. 

Strategic Approach for Building a Learning Organization
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Working Procedure: The guidelines have been set 
for the information sharing through the platform. 
The promptness of the system is critical for reuse by 
the employees. The guidelines are as follows:
• Any query on the platform should be typically 
answered in 24 hours
• All the core committee members are required to 
build the knowledge base to through papers etc. 
typically once in a month
• Any successful implementation of an idea in one 
site is to be shared with HODs across all sites. 
• All latest business developments like new cus-
tomer or project to be shared with all employees 
pan India. 

Impact: The platform has been widely used by 
employees across the organization. It has received 
more than 5100 hits in the last year and a half with 
more than 180 questions answered by domain 
experts.

SLICE: A Portal for Idea Recognition
A portal call SLICE has been created where 
any employee can submit any recent initia-
tives taken at their respective sites for improving 
efficiency/effectiveness. All the submissions re-
ceived are reviewed by a committee after fixed in-
tervals and the best improvements are rewarded 
by with cash prize and books relevant to the area 
of work. Additionally, suggestions for project 
improvement which could result in cost savings 
are also evaluated and rewarded based on feasibil-
ity of practical application. 

Impact: As on date, SLICE portal has received a total 
of 176 ideas out of which more than 100 have been 
reviewed and 10 have already been implemented. 

People Focused Approach

A Culture of Sharing
The core element of any successful knowledge man-
agement initiative is to encourage voluntary knowl-
edge sharing by the employees. To give an impetus 
to knowledge sharing, a conducive environment has 
been created by promoting and incentivizing affir-
mative employee actions. In addition to emphasiz-
ing the importance of knowledge sharing through 
formal and informal channels by top leadership, 
various tangible initiatives such as Knowledge 
Sharing Seminar (KSS) and SLICE Portal etc. have 
been implemented.

Knowledge Sharing Seminar
A yearly knowledge sharing seminar has been 
pioneered where employees from GAIL locations 
across India submit their presentations. The con-
tributions are centered on incremental improve-
ments in Process, Technology, Operations or shar-
ing of best practices in solving critical issues which 
interrupt continuity of operations. The papers 
submitted by employees are first evaluated by 
a jury on prelisted parameters. The themes for 
submission of papers and evaluation parameters 
are listed below:

Post evaluation, the best papers in various cat-
egories are shortlisted for final presentation at the 
GAIL Training Institute in Noida. The final presen-
tations are further evaluated by a panel consisting 
of members:
• Guest invitees such as retired General Managers 
& Executive Directors
• Head of Training 
• Functional heads
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Topics Evaluation Criteria for 
shortlisting Papers

a) Energy Conservation, 
HSE & CSR

a) Innovativeness of the 
idea

b) Pipelines & Compressor 
Stations (O&M)

b) Feasibility for practical 
application

c) Process Plants (O&M) c) Cost Savings from 
implementation

d) Corporate Functions
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Impact: In the last 3 years, KSS has garnered huge 
interest from the employees and the final presen-
tations are attended by top leadership including 
Chairman & Managing Director.

After the final presents, the evaluation panel selects 
the best presentations. The winners are rewarded 
and their presentations, along with the presenta-
tions from other participants are shared with the 
employees across GAIL through the Knowledge 
Management platform. Several ideas from these 
presentations have been used and replicated at vari-
ous locations. 
In addition to this, every quarter, a knowledge shar-
ing session within the department is conducted. 
This initiative in anchored by respective Head of 
Departments. 

Subject Matter Experts (SMEs)
GAILTraining Institute has taken the mandate to 
create Subject Matter Experts in various domains 
such as City Gas/CNG, Natural Gas/LPG Pipeline 
Operation & Maintenance, Petrochemical O&M, 
and Fire & Safety. This pool of employees certi-
fied by American Society of Mechanical Engineers 
(ASME) is further conducting training sessions for 
the participants from external organizations such as 
GAIL JVs and other companies in Oil & Gas Sector. 
Following steps were followed:
• Identification of a talent pool for grooming
• Identification of major areas of development i.e. 
technical/functional/process
• Focused Internal & External training interven-
tions for development: i) In the last 2 years, 216 
employees from GAIL have attended specialized 

training at foreign locations from the experts across 
the world to get exposure to best in class technology 
and learn skills required in the Oil & Gas industry
• Certifications & Assessments from reputed 
organizations 

Outcomes: Focus on Creating SMEs
One of the primary outcomes of this initiative is 
the transformation of GAIL Training Institute. An 
alternate revenue stream has been developed as 
the Subject Matter Experts (SMEs) at GAIL have 
started imparting training to the employees of Joint 
Ventures and other Oil & Gas organizations. 
Additionally, SMEs have given a boost to the exist-
ing Knowledge Sharing culture as they act as role 
models for others to emulate. 

Further, the following trends have been observed in 
the last 2 years, 
• Retention rate of new hires has moved up
• Engagement levels of middle management have 
improved, based on scores from EE survey
• Career Development opportunities have given a 
boost to employee motivation
• A culture of learning, development and knowl-
edge sharing is developing

Mentoring as a tool 
for Knowledge Sharing
Mentoring has been introduced to support the de-
velopment of new recruits who join as Executive 
Trainees. The program follows a structured ap-
proach where senior executives with experience 
of more than fifteen years are assigned as men-
tors to the new ETs. These mentors act as coaches 
for the young talent and informally help them 
develop technical, behavioral and functional com-
petencies. The mentoring process is anchored by 
GAIL Training Institute and follows a well-defined 
structure:
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• A schedule drawn for the formal meetings at fixed 
intervals
• Voluntary informal meetings between the  men-
tors& mentees
• A gala event at the end of year to obtain feedback 
on the process 

Outcomes: 
Knowledge Management System

The business im-
pact of Knowledge 
Management exercise 
is already perceptible. 
Employee Engagement 
is a significant driver of 
Business Performance. 
KMS initiatives have 
impacted positively 
impacted the engage-
ment parameters at 
GAIL. 

The Employee Engagement survey conducted in 
the year 2016 showcased the impact of these initia-
tives. The strength areas for the organization that 
emerged from the survey are as follows:

• Opportunity (Career Development) 

• Communication (Content/ Information sharing) 

• Work (Role Clarity/ Skill Utilization)

Additionally, the implementation of KMS has
• Enabled the capture of Tacit Knowledge through 
case studies, papers, Questions & Answers and 
Standard Operating Procedures

• Made it easier & faster to find information & re-
sources through the platform

• Enabled reuse of expertise & best practices

• Enabled GAIL to leverage its size as all employees 
are harbingers of knowledge

Conclusion
The journey of transformation into a truly learning organization is quite long. The strategy is in place, 
the direction is right and execution has been spot on. The fundamental building blocks have been 
put in place already. Further, the management is focused on investing time and resources in the im-
provement of critical areas of Knowledge Management.To our delight, short term gains are already 
starting to appear. In the long term, the tangible benefits will further consolidate as the present de-
light becomes the norm. The employees are excited about the career development opportunities as 
Subject Matter Experts in their respective disciplines. This is evident from the results of the engage-
ment survey. Voluntary sharing of knowledge among employees has become the new fad. These are 
encouraging signs for the future as GAIL strives to achieve the ambitious business targets it has set 
as a part of STRATEGY 2020. The present is a success and the future is promising, GAIL is well on its 
way towards transforming itself into a Learning Organization.
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Engaging the New Age Workforce 
by hR Systems Improvement

Pradesh, Rajasthan, Maharashtra 
and Gujarat with the Corporate 
Office at Kolkata.

HCL’s Products
The main products of the Comp- 
any are Copper Cathodes, Copper 
Wire Bar, Continuous Cast Copper 
Rod and Copper Concentrate.
The by-products of the Company 
are Copper Sulphate, Anode 
Slime (containing Gold, Silver, 
etc.), Sulphuric acid, Reverts and 
Nickel Hydroxide. 

Initiatives to align 
HR strategies with the 
Business Goals
HCL considers the HR functions 
and strategies as equal to other 
functions and strategies of the 
Company and the HR strategies 
are aligned with the business 
goals.
Aligning of HR strategy with 
business goals in HCL is depicted 
as under:

Hindustan Copper Limited 
(HCL) is a listed profit 
making vertically inte-

grated, multi-Unit, Schedule-A 
Miniratna Central Public Sector 
Enterprise in the field of Copper 
production with gross turnover 
of Rs.1068.95 Crores in 2015-
16. Its activities include mining, 
beneficiation, smelting, refin-
ing and production of finished 
Copper products at Units located 
in picturesque surroundings in 
the states of Jharkhand, Madhya 

R. S. Sajwan, Chief Manager (HR)
Kamlesh Kumar, Manager (HR)

Chitra Subramaniyam, Dy. Manager (HR)
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Unique/ Innovative HR 
practices

Promotions

Promotion in time
In past there have been cases 
when the promotion could not 
be done by the stipulated date of 
1st July. The reasons for the delay 
and its impact were studied and 
it was found that the delay in pro-
motions caused a lot of dissatis-
faction amongst the employees, 
ultimately resulting in affecting 
the performance of the Company 
as a whole. 
The causes for the delay in pro-
motions were removed and the 
promotion orders are now being 
issued on the same day when they 
become due i.e. 1st of July. This 
has resulted in the improvement 
in the satisfaction and motivation 
level of employees resulting into 
positive impact on the achieve-
ment of goals of the Company. 

Online interviews for 
promotions
The Promotion Policy of HCL pro-
vides for conducting interviews 
for promotion of Executives from 
the grade of E5 to E6, E6 to E7, E7 
to E8 and E8 to E9. The executives 
have to get at least 60% marks in 
the interview to be eligible for 
promotion. The DPC members 
for these grades include the CMD, 
concerned Directors and the re-
spective Unit heads. The zone of 
consideration for promotion to 
these posts is all the eligible can-
didates subject to maximum of 3 
candidates for each vacancy.
Every year for the promotions of 
executives of grade E5 and above, 
the interviews were being held at 
Corporate Office. This required 
the travelling of all the eligible 
executives falling in the zone of 

consideration to Corporate Office 
for attending the interviews. 
The existing practice for coming 
to corporate office for interview 
had huge impact to the Company 
in terms of travelling, boarding 
and lodging costs along with the 
loss of mandays. As the units/ of-
fices of HCL are located at 8 dif-
ferent places covering the states 
of Jharkhand, Madhya Pradesh, 
Rajasthan, Delhi, Gujarat, Mahar-
ashtra and Karnataka, the train 
tickets are also generally not 
readily available and executives 
were being allowed to travel 
by air for attending the DPC 
interviews. Though the inter-
views last for short time, yet the 
executives looses significant time/ 
days in coming to corporate of-
fice and going back to his place of 
posting.
Considering the huge expenses 
and loss of mandays in these 
DPC meeting, it was decided that 
the interviews for these DPCs 
were be taken through online 
mode. The infrastructure in all 
the Units/Office for conducting 
interviews online was developed. 
Apprehensions regarding the 
success of the online interviews 
were allayed.
The concerned employees were 
educated and trained for working 
on the online interviews. It was 
ensured to avoid any technologi-
cal defaults during the process 
by way of standby. The switching 
over to the online interview for 
the DPCs for the 108 executives 
in Calendar Year 2016 has re-
sulted into many positive effects 
in terms of reduction of travelling 
costs, hotel expenses to the tune 
of Rs 41 lakhs, reduction in loss 
of mandays to the extent of the 
period of interview of each ex-
ecutive, flexibility in timing and 
convenience etc. 

Wage negotiation by 
circulation of agenda/ 
papers instead of meetings
The revision of pay scales and 
other allowances of workmen 
in HCL are done by way of ne-
gotiations with the recognised 
Unions of all the Units including 
Corporate Office. Earlier the pro-
cess was to discuss the demands 
and the other issues by hold-
ing meeting of the Management 
representatives and the Union 
representatives in the bipartite 
forum National Joint Committee 
for Copper (NJCC). The Unions 
used to give their Charter of 
Demands and then various 
meetings used to be held be-
tween the Management represen- 
tatives and the Union represen-
tatives. This resulted into huge 
expenditure in the travelling, 
lodging and boarding charges of 
the Officers/Union representa-
tives along with the loss in man-
days occurring due to absence 
of Officers/Workmen from their 
place of duty.
It was decided that instead 
of holding various meeting be-
tween the Management represen-
tatives and the Union representa-
tives for arriving at a consensus 
for the revision of Pay scales and 
other allowances, the discussions 
on the views of Management and 
the demands of Unions may be 
deliberated by circulating the 
same to the individuals for their 
opinions with the supporting 
justifications. 
This way of deliberating on the is-
sues has resulted into settlement 
and signing of MoU for revision 
of pay scales in 2 meetings only 
saving a cost of approximate Rs 
15 lakhs (considering curtailment 
of 3 meetings) in terms of the 
travelling, lodging and boarding 
charges.
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In-House Made Online 
Recruitment Portal 
HCL in line with the current 
trend wanted to shift the recruit-
ment process to online mode, 
bringing transparency, avoiding 
paper work as well as to save 
the recruitment time. The cost of 
outsourcing the process to a third 
party was found to be very huge. 
To avoid the same it was decided 
to formulate an online recruit-
ment portal in-house as HCL is 
an ERP enabled organisation with 
dedicated Systems department.
The online recruitment portal 
was devised in-house by the 
HCL’s Systems department re-
sulting into huge savings for the 
Company had it been outsourced. 
It has also resulted in reduction 
of manual receiving of applica-
tions and their manual scrutiny. 
Now all the recruitment activities 
in HCL are done in the In-house 
made Online Recruitment Portal.

ERP Updating and 
Maintenance 
done In-House
HCL was using the ERP Live 
Server (Production Instance) ver-
sion 12.0.6. As the same was very 
obsolete and new software has 
come into the market, further 
upgradation to the same was not 
possible as it was not supporting 
the latest features and technolo-
gies. Further lots of errors were 
being received in the existing 
ERP software. The support ser-
vices were also being stopped by 
the parent software Company. It 
was very necessary to upgrade 
the existing ERP software to run 
the same. 
The cost for the up-gradation 
done through 3rd party like M/s 
Oracle, WIPRO, TCS etc. was as-
tronomically high In an In-house 

meeting, HR department mo-
tivated everyone to do the up-
grade work through in-house 
professionals. It was taken as a 
challenge. 
Within 9 months, the ERP Live 
Server (Production Instance) has 
been upgraded from its version 
12.0.6 to 12.1.3 with latest patch 
set. The Database version has 
been upgraded from 10G to 12C 
and was done by own employees. 
It is worthwhile to mention that 
only a few companies are in simi-
lar environment. 
It has not only saved Rs 90 lakhs 
but has given confidence to our 
manpower that we are equipped 
enough to tackle any challendges 
in the technological sector for ad-
vancement in the daily working.

Open Door Policy of 
Management for free 
Communication
In HCL, besides the Statutory and 
the common platforms such as 
Joint Forums, Works Committees, 
Bipartite Forums etc. there are 
some unique and innovative 
methods of Communication be-
tween the employees of the HCL 
which are as under.

SAMVAAD
It was felt that better communica-
tions among all employees about 
the strategies of the Company 
will help in achievement of the 
objectives of the Company along 
with informing employees about 
operational (day-to-day) plans 
which directly affect their work. 
Therefore ‘SAMVAAD’ meetings 
were organised in all the min-
ing Units of the Company which 
was attended by the Chairman-
cum-Managing Director along 
with Functional Directors, all the 
Office Bearers of the recognized 

Trade Union and workmen be-
longing to each department and 
from each category. The work-
men were encouraged to voice 
their views openly without any 
fear for the workable solutions to 
the constraints in increasing the 
production.

Mentorship Development 
Program
HCL has developed a Mentorship 
Development program for en-
suring overall development of 
the newly inducted Graduate 
Engineer Trainees / Management 
Trainees. Mentors guide the men-
tee (trainees) in the latter’s explo-
ration of Self and the Organisation 
so that a progressively better pro-
fessional relationship is devel-
oped between the two. 

‘SRIJAN’-Employee’s Suggestion 
Scheme
The scheme intends to recog-
nize involvement, creative think-
ing and problem solving skills 
amongst employees and reward 
their useful suggestions in im-
proving productivity and pro-
duction, quality of products and 
services, reduction of wastage 
and costs etc.

Quality Circle
Renewed emphasis is given to 
the Quality Circle activities for 
harnessing the inherent creative 
talent of HCL’s work force. At 
HCL, Quality Circle operates 
having a volunteer group com-
posed of workers under the lead-
ership of their supervisor who are 
trained to identify, analyze and 
solve work-related problems and 
present their solutions to man-
agement in order to improve the 
performance of the organization, 
and motivate and enrich the work 
of employees.
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Awarding Innovations in HCL
“Innovward”: To create a culture 
of creativity and innovation and 
encourage employees to come 
forward with Innovative Ideas 
for increasing effectiveness and 
efficiency in the Organisation, the 
scheme for Awarding Innovations 
in HCL has been circulated with 
wide publicity for dissemination 
amongst employees.

Employee 
Satisfaction Survey
Employee satisfaction is essential 
to the success of any business. 
Keeping employees satisfied with 
their careers is a major priority for 
HCL. An outside agency is hired 
for the purpose. The observation 
and suggestions contained in the 
report are examined for further 
improvement.
Each survey has seen a higher 
return from employees and an 
improvement in the indica-
tors of employee engagement. 
Significantly, more than 80% of 
employees have stated in the 
most recent survey that they are 
proud to work for Hindustan 
Copper Limited’s and attrition 
rate at HCL is negligible.

In-house Journal - ‘Tamralipi’
A popular and creative In-house 
Bilingual Journal conferred with 
many awards for employees with 
all the snapshots of the activities 
of the Company, articles by em-
ployees and their families.

Intranet
It enables speedy sharing of in-
formation between the employ-
ees of various Units. Most of the 
Circulars/ Schemes/ Guidelines 
are uploaded on the Intranet for 
its reach to all the employees for 
their guidance, up-dation and use 
in daily working.

Morning Meetings
Informing shop floor teams about 
the daily plan. These meetings 
are held at every section/ depart-
ments for achieving the daily 
targets.

Friday Lecture series

One lecture is held every Friday 
starting at 4:00 pm and is open to 
all employees. The Friday Lecture 
series continues to introduce our 
employees to a host of topics 
ranging from labour laws to the 
current topics i.e. ‘Nobel laure-
ates’. Used in conjunction with 
active learning teaching strate-
gies, the traditional lecture has 
been very effective in achieving 
organisational goals. 

The strategic Human Resource 
interventions resulted in im-
proved production in FY 2015-16 
as compared to FY 2014-15 as de-
tailed tables below.

Table: Comparison of Production figures of FY 2015-16 w.r.t. FY 2014-15

Item 2014-15 2015-16 % increase / decrease 
over 2014-15

Ore production (LT) 35.05 39.07 11.5 %

MIC (Tonnes) 24878 31579 26.9 %

Cathode – (Tonnes) 21205 23024 8.6 %

Wire Rod (Tonnes) 19576 26062 33.13 %

In FY 2016-17, the current trends are indicating that we shall surpass 
the achievements in all the above parameters by the end of financial 
year. Each of the processes outlined above provides Hindustan Copper 
Limited’ employees, both managers and front-line staff, with the 
confidence that they can make a difference and that their contributions 
are valued. Having an informed and engaged New Age workforce 
has resulted in many tangible and intangible benefits. The open chan-
nel of communication among the various stake holders also bring 
transparency and sense of participation in the decision making by all 
the employees.
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Hindustan Petroleum 
Corporation Limited 
(HPCL) is a Government 

of India Enterprise, a Forbes 2000 
and Global Fortune 500 company 
with a turnover of around Rs. 
1,97,744 Crores as on year 2016. 
HPCL owns/operates 2 major 
Petroleum refineries, with total 
capacity of 14.8 Million Metric 
Tonnes Per Annum (MMTPA). 
Further, a JV Refinery of 9 
MMTPA and 16.95% equity in the 
15 MMTPA of MRPL adds to its 
capacity. HPCL also owns/ oper-
ates the largest Lube Refinery in 
India. HPCL produces over 300+ 
grades of Lubes, Specialties and 
Greases, Petroleum products 
with vast marketing network and 
dedicated workforce of 11000+ 
employees in its roll.

Context of 
Procurement at HPCL 
HPCL is one of India’s largest 
PSUs, engaged in the business of 
refining Crude Oil and market-
ing various petroleum products 
like Petrol, Diesel, LPG, Kerosene 
etc. which are sold across India. 
HPCL follows the concept of 
Strategic Business Unit (SBU) 
model wherein the business lines 
are divided in to several verticals 
basis Function/ Operation/prod-
uct Line. Each SBU/ Refinery has 

an embedded procurement divi-
sion which handles the sourcing 
activities internally. This apart, 
procurement activity at each 9 
zone, more than 100 regional of-
fices, and terminals / plants are 
independently handled making 
HPCL a company with totally de-
centralized procurement model. 
The procurement head at each 
SBU/Refinery/Office ultimately 
reports to Department / Location 
head, making it more of a support 
function. 
Off late, Procurement has be-
come strategic lever for organiza-
tions globally with Oil and Gas 
Companies, including PSUs are 
focusing on this area to extract 
significant benefits across mul-
tiple dimensions. In this context, 
Centralization of Procurement 
was identified as a focus area and 
“PROJECT VIVARTAN”, the pro-
curement Centralization Project 
was launched with the vision of 
achieving procurement excel-
lence in HPCL.
To take HPCL through this trans-
formation process in two phases, 
external consultant was appoint-
ed thru a global tender. During 
Phase I, “As Is Study” was con-
ducted on the existing procure-
ment model of HPCL with in-
volvement of all stakeholders 
which paved way for design of 

comprehensive Centralized pro-
curement Model which included 
organogram, on boarding, cat-
egory prioritization, transition 
plan, restructuring of Manuals, 
SLAs, Initiatives on key enabler, 
Capability building etc. Phase II 
saw the implementation of Pilot 
Categories identified with hand-
holding from consultants. The 
Entire Project progressed as per 
schedule and the significant re-
sults shown during initial Pilots 
implementation are testimony 
for success of this project. This 
case study details the journey 
of transformation of India’s sec-
ond largest PSU from decentral-
ized to Central Procurement 
Organization.

Procurement Landscape 
within HPCL 
HPCL adopted the Strategic 
Business Unit model for its 
Marketing setup in early 2000 thru 
Business Process Re-engineering. 
Marketing setup wassegregated 
into 7 Verticals namely Retail, 
LPG, Direct Sales, Aviation, O&D 
and Projects & Pipeline aimed at 
achieving enhanced customer de-
light with simplified but highly 
efficient business processes. SBUs 
being an independent entity 
has an embedded Procurement 
set up to take care of internal 

Team Building and Inculcating 
a Culture of Knowledge Sharing 
and Performance

Dr. ArchanaYemeshvary Ashok Upadhyay
Manager- Performance Management
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sourcing requirements. Similarly, 
the sourcing activity at refineries 
are handled internally at Mumbai 
and VizagUnits. Further, each 
Zonal Office, Regional Office, 
Terminals, LPG Plants has internal 
procurement setup to take care of 
sourcing internally making HPCL 
completely decentralized setup 
in terms of Procurement land-
scape. The Procurement unit re-
ports to respective SBU/Location 
and plays the role of supporting 
function which are more of trans-
actional / process oriented with 
limited focus on strategy / cat-
egory concept. Even though this 
model provided SBUs/Function/
Locations with procurement in-
dependency, hardly there are any 
control or monitoring of activities 
exercised at the organizational 
level centrally.
In nut shell, the procurement ac-
tivity at HPCL with annual aver-
age spend to the Tune of Rs 10500 
Crores (2 Billion US $)was com-
pletely disaggregated and spread 
across several business units, 
refineries and individual plant/
locations.

Decentralized 
Procurement to Central 
Procurement – Milestone 
Accomplishments  
Seamless Transformation of HPCL 
from Decentralized Procurement 
into Central Procurement 
Organization (CPO) model has 
been the single biggest achieve-
ment. The project executed with 
the name “Vivartan” had M/s A 
T Kearney as consultants to guide 
HPCL through this transforma-
tion. The Project with duration 
of 2 years were to be executed in 
two phases. Phase I of the project 
saw the “As is Assessment” done 
on current procurement model 
which culminated indesigning 

of CPO entity with all its ele-
ments by the core team involving 
concerned internal and external 
stakeholders as per the project 
plan. The biggest challenge was 
in pilot implementation in Phase 
II where in various categories 
from SBUs/Refineries/Plants 
were brought into central pro-
curement fold with ongoing pro-
curement activities unaffected.
The meticulous planning with 
numerous workshops, meeting, 
surveys, and change manage-
ment were the key to this success-
ful transformation.
The significant results shown in 
Pilot implementation is a testi-
mony in itself,
• 10% saving in pilot procure-
ment categories with Value Rs 
430 crores ( 63 Million US $)
• Consolidation reduced Transa-
ction Load (Steel requirement 
from 4 SBU floated as single 
tender)
• 70% increase in Vendor partici-
pation overhistorical
• 50% saving in Procurement 
Man hours at end state.
• 1.5 Lacs Unique Item Codes 
with standard Specs 
• Unique Rationalized PO Data-
base of 96K vendors 
• Vendor delight through Enhan-
ced E-Procurement Platform, 
quicker/efficient resolution 
system.

Project Plan and Progress
In an increasingly competitive en-
vironment, procurement has be-
come strategic lever to extract sig-
nificant benefits across multiple 
dimensions especially when 2 bil-
lion annual spend is at stake. The 
Centralization of Procurement 
was thus identified as focus 
area with a vision of achieving 

procurement excellence in HPCL. 
An exclusive cross function-
al Project team formed with 
Executive Director as a Project 
Head. AT Kearney was final-
ized as project consultants thru 
a global tender. The scope of 
the Project was divided into 
two phases, Phase-I for AS-is-
study and Phase-II for bringing 
in Categories into CPO fold in 
phased manner in 3 waves.
As Is Study: It was conducted 
by the consultants and involved 
scrutiny of past 3 years’ data, in-
terviews/ meetings/ discussions/ 
workshops with all stakehold-
ers including Vendors. The trend 
showed highly disaggregated 
spend and transaction oriented 
processes with limited focus on 
strategy/ category leading to sub-
optimal procurement efficiency 
and effectiveness. 
Design: Basis “AS-IS Assess-
ment”, the design road map was 
laid downstarting with Visioning 
exercise where CPO Vision/
Mission statement, Logo for the 
project “VIVARTAN” were final-
ized. Comprehensive approach 
was adopted in designing with 
sourcing spectrum where stra-
tegically divided in to several 
category buckets with clear 
transition road map into CPO 
folds in different waves. The 
CPO organogram and capabil-
ity for each position were final-
ized. Procurement and Authority 
Manuals were upgraded, Process 
and SOP Manual, one of its kind 
in Indian Oil Industry. 

Overcoming Challenges – 
The People Perspective
The Executive Director, Head: 
CPO, faced a major challenge 
in his team from employee per-
spective.  The cross functional 
team of CPO consisted officers 

BHeL
cAse sTUDY

HPCL
CASE STUDY



109KaleidOscope  February, 2017 109KaleidOscope  February, 2017

from different marketing SBUs, 
Refineries and Functions. Each 
one of them had out in substan-
tial number of years in their re-
spective vertical and brought to 
CPO their own unique cultural 
aspects. They were significant-
ly different in the way to ap-
proached work and also in terms 
of the way they related with each 
other. Head-CPO sensed the 
need for an intervention for team 
building and knowledge sharing 
among themselves. He took the 
support of embedded HR in CPO 
and HR interventions were suc-
cessfully introduced and imple-
mented to ensure a great team 
and build performance oriented 
work culture.

Institutionalizing Team 
Culture 
Gyaan-Saajhi: This intervention 
aimed at developing a desired 
work culture in this newly formed 
entity – CPO. Gyaan-Saajhi ses-
sions were scheduled once every 
week (on Wednesdays) for a du-
ration of two hours wherein ev-
eryone in the team joined includ-
ing the Head CPO.

The objectives of these sessions 
were as under:

• Building cohesive CPO team 

• Aligning both CPO- Refinery & 
CPO– Marketing into one– Central 
Procurement Organization 

• Sharing of knowledge and ex-
pertise on subjects of importance 
such as  -  LAM, SOP, PM, MSME 
Guidelines and other relevant 
enactments 
• Discussing issues needing 
debate
• Share the weekly performance  
highlights and progress of CPO 
• Platform for team members to 

voice their concerns to CPO top 
management 
• Celebrate Successes together 

Implementation
In a duration of about six month 
time, twenty three (23) sessions 
of scheduled. The topics for 
knowledge sharing were revised 
LAM,  Revised Purchase manual  
- all the chapters, SOP Manual, 
MSME Guidelines, Contact 
Management Act, GST/ VAT, 
MSME–Guidelines and its im-
pact, Supreme Court Judgements 
relevant to Procurement Func-
tion, Suggestions by Category 
Managers on Process Impro-
vements etc. One member in the 
team would do intensive research 
on each topic and present to the 
entire team. There would be de-
bates from the perspective of 
implementation, policy modifi-
cation etc.  The important point, 
however, was that under the pre-
text of these knowledge sharing 
sessions, this platform was being 
utilized by the leaders to com-
municate and enforce a desired  
work culture in the team.
In these forums, the Head CPO 
shared the progress about the 
centralization process, milestone 
accomplishments and talked 
about the desired values and cul-
ture expected to be followed in 
the team. The aspects that need-
ed to be routed out were high-
lighted subtly, without hurting 
anyone’s sentiments, however, 
assertively negated. Similarly, 
desired behaviors and collabo-
rations among team members 
were explicitly appreciated and 
rewarded. Much emphasis was 
placed on the aspect of sharing 
knowledge and supporting each 
other in the team.  Aspects like 
discipline, straightforwardness 

were demonstrated by leaders. 
The leaders were coached on cer-
tain aspects to handle their own 
reactions. 
Bureaucracy was discouraged 
and free frank culture was en-
couraged.  In a matter of few 
months, a visibly more cohesive 
CPO team was in place. It learnt 
to acknowledge and handle dif-
ferences and be open to innova-
tive solutions. The team gradual-
ly became pen to leaving behind 
the old ways of doing things and 
be open to totally new ways. 
Small success were celebrated 
regularly and necessary support 
was provided to build competen-
cies to do things differently. This 
enhanced the confidence of team 
members and a positive morale 
was built towards experimenting 
with new ways of doing things. 

Building Capabilities for 
Team Performance 
To equip all stakeholder for 
this transformation, scores 
of Capability building work-
shops were conducted by M/s 
AT Kearny and other external 
agencies wherein all stakehold-
ers were trained in each aspects 
of CPO functioning to ensure 
seamless switchover. 76 CPO of-
ficers were also trained by United 
Nation Development Program 
for CIPS Level II Certification on 
Public Procurement. 

Change Management
Cross SBU and Functions work-
shops including All India pro-
curement Managers meet were 
conducted wherein the stake-
holders were appraised about 
the CPO structure and impend-
ing transformation. Service Level 
agreements (SLAs) were drawn 
with SBUs and functions for all 
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CPO activities with timely esca-
lation to higher levels. All Major 
HPCL Vendors were appraised 
about the transformation into 
CPO by organizing ALL INDIA 
Vendor Meet. 

Outcome 
While ensuring a performance 
oriented work culture, CPO 
implemented centralization of 
3 pilot categories in Phase-II. 
Category centric sourcing and 
contracting approach was ad-
opted with the introduction of 
Category Management Concept.  
The Strategy for each category 
was finalized as a team after in-
depth market research, study on 
global best practices. The Tender 
document was finalized and 
floated for the consolidated re-
quirement of HPCL. The prog-
ress of Tender was tracked on line 
Vs SLA at each stage and Order 
Finalized.
Evidence of Success: Following 
major in the Initial Pilot 
Categories are testimonial for 
success of this project.

• 10% saving in procurement 
Value Rs 430 crores ( 63 Million 
US $)
• Reduced transaction loads due 
to consolidation.
• More than 50% saving in 
Procurement Man hours due to 
Central Processing.
• With High Value at stake, re-
verse auction was instrumental 
in bringing down the order value 
furher.
• 70 % increase in Vendor partici-
pation compared to historical. 
• Enhance Vendor experience 
with improved processes and re-
duced number of tenders, faster 
query resolution etc.

The success of the team is also 
evident from the following tes-
timonials from key business 
stakeholders:

BASF, One of the Mumbai 
Refinery Vendor
“HPCL has been able to deliver 
concept of Centralized procure-
ment especially to vendors in 

right perspective. We highly wel-
come the move of HPCL consti-
tuting a CPO which is win-win 
for both HPCL and Vendor”

MIDCO, One of Major Retail SBU 
Vendor
“Experienced additional im-
provements in Tender floated 
by CPO such as well conduced 
prebid meetings, Quality Tender 
Document, Improved query reso-
lution, Transparent processes”

Time Techno plast Limited, 
One of the Major LPG Cylinder 
Vendor,
“Delighted with experience of 
conduction of tendering by CPO 
including improvement in tender 
document, resolution of queries 
etc”
HPCL –User departments

Retail SBU
“We would like to Compliment 
the CPO team for handling the 
entire activity judiciously ensur-
ing timely supplies as per our 
requirement.”

BHeL
cAse sTUDY

HPCL
CASE STUDY



111KaleidOscope  February, 2017

PACE-Performance Appreciation 
Through Capability Enhancement:
Building Performance Oriented Culture

Karun Bichauli, Dy. Manager-Capability Building
Richa Singh, Sr. Officer-Organization Development

Organizational Background
Hindustan Petroleum Corporation Limited (HPCL) 
is a Government of India Enterprise having the cov-
eted Navratna Status, a Forbes 2000 and a Global 
Fortune 500 company. HPCL a mega integrated Oil 
Refining and Marketing company with an Annual 
Turnover of Rs. 1,97,744 Crores clocked a record 
profit of PAT of Rs. 3863 crore in financial year 
2015-16. 
The organization has about 20% Market share with 
workforce of 10,538 employees spread across India. 
In order to sustain the Growth trajectory, HPCL has 
embarked on an aspirational strategy for future. 
The strategy entails aggressive growth in volumes, 
diversification in gas business, acquiring upstream 
assets in domestic and international markets, build-
ing asset optimization capability among others.

Business Context
To achieve the Corporation’s vision, specific targets 
for the various marketing SBUs and Refinery func-
tions have been identified. These components will 
aggressively work towards the vision to achieve the 
desired results as listed in the Corporation’s medi-
um and long term plans.
In today’s connected world and more so for the pe-
troleum sector in India, it is relatively easy to gain 
access to the competition’s technology and prod-
ucts and they do not remain to be a key competitive 
advantage in most scenarios. So, what will make 
HPCL more successful than others? What will help 
the organization in translating our long term strat-
egy into a reality? What can be the real competitive 
advantage? The answer is people. Having moti-
vated and talented employees offering outstanding 
service to customers, only can steer HPCL ahead of 

the competition and achieve the challenging tasks 
the organization has set for itself.

The Need for Change
In order to translate the Vision into reality, it was 
essential to align individual employees’ goals to 
the organization’s objectives. Effective Performance 
Management System is one of the key tools to trans-
form people’s talent and motivation into a strategic 
business advantage and help an organization attain 
pole position in growth. Performance management 
is a continuous process of identifying, measuring 
and developing performance in organisation by 
linking each individual’s performance and objec-
tives to the organization’s overall mission and goals. 
The performance of any organisation is a combina-
tion of various fragments of performance of indi-
viduals which combine to yield the organizational 
results.
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Analysis of existing PMS
In order to understand the alignment of the em-
ployee’s goals and targets towards the organiza-
tional objectives a thorough analysis of the existing 
PMS was carried out. It was observed as follows: 

• Number of KPI was different for similar position. 
Some officers might not mention certain activities 
while others may even mention activities which are 
not job specific.

• Content of KPI was different for similar positions 
at times. Same positions had differently laid down 
KPI. Additionally, the content was not uniform for 
the KPIs capturing similar kind of jobs.

• Measurement standard was specific to reporting 
officer, at times. The performance was rated on the 
understanding and subjective assessment of the 
supervisor. 

• No weightage was attached to specific KPIs; 
Criticality of individual KPI was not defined

• Important element of alignment of individual 
goals with the strategic objectives of the organiza-
tion was missing. An employee was not completely 
aware as to how his work was impacting the orga-
nization’s bottom line. 

• Further, the system lacked an enabling feed-
forward/ performance conversation mechanism to 
complete the loop of the PMS.

The Process 
of transformation
In order to make the system more robust, sev-
eral rounds of deliberations were held with heads 
of various Strategic Business Units (SBUs) for a 
period of 8 months. The PMS was revamped 
to have greater strategic goal alignment and objec-
tive measurement methodologies and was chris-
tened as ‘PACE’.

Benchmarking
HPCL believes that contemporary HR practices 
should be based on research. In order to under-
stand the best practices, detailed research was car-
ried out to get insights about theory and practices of 
performance management systems. Mercer’s study 
of more than 1000 companies in 2013 suggested the 
following on the most important HR Drivers that 
impact the organizational performance. 

PACE – the new PMS
Based on the business requirement, research and de-
liberations with various stakeholders, the new sys-
tem was developed with the following objectives:

Goal Orientation
Individual goals and targets need to be aligned 
with the organizational/ SBU strategy and targets. 
Alignment of individual KPIs with the organiza-
tional/ SBU strategic objectives will help in achiev-
ing this.

Translation of strategy into operational terms
The strategic objectives of the SBU and the organ-
isation are to be crystalized and made clear.  These 
are then to be communicated well to the last em-
ployee of the Corporation and the employee should 
understand the link between what she/ he does and 
organisational success. This will help her/ him find 
value in the work and feel the importance of the 
work that is being done.

Theme based approach
The focus areas such as innovation, cost saving, 
profitability, operational excellence to be clearly 
identified which would form the performance 
themes for the new appraisal process.

Objectivity
There should be objective and unambiguous un-
derstanding of goals as well as evaluation stan-
dards. The parameters should not be aligned to 
individuals and should be standardized across the 
organization.

Organization 
Drivers

Impact %age of manag-
ers with mar-

ginal skills

Linking 
performance to 
development 
plans

1st (skill 
with high-
est impact)

48% (lowest skill 
level)

Setting   SMART 
Goals

2nd 29%

Having candid 
dialogue on 
performance

3rd 33%
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Standard KPIs for job families
In order to ensure that CSMART goals are set for all the officers, KPIs for various job families are finalized 
for the marketing locations and refineries. Subsequently uniform goals are set for these job families and 
should be consistently applicable for all the members of that job family. For Eg.: 46 LPG plant managers 
across various LPG plants locations had uniform KPIs which are specific, unambiguous, clearly defined 
and measureable.

Timeliness
Delays in the PMS process had been an effectiveness hampering factor. The new process should aim at 
reducing the time spent for submission. In the new process templates should be uploaded so that only 
targets for KPIs were required to be set by the officers. Similarly for reviews, the targets and measurement 
standards should be set and the review process should be less time consuming.

Fairness
The process should be free from bias to the extent possible. The KPIs are same for job families and the Units 
of Measurement(UOM) had been finalized to minimize the possibility of bias. 

Building managerial competencies
Workshops for giving constructive and enabling feedback should be conducted for the supervisors. 
Delivering continuous constructive feedback to the reportees and talking about their future work plans 
would help in mutual development of individual and the organisation.

Analytics – Performance
The new system should help in continual tracking of performance and stronger analysis of the data for 
future planning, comparisons, etc. 
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PACE – The Process
Discussions were held with various SBUs on the de-
sign of the process and a four stage implementation 
process was finalized. The implementation process 
is depicted below:

Discover and Define
Discover: During this stage the organizational vi-
sion, business plans were deliberated upon and ac-
tion plans for translating the vision into strategic 
objectives for each SBU. 
Define: In line with the Vision and Business 

Strategy, the roles and responsibility of each stake-
holder were defined. To make each of the constitu-
ent work towards achieving these targets, Strategic 
Objectives were defined by each SBU and all HPites 
were expected to work towards these Strategic 
Objectives.

Prioritize and Plan
HPCL has pioneered Balance Scorecard system to 
translate its strategy into measurable actions. It was 
equally important to graduate to CSMART Key 
Performance Indicator (KPI) (Challenging, Specific, 
Measurable, Attainable, Realistic and Timely) 
which would help the Departments/SBUs to moni-
tor progress on the goal.
Weightages were assigned to KPIs based on their 
relevance and its importance in achieving the SBUs 
objective. 
Standard Templates were developed for generic job 
families of various corporate functions like Finance, 
HR, Legal, IS, etc. for officers of all grade till Chief 
Manager level. 

Elaborate KPI directories were developed for various functions across the two refineries. Relevant KPIs 
could be picked up by the officers from the KPI directories. Weights for the perspectives had been decided 
and weights for individual KPIs was decided for individual officers in consultation with the reporting and 
reviewing officers.
Location Specific KPIs: Necessary provisions had been incorporated to take care of location specific job 
requirements, or any unplanned but very important job.
For the said Positions/ Locations the SOs/KPIs unit of measurements was finalized by respective SBUs and 
the same was uploaded for the respective positions. The officers could set the targets on H1/H2 milestone 
and weightage in consultation with supervisors.
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KPI Weightage: Each KPI was assigned a weight-
age based on its importance and its relevancein 
achieving the KPI. Each perspective of the Balanced 
Score Card is of significance for the individual as 
well as the Corporation.  In the new system, how-
ever different weightages for each perspective was 
decided by the SBUs based on its importance and its 
relevance in achieving the SBU’s objectives.
Perspective Weightage: Perspective Weightage was 
one of the major changes that had been incorporat-
ed into the system. Unlike previous years where no 
distinct weights were assigned to the four perspec-
tive of the Balance Score Card (Financial, Customer, 
Process and Learning) the new Performance Mana-
gement System had different weightages for each 
perspective.

Effective Performance Feedback
Realizing the importance of objective feedback and 
performance counselling, workshops had been de-
signed and implemented, on a pilot basis. These 
workshops aimed at building the essential skills re-
quired to conduct meaningful performance discus-
sions. Supervisors were exposed to relevant tools 
and frameworks (Mock Feedback Sessions, Role 
Play etc.) that could be used in conducting effective 
performance discussions. This helps in creating a 
‘listening culture’ and give difficult performance and 
behavioral feedback, with great comfort and ease. 

Execute And Evaluate
Process of H1 and H2
Through the half yearly process of review, employ-
ees submitted their appraisal, post discussion with 
their reporting officers.

Moderation Process – New Approach
In order to make the forced ranking system more 
meaningful and also ensure that individual officer 
is given an opportunity to demonstrate his perfor-
mance, peer review was implemented as a part of 
the moderation process. During the process each 
and every officer was given an opportunity to make 
a presentation which helped the moderation com-
mittee in assessing the performance of the indi-
vidual besides the performance appraisal filled by 
the officer. The new process was piloted in various 
support functions. The feedback of the process was  
encouraging and enabled sharing of high leverage 
performance parameters, helped the officer to do 
self-evaluation of his performance vis-à-vis other 
officer, etc. and provided an opportunity for other 
officers learn from other’s experiences.

Reward & Retain
Performance Related Pay (PRP): Since the goals 
and targets had been set on the basis CSMART 
process, it was now easier to reward the employee 
based on his contribution to achieve organizational 
objectives.
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Reward & Recognition: Various structured reward 
programs recognizing the high performers at both 
Junior and Middle Management Level, could be 
leveraged to recognize Performance.

Impact Analysis
PACE has played a significant role in aligning in-
dividual performance to the organizational goals. 

This has resulted in synergies among individuals 
and SBUs and helped deliver superior results. An 
analysis of the growth results for H1 of 2015-16 was 
carried vis-à-vis industry and corresponding period 
in the last fiscal. The analysis helped in understand-
ing the impact of the process when all other param-
eters and conditions remained same for HPCL and 
for the competitors. 

Source: Company material

Source: Company material

Exhibit 1: Linking Individual Performance with Organizational Objectives

Exhibit 2: HP PACE – PMS Timeline (2015-16)

Annexure

Appraisal Process Stage Timeline

Goals and targets setting by appraisee May 31, 2015

Approval of goals and target by Reporting Officer June 8, 2015

Approval of goals and target by Reviewing Officer June 15, 2015

Submission of review by appraise Within 15 days

Review feedback by Reporting officer Within 20 days of submission of review by appraise

Acknowledge by appraise Within 3 days of review by Reporting Officer

Completion of review by Reviewing Officer Within 7 days of acknowledgement by appraisee

HPCL has witnessed huge growth in volumes after the implementation of the various performance 
initiatives.
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Exhibit 3: Target Sheet of Sales Officer

Strategic 
Objectives

Key Performance 
Indicators

Unit of 
Measure-

ment

Targets for the Year H1 Milestone 
(April-September)

H2 Milestone 
(October- March)

Weight-
age

Financial / Physical

Sales Volume Product wise Sales 
volume for I&C 
products:
a) MS & HSD
b) LDO / FO / LSHS/ 
CBFS c) Naphtha/ 
SCN d) Bitumen 
(Bulk/ packed/
modified)
e) Hexane/ SBP/ 
MTO/ Propylene/
Sulphur
f ) SKO/ SCK

Percentage HSD-30000, LDO-3200, 
FO-20000, Bitumen 
(Bulk) 18000, Bitumen 
(packed) - 1000, 
Bitumen (modified) 
- 100, Hexane - 500 
Total - 72800, Singrauli 
Lubes Account

HSD - 12000, LDO 
- 1300, FO-8000 
Bitumen (Bulk) 
- 7000, Bitumen 
(packed) - 400, 
Bitumen (modi-
fied) - 40,  Hexane 
- 200 Total - 28940, 
Singrauli Lubes 
Account

HSD - 18000, LDO-
1900, FO - 12000, 
Bitumen (Bulk)-11000, 
Bitumen (packed) 
- 600, Bitumen (modi-
fied) - 60, Hexane 
- 300 Total - 43860, 
Singrauli Lubes 
Account

25

Financial 
Discipline

Collection of 
Concessional forms 
and submission to 
Zone as per norms 
in value

Amount 100% up to Q3,2015-16 100% up to Q1, 
2015-16

100% up to Q3, 
2015-16

10

Financial 
Discipline

Outstanding 
beyond approved 
terms in Month 
Crore unit

Amount NIL Beyond approved 
terms

NIL Beyond ap-
proved terms

NIL Beyond approved 
terms

10

MNL & 
Forward Tour 
Itinerary

Deviation from the 
target

Percentage 5th of next month 100% Compliance 100% Compliance 5

Customer Delight

Customer 
Satisfaction

Execution of in-
dents through IMS 
& Adherence to Cat 
A delivery norms

Days 100% adherence 100% compliance 100% compliance 6

Customer 
Satisfaction

Customer Calls as 
per ABC categoriza-
tion Norms

Numbers 100% adherence to 
Customer Calls -A 
Category customers- 
min once a month, 
B Category custom-
ers- min once in two 
months, Others- min 
once in three months

100% adherence 100% adherence 5

Customer 
Satisfaction

Customer Account 
Reconciliation& 
matching of 
balance.

Percentage 100% for all credit 
customers

10 top custom-
ers reco till 30th 
Sept,15

Complete recon-
ciliation for balance 
customers

5

Customer 
Satisfaction

Resolution of 
Customer com-
plaints without 
escalation

Percentage 100% adherence to 
Resolution of Customer 
complaints without 
escalation

100% adherence 100% adherence 4

Improvement in Process

Business 
Development

Plan for Consumer 
Pumps / facili-
ties at customers 
premises

Numbers Min 2 new CPs/
Consumer facilities

Min 1 new CP/
Consumer facilities

Min 1 new CP/
Consumer facilities

5
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Source: Company material

Exhibit 4: Outstanding Achievement Award Nomination Category

S. 
N.

Category Description

1 Innovation Provides and implements out-of-box  innovative solutions/ ideas that substantially add 
value to Corporation 

2 Quality Is highly quality conscious and demonstrates high level commitment in improving pro-
cesses that lead to high quality deliverables

3 Safety Recognizes potential hazards and demonstrates extraordinary commitment in handling 
emergency situations

4 Business 
Development/ 
Market share growth

Recognizes and harnesses potential opportunities for Business Development/Expansion

5 Customer orientation Displays high level of customer service orientation and commitment to exceed customer 
requirements 

6 Productivity 
enhancement

Takes initiatives and works towards enhancing productivity and improving efficiency in 
operations

7 Leadership Guides people for desired change through inspiration and executes the change with 
commitment of members of group

8 Knowledge 
management

Takes initiatives to develop a network by developing systematic knowledge sharing plat-
form and works towards forming initiatives that facilitate regular knowledge sharing  

9 Philanthropist Creates visible and significant impact in the society through social activities, voluntarily 
participating in social causes and proactively extending help during crisis situation

10 Valuable contribution Other significant achievements that add value to the Business
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Business 
Development

No. of new custom-
ers added and 
volume generated

Metric Ton Min 8 new customers 
with 5% of total vol

4 new customers 
& 5% of total vol 
of H1

4 new customers & 
5% of total vol of H2

5

Process 
Enhancement

Detailed Market 
Assessment for 
quality business 
information and IPA 
proposals

Yes/No 100% IPA & credit pro-
posals to be sent to be 
sent within 24 hours of 
meeting the customer

100% Compliance 100% Compliance 5

Process 
Enhancement

Fixed Assets 
Verification

Percentage 100% 50% 100% 2

Replies to 
HQO/RO que-
ries & Daily 
Call report

Deviation from the 
target

Percentage Within one working 
day

100% Compliance 100% Compliance 3

Learning and Growth

Competency 
Building

No. of Seminars 
/ Safety clinics / 
OGCF activities for 
I&C customers

Numbers Min 2 activities in each 
category

Min 1 activities in 
each category

Min 1 activities in 
each category

5

Competency 
Building

In-depth Product 
and Application 
knowledge 
/ Financial 
Instruments etc. 
for self.

Numbers Min two training pro-
gram or workshop to 
be attended

Min one train-
ing program or 
workshop to be 
attended

Min one training 
program or workshop 
to be attended

5
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Source: Company material

Source: Company material

Exhibit 5: HPCL Core Values (HP FIRST)

Exhibit 6: Future Growth Index (FGI)

Core Values Meaning End Values

Free, Frank, Fair We are informal but 
Disciplined

Openness: We are approachable, accessible and open in our communications: We invite, 
provide and respect challenging views.

Candid: We encourage directness, candor and diversity so that people and ideas thrive.

Feedback: We believe that resolving feeling of uncertainty, feedbacks keep people’s 
work related activities focused on personal and Organization goals.

Conduct: We act and take decisions in a manner which is fair, honest and transparent.

Integrity We do the ‘Right’ thing Commitment to Objective: We are committed to deliver what is expected of us.

Walk the Talk: We live by higher standard of integrity in ‘what we say and what we do’.

The ‘Right’ way: We believe in adhering to the highest moral, ethical principles and 
standards.

Accountability: We live by rules/ ethics and hold ourselves accountable to deliver what 
we promise.

Respect for 
Individual

We value People Vitality: We generate vitality (being alive, passionate and ethical) by giving people the 
sense that ‘what they do on daily basis makes a difference’.

Diversity: We treat ourselves, each other’s, customers with mutual respect and sensitiv-
ity, dignity, recognizing the importance of diversity.

Listening Organization: We listen and respond to all stakeholders and focus on ‘what is 
being said rather than who is saying it’.

Sustainable 
Performance

We work Together 
towards Tomorrow

Long Term Success: We draw value for stakeholders by putting Long Term success over 
the short term gains.

Nurturing Talent: We pursue lasting performance by developing, nurturing and invest-
ing in leadership, best talent by managing performance based on merit.

Innovation: We thrive on creativity and ingenuity. We seek innovation and idea which 
can change the Organization.

Operational Excellence: We achieve operational excellence by continuously improving 
our process, quality and technology and striving to ‘get it right the first time’.

Team Spirit We Connect, Collaborate, 
and Create

Connect: We believe, team oriented approach delivers best results to achieve our 
Objectives.

Collaborate: We put the common goals of the Corporation before “silo”-loyalty by trust-
ing, respecting and working with each other.

Stakeholders: We act as a responsible partner and promote ‘camaraderie’ with all 
stakeholders.

Celebrate Achievement: We cooperate and work together for common goal and cel-
ebrate the success.

FGI

Organization Individual

Performance Criteria Growth Behavioural competency (what he/she is and how aligned he/she is) 

Volume Technical competency (what he/she knows and how he/she works)

Profitability

Cost

Process

Customer

Performance 
Measurements

Initiatives/Interventions KPI achievements

Significant achievements

Values
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Exhibit 7: HPCL Initiatives for High Performance

Source: Company material

Sr. 
No.

Initiative Description

1 “Utkarsh” Initiatives at all 41 LPG Plants to increase the employee engagement and pro-
ductivity. The hourly production rate increased by 17% to 1538 cylinders per 
hour.

2 “Utkrisht” Initiatives at 88 O&D locations for increasing employee engagement and op-
erational excellence. Cycle time reduction by 23%.

3 “HP Gaurav” Reward &Recognition for Non-Management employees

4 Outstanding Achievement Award Recognition to junior management employees

5 HP Icon Recognition to Middle management employees. Recognizing people 
leadership.

6 “Yuvantage” Unique platform for engaging Gen-Next category focusing on Creating High 
Performing Leadership

7 “ICS e-care” A unique online module for resolving employee’s issues/problems.

8 “Samavesh” A seamless induction program for management employees

9 Hale & Hearty HPCL A health management initiative for improving health of the employees 
through periodical medical examination, awareness and participation.

10 Akshay & Akshaypath Leadership development program for Senior and Middle level management 
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HR Automation at Indian Oil 
Corporation Ltd.

Deepak Agarwal, GM (IS), COIS,  
Swati Sharma, DM (IS), COIS

D. K. Grover, CM(IS), COIS
Trina Mukherjee, AM (IS), COIS

Today’s HR at IndianOil is sprinting ahead as 
a blitzkrieg. With exploding technological 
advances, the frontier of HR as a compliance 

function has been invaded. HR has shaken off its 
stupor and is delivering innovative solutions using 
nexus of forces i.e. Social, Mobile, Analytics and 
Cloud and is prepared for Digital Transformation.
IndianOil, with its 35000 plus employees, is on a 
journey - having long moved from paper-based sys-
tems to electronic databases and now exploring the 
frontiers of web based technologies. As testimonies 
to our HR Technology revolution, we have:

Mobile Apps: Empowering Employees
Implementations of Mobility solutions have given 

our workforce the freedom to handle critical tasks 
and make decisions in real time. It provides an 
easy-to-navigate environment that is accessible by 
all employees, right from their smart phones. This 
has opened the gateway for moving towards a fully 
mobile empowered business.

The HR mobile app myESS works on all major plat-
forms and makes workforce management a seam-
less, real time process. 

myESS offers the following key features:

• Search other employees, email and call them

• Request for leave and review the history of leave 
and attendance information

• View personal profiles, anywhere, anytime

• Monitor own salary and payroll information

• Review eligible benefits

HR Analytics : At the crossroads of 
Innovation
As per Gartner 2015, putting data in the hands of 
all employees allows innovation to occur. With this 
intention, a state-of-the-art HR Dashboard has been 
developed. This is one of the most exhaustive pic-
torial representation and swiftly comprehensible 
analysis of HR data. 
Various subjects, with their trends and process 
analytics, are studied for better business process 
re-engineering.
• Succession Planning: Inputs from multiple 
sources. Batch wise Career progression analysis is 
done for evaluation.  Figure 1 : Overview of myESS app.
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• Competency Profiling: Analysis of set of skills and knowledge repository of incumbents at IndianOil. 
This is used to drive business strategies and manpower planning initiatives.
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Figure 2 : Succession Planning Dashboard.

Figure 3 : Education Profile Dashboard.
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IndianOil - An Inspiration
The guiding principle of HR Automation at Indian 
Oil lies in its very DNA. To lead people with pas-
sion to excel and innovate to pioneer the spirit of 
creativity are pillars of IOC’s Corporate Vision. IT is 
oft used as key enabler for enhancing employee ef-
fectiveness by streamlining processes and support-
ing better decision-making.
HR in IndianOil in the past few years has under-
gone a radical transformation. The very essence 
of HR Automation in IndianOil today are process 
centric systems - systems which are automated, 
centralized, sophisticated and scalable catering not 
just to all transactional HR needs but also are stra-
tegic partners, business enablers and key organiza-
tion differentiators. The HR hand holding does not 
stop with the separation of an employee from the 
Organization. IOC offers the best of class post re-
tirement services which truly differentiates us as an 
ever caring and forever nurturing organization.
In this paper we discuss of one of the country’s be-
hemoth – IndianOil Corporation and the various pi-
oneering use of Technology and Automation across 
its HR Process Value Chain.
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Figure 4 : Corporate Vision of Indian Oil Corporation Ltd.

Figure 5 : Expanse of Automation across End-to-End HR Process Value Chain at IndianOil.
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SAP Human Capital Management
It is obvious that the epoch-making Automation solutions which are today becoming synonymous to HR 
practices in IndianOil are possible to be built only upon a robust and reliable database of employee related 
information. 
SAP Human Capital Management Module utilizing the best of breed tools, best in class practices, has been 
successfully implemented in IOC across the entire Employee Life Cycle. 

The following SAP HR Modules have been success-
fully implemented in IOC:

• Personnel Administration

• Organization and Management

• Time & Attendance

• Training &Development (T&D)

• Recruitment 

Salient Features of SAP HCM Adoption
• It forms the single source of employee related 
data – a single source of truth
• Seamless movement of employee data across oth-
er integrated SAP Modules and external IT systems

• Flexible and scalable structure which can accom-
modate business specific needs

• Instant availability of Employee Information 
without any dependency on HR for churning out 
Employee Reports

• Robust authorizations to master data maintenance

• Extensive availability of data makes Data Audit 
convenient and less cumbersome.

• Is a platform for adoption of SAP capabilities such as 
Payroll, Travel Management, Performance Manage-
ment, Career Planning and Succession Planning.

Corporate SAP Payroll Implementation
IOCL has implemented Unified Single SAP Payroll 
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Figure 6 : Employee Life Cycle Management in SAP HCM in IOC.
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across the corporation, replacing decentralized pay-
roll at 19 payroll processing centers. Payroll imple-
mentation at IOCL involved following milestones:

• Integration with Finance and Controlling, mak-
ing real-time payments

• Automatic calculations and fast data retrieval ca-
pabilities with reduced manual errors and proper 
database management of large volume of payroll 
data

• Full and final settlements done swiftly and 
accurately

• Integration of Positive Time with Payroll (first in 
any PSU)

• Use of Digital Signatures 

• Automated bank transfers of Employees 
payments

• Easy generation of various MIS such as tax re-
ports and standard reports

Benefits of Payroll Implementation

Strategic:
• Easy to rollout for new units, acquisitions & 
mergers
• Visible Employee’s costing using OM structures
• Legal and statutory changes by SAP as and when 
announced

Quantitative:
• Reduction in HR & Payroll Process cycle by 70% 
- Huge manpower savings associated with Payroll, 
FI postings and Payments
• Claim to Payment Process time reduced by 90% 
- Every second day Claims payment transfer in 
Banks

Qualitative:
• Employees Delight and Satisfaction
- Direct Payments in Banks with SMS and E-mail 
notification
- All payroll and HR information moves electroni-
cally to new company code on transfer action 
- Housing, Transport, Loans processes automated 

Corporate ESS Implementation
With the motto of “One Company, One HR ex-
perience”, the objective of this project was that 

notwithstanding the physical location our em-
ployee is posted in, every employee deserves the 
same standard of efficiency, quality and prompt-
ness of HR services. Corporate wide Employee Self 
Services (ESS) implementation helped in automat-
ing, simplifying, streamlining and optimizing HR 
processes. For managing the Approval Process of 
ESS effectively and efficiently a highly scalable and 
customizable, Configurable Workflow Framework 
has been designed so as to have minimum data 
maintenance requirements. Groupings for various 
data elements have been done which dynamically 
determine the number of levels of approval re-
quired and who the processing agents will be for 
every employee. As on date, about 60 services are 
being offered on the ESS platform.

Benefits of ESS Implementation

For employees: 
• Manage and track Medical, Furniture, Travel, 
Leaves and other Claims electronically 
• Identify and contact Approvers through quick-
reference contact lists 
• Navigate through the system conveniently, guid-
ed by intuitive menus and an easy-to-use interface. 

For employer: 
• Upload pay slips, loan cards, furniture cards, off-
cycle payment details 
• Keep track of staff absenteeism  and approve or 
reject leave online 
• Determine access rights so that the relevant infor-
mation is accessible to the concerned persons.

For HR staff:
• In large organizations like IOC changes made 
in policies take time to reach to administrators. 
Updation of these changes directly in the ESS sys-
tem, results in zero delay in implementation. With 
ESS, there is simultaneous and complete uniformity 
of execution across all locations.
• Reduced HR administrative labour by 30-40 %
• Reduced HR service desk calls by 70 to 80 % and 
reduced call times by 30-40 %

Performance Management and 
Succession Planning 
All processes of Performance Management Systems 
are fully automated across the Corporation. The 
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online systems offer transparency and anonymity, 
thus eliciting honest and candid responses from 
employees.
Performance Management system in the form of 
ePMS provides an online platform for:
• Defining SMART (Specific, Measurable, 
Attainable, Realistic, Time-Framed) goals for all 
employees
• Scope for Mid-Year Review of Performance and 
taking corrective actions
• An iterative review process, allowing inputs 
across various levels of evaluation forms the basis 
of an unbiased performance appraisal

Organizational growth, team development and in-
dividual improvement is given further impetus by 
the use of online e-360 degree feedback system.
• Anonymous 360 feedback is taken to foster a cul-
ture of empowerment and accountability.
• As 360 feedback gives multi-rater feedback, it al-
lows the individual to uncover blind spots in their 
behavior
• Inputs are used for grooming leadership initia-
tives and other Management training programs. 
This results in overall Organizational growth.

Employee Training and Welfare 
The value of human capital assets can be enhanced 
by investing in their training and welfare activities. 
The vast spread (of over 1800 locations) of IndianOil 
makes it imperative to adopt and automate training 
and welfare initiatives.

• Internal online learning portals (such as Utkrisht) 
provide access to learning resources to our employ-
ees from any of our locations over intranet
• The online library is equipped with business jour-
nals, magazines, trade publications, case studies, 
industry profiles, news articles, etc. 
• As a POC, IOC is exploring SAP’s Workforce 
Performance Builder (WPB) solution. WPB is a 
powerful technology product with which IOC will 
be able to create,  deploy, and track context-sensi-
tive user help, transaction documentation, simula-
tions and thus encourage rapid e-learning with un-
matched power and flexibility
• Online internal communication and news portal 
(IndianOil Express) allows employees to remain 
abreast of all the latest happenings across the or-
ganisation . In-house magazines, chat rooms fa-
cilitate discussion and debate on issues of common 
concern etc.

Figure 7 : Screenshot of e360 portal at IOC.
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• The above portal also provides a unique opportu-
nity to employees to share their views, ideas, sug-
gestions, grievances, etc., directly with Director (HR)
• Online booking systems are used for equitable 
allocation of company Guest Houses or Holiday 
Homes. An employee can see the vacancy status, 
list of other employees who are in queue etc. 

Transparency, accessibility and simplicity of these 
online portals go a long way in enhancing the trust 
and faith of employees in the welfare benefits of-
fered to them. 

HRD Initiatives
IT in IOC HR has been taken ahead further with 
the implementation of CAMP (Career and Mobility 
Planning). This requires availability of tools and 
techniques for systematic presentation, sorting and 
analysis of reliable employee data company-wide 
on various career components. The process has an 
integrated corporate level mobility capture portal, 
wherein, all officers of IndianOil have the option to 
opt for mobility choice or constraint for the coming 
year. This has helped HR department to make more 
informed decision about manpower planning and 
job allocation.

Post Separation Connect
For employees who superannuate from Indian 
Oil, an online Portal (e-Sambandh) is available for 
easy and convenient disbursal of Post-retirement 
Medical Service (PRMS). Payment is made through 
38 Payment Units all across India. Members are able 
to avail their PRMS and ex-Gratia payments from 
the comforts of their home.  Payment process is in-
timated to members via mail and SMS. Reminder 
and latest news pertaining to change in rule and 
General body meeting is also sent through the sys-
tem. Thus we are able to offer the senior members of 
the IOC family the dignity and convenience which 
they so much deserve.

Figure 8 : Screenshot of Workforce Performance
Builder (in POC stage).

Figure 9 : Screenshot of e-Sambandh home page.
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In Conclusion
HR has witnessed exponential progress in the use of technology. 
We now look forward to expansive usage of Mobile applications, social networking platforms and 
cloud technologies. Predictive analytics and crowd learning together form the future norms.
Artificial intelligence and increasing automation have created the potential to transform nearly ev-
ery aspect of HR. Using chatbots to create conversational experiences is becoming the new digital 
interface.
As digitisation and analytics become more fundamental to business advisory, resulting in innovative 
and agile people management practices to stay competitive, HR will have truly gone digital.

Table 1: Operational benefits of HR Automation in Indian Oil

Key Performance Indicator Impact

Employee Data Accuracy 99.7% (resulting from increased 
transparency and accountability)

Reporting Lead-time Click-of-a-button

Facilitation of day to day management Prominent

Input made less user intensive Single point data entry. Repetitive 
HR Admin work removed

Data Integrity Improvement by checks and validations built Tremendous

Streamlining the Processes to free HR to concentrate on value-
generating activities, rather than on routine tasks

Priceless
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Capability Building of Human 
Resource through
TPM in Office Set-up

Rashmi Govil, Dy. General Manager(HR)
Om Prakash, Chief Manager(TPM)

In the year 2010, Refineries Headquarters of 
Indian Oil Corporation Limited (RHQ) in its 
quest for excellence, weaved a dream to adopt 

and apply the principles of Total Productive  
Maintenance(TPM) in its office functioning. RHQ 
was ignorant of the fact that TPM concept originally 
propounded by JIPM, Japan, for improvement in ef-
ficiency of a manufacturing set-up had no parallels/
precedence of an organization attempting to apply 
these principles in an office set-up.   

– “Focus on Possibilities and you will have Opportunities”

Birth of an Idea
With the Corporation expanding its business in all 
sectors of energy, RHQ admitted the need to serve 
its stakeholders more efficiently. Refinery Units of 
IndianOil had already used to their advantage the 

principles of TPM to minimize losses, cut costs and 
enhance productivity and profitability. Having wit-
nessed the positive impact of application of TPM 
principles in our Refineries, HR-RHQ planned 
adoption of TPM in its office at Delhi to provide a 
systemic, sustainable and continuous process im-
provement coupled with people development.

The Beginning
JIPM propounded eight pillars of TPM are:
The Office TPM(OTPM), Planned Maintenance 
(PM) and Safety Health Environment(HSE) 
pillars focus on 5S, Hygiene and machine availabil-
ity factors. Education & Training (E&T) and Early 
Management (EM) pillars deal with building capa-
bilities of people. Autonomous Maintenance(AM), 

BHeL
cAse sTUDY

IOCL
CASE STUDY



130   KaleidOscope  February, 2017

Quality Maintenance (QM) and Focused Impro-
vement (FI) pillars seek to address the core that is 
Eliminate NVAs, Reduce Cost, Create Value at each 
stage of “Input-Process-Output” view of a manu-
facturing setup.  

At RHQ our core activity – Processing information 
by human minds, with or without computer aided 
systems – altering an information into a decision, 
made us define this office as a factory that processes 
information for producing decisions to create value 
for the company.

The Break Through
The initial phase of TPM implementation revolved around each Functional Vertical representing a TPM 
Pillar resulting in lack of ownership for other Pillar principles. A deeper examination revealed the need 
to create an understanding that is congruent to individual & organizational aspirations with individual 
capability occupying central position. This would leverage improvement in individual efficiency to boost 
collective performance.

Thinking unconventionally ahead, the HR think 
tank of RHQ looked at TPM as a tool to provide a 
continuous learning platform and encourage each 
individual to perform tasks in the least possible 
time with the “First Time Right” approach. A tool 
that would challenge each individual to raise his 
level of performance over yesterday’s. 

The First Step - Restructuring of Pillars
With this new insight, a core TPM team report-
ing directly to Head of HR, led the TPM journey 
of RHQ from the front. Conventional TPM aims at 
Zero breakdown, Zero downtime and Zero failure. 
The TPM team had the herculean task of devising 
systems for an office setup which would ensure 

Initial Structure (2011 - 2013)
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Re-structuring of TPM Pillars with representation 
of each function in conventional pillars of TPM

output of desired quality within the least expected 
time with zero errors. 
Not losing sight of its objective of improving the 
productivity of each individual, champions for 
each TPM Pillar were drawn from all departments 
of RHQ with one of the Functional Heads acting in 
the lead. The approach ensured total commitment 
to the cause from top to bottom as well as seam-
less transfer of cross-functional ideas & cross-pillar 

principles in all the functions through departmental 
representatives.  
To enhance the overall efficiency of the functioning 
of RHQ, seven objectives were outlined as:
• Speedy Response to Requirements from Refineries and 
other Agencies 

• Accuracy of Output

• Development of People through…….

• Standardization of Procedures

• Efficient Record Management, Removal of Clutter and 
Creating Space

• Healthy, Safe and Environment friendly Ambience for…..

• Value Creation

The Second Step

“My Belief – My TPM - My Practice”
In order to deliver TPM Pillar principles at indi-
vidual level, a Model with tagline “MY BELIEF 
- MY TPM - MY PRACTICE” was conceived and 
launched.    
The model acts as an enabler for applying TPM pil-
lar principles at individual level; helping the indi-
vidual to:
• see his work & workplace differently, 

• make every event a learning event and every day a learn-
ing day,

•raise his expectations and aspire for more

• unleash his potential and help others to unleash theirs
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Never before the principles of TPM Pillars were presented for application at individual level like attempted 
by RHQ. Through sustained TPM talks, circle meets and training, the thought

process of employees started getting aligned to 
TPM way of working as per defined standards(AM 
Pillar), giving quality output (QM Pillar), bringing 
significant improvement in work(FI Pillar), build-
ing checks to pre-empt machine errors(PM Pillar), 
ensuring learning of self and subordinates(E&T 
Pillar), learning   
from a day’s work and spreading awareness(EM 
Pillar), working in an organized and clutter free 
environment(OTPM Pillar) and working with safe 
practices in a stress free environment (HSE Pillar). 

The Third Step – 
Guiding Themes for Value Creation
RHQ, the Divisional Headquarters, monitors, 
guides and controls its 09 Refinery Units and 02 
Liaison Offices. Besides, it interacts with several 
other agencies to fulfill its obligations.
Standardization of processes and Centralization of 
activities, wherever feasible, were adopted as two 

themes which helped in controlling the quality of 
these interactions and creation of higher value. 

The Fourth Step - “MY TPM - Unlocked”
With thrust provided to motivate each employee to 
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grow into a self-thinking self-improving individual, 
MY TPM model was further unlocked in three dis-
tinct verticals for focused attention to Work Place 
Improvement (OTPM, PM, HSE Pillars), Process 
Improvement (AM, QM, FI Pillars) and People 
Development (E&T, EM Pillars). 
This model drives the employee to open up his 
mind and start questioning the status quo by asking 
questions of What? When? Where? Which? How? 
and shift their focus from being complacent to be-
ing inquisitive; the key to continuous improvement. 

Benefits Accrued
TPM principles have brought considerable gains, 
both tangible and intangible and helped RHQ-HR 
in realizing the elusive dream of establishing a 
learning organization having self-thinking and self-
developing processes meant to create higher value 
at each table.  Few of the Self-Sustained processes 
developed as a direct outcome of TPM interven-
tions are :

A. SOP Way of Working
The TPM team brought the Standard Operating 
Procedures (SOPs) way of working to never before 
tried areas of office functioning. Jobs were broken 
into activities with identification of First Person 
Responsible and time required to complete each 
activity. The focus was to shift from individual to 
self-sustained systems.
SOPs for more and more work processes are getting 
developed and today RHQ has SOP based func-
tioning for 700+ work processes ranging from the 
simple ones to complex tasks. This approach has 
resulted in : 
• People Development by leaving no scope for am-
biguity and enabling a novice to perform the job by 
following the SOP;   
• Process Improvement by ensuring an error free 
output within the time frame defined;  Prodding 
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individual thinking into identifying Non-Value 
Adding activities (NVAs) in the process, simplifi-
cation and improvement of the process leading to 
increased efficiency; 
• Work Place Improvement brought by efficiency/
clarity leading to a stress free work environment 
and stakeholders delight.

A software has also been developed to upload all 
SOPs on the intranet for easy access of users.

B. Customer Service Delivery Standards(CSDS)
Office set-ups have a common characteristic of in-
numerable interactions with internal and external 
stakeholders. Employees were encouraged to de-
velop a promise of delivery by setting up standards 
for themselves within which they would extend a 
particular service to the customer.  
These delivery standards, duly approved by the 
controlling officers, stimulated employees to strive 
to improve them. With CSDS another self-devel-
oping process had been established which contrib-
uted to Work Place Improvement, Improvement in 
Process Efficiency and People Development. 

C. Loss Consciousness
In the drive for process improvement, Loss 
Consciousness was also one of the factors given 
adequate importance. A “Loss Chakra” was devel-
oped for identified losses occurring in the office 
functioning. 

A “Loss Structure” was developed to identify and 
categorize various losses. Frequent, common and 
controllable losses were first targeted for loss miti-
gation. Once the losses were identified, Kaizens 
were developed which helped in loss mitigation in 
a structured manner. 
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D. Standardization - First Time Right approach
Besides the use of SOPs for the “First Time Right-
Every Time Right” approach, standardization was 
also pursued to eliminate communication loss, data 
loss and decision loss. Standard note formats for 
approval of proposals were developed to capture 
structured information for HR policies leaving no 
gaps or room for policy interpretation. The initia-
tive cut down proposal preparation time, losses 

occurring due to ambiguity/incomplete informa-
tion and led to error free decision making. Huge 
financial gains accrued to the Corporation when 
Maintenance and Inspection Department under-
took a study for Standardization of shutdown of 
various Units in the Refineries which is now a case 
study in itself on loss mitigation.
With this initiative, yet another self-sustaining pro-
cess was established which ensured Work Place 
Improvement, Improvement in Process Efficiency 
and People Development.

E. Learning from case Studies
Initiatives resulting in significant gains were devel-
oped into pictorial case studies and displayed at 
different locationls to act as a learning and motiva-
tion tool for one and all.

F. Simplification through the HR Services 
Dashboard
In order to reach out its customers in an efficient 
manner, yet another TPM initiative in form of HR 
services Dashboard was developed. The dashboard 
on a single page listed services provided by HR. 
Each service provided links to formats for applying 
whether online or manual, names and contact num-
bers of dealing HR officers and FAQs related to the 
service in a single row. This one step information 
provider elevated the image of HR department as a 
forward thinking department.   

Case Studies
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G. Creation of Space
Few other initiatives, undertaken as a part of Office TPM Pillar activities, which led to considerable gains 
both monetary and improvement in work place ambience are weeding out of approx. 25 tonnes of pa-
per leading to reclaiming of 430 meters of shelf space, better Desktop PC Management, Table and File 
Management, reduction in file retrieval time, digitization of records running into several 100 GBs, reduc-
tion in paper consumption etc. 

H. Centralization
RHQ undertook a review of processes duplicated 
at locations which could be done centrally thereby 
eliminating wasteful manhours. Processes such 
as TDS deduction, Procurement for similar parts, 
Clubbing of small tenders etc. were centrally under-
taken to save time and money and benefit from vol-
ume of scale. 42 processes were made online during 
the last two years for benefit of users across all lo-
cations and to ensure standardized and centralized 
functioning. Approx. more than 10,000 manhours 
could be saved on recurring basis through these 
efforts besides cost savings and huge gains reaped 
through enhanced volumes in tendering.
RHQ now has a “thinking workforce” focused on 
Work Place Improvement, Process Improvement 
and People Development to create more value for 
the Corporation. 
The JIPM team during its audit of the first or-
ganization in the World staking its claim for the 
TPM Award of Excellence in Office functioning was 
compelled to reckon the efforts made by RHQ-HR 

team in implementation of TPM principles. They 
positively acknowledged the parallels drawn by 
RHQ to a manufacturing set-up to derive maximum 
efficiency in its processes with a special mention 
to development of the concept of “My TPM”. The 
model of “My TPM” is replicable to any office, big 
or small, of any industry, as it drives performance 
through application of principles of TPM at indi-
vidual level to achieve a culture of organizational 
excellence.

The Fifth Step – Vertical and Horizontal 
Implementation
RHQ-HR has also initiated steps to replicate the 
proven systems to all its Offices. In its zeal to reach 
higher level of stakeholder satisfaction, further 
initiatives are being undertaken to present RHQ’s 
challenge for Sustenance Award in December 2018.
Impressed by the benefits reaped by Refineries 
Headquarters through TPM way of working, oth-
er Divisions of the Corporation are charting their 
course for adoption of similar work practices.
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Skill Development –
Investing in our future...!

K. Vijay, Executive Director (HRD)
Shailesh Tiwari, Dy. General Manager (HRD)

Skills and knowledge are the driving forces 
of economic growth and social development. 
India has the advantage of “demographic divi-

dend”. Harnessing this demographic dividend 
through appropriate skill development initiatives 
would help create a pool of skilled manpower to 
meet the developmental needs of the country, im-
prove productivity and industry competitiveness, 
generate employment and achieve inclusive growth 
through economic and social equity.

Mission – Skill India
The ambitious National Skill Development Mission, 
launched in July 2015 aims to train 400 million 
Indians by 2022. Launching the Mission, Prime 
Minister of India stated - “If China is known as world’s 

manufacturing factory, India can be world’s human re-
source capital”.
In the near future, India will be the largest individ-
ual contributor to the global demographic transi-
tion. A 2011 International Monetary Fund Working 
Paper found that substantial portion of the growth 
experienced by India since the 1980s is attribut-
able to the country’s age structure and changing 
demographics. The U.S. Census Bureau predicts 
that India will surpass China as the world’s largest 
country by 2025, with a large proportion of those in 
the working age category.
Over the next two decades the continuing demo-
graphic dividend in India could add about two 
percentage points per annum to India’s per capita 
GDP growth.
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Demographic Dividend
Demographic dividend, as defined by the United 
Nations Population Fund (UNFPA) means, “the 
economic growth potential that can result from 
shifts in a population’s age structure, mainly when 
the share of the working-age population (15 to 64) 
is larger than the non-working-age share of the 
population (14 and younger, and 65 and older).” In 
other words, it is “a boost in economic productiv-
ity that occurs when there are growing numbers of 
people in the workforce relative to the number of 
dependents.”

Skill Development – The urgent need!
The majority of India’s vast population is in 
the working age group. Urgent and effective 
action is needed to capture the demographic 
potential of India’s youth. Based on data from 
the 68th round of NSSO, it is estimated that only 
4.69 percent of India’s total workforce has un-
dergone formal skill training, compared to 52 
percent in the USA, 68 percent in the UK, 75 percent 
in Germany, 80 percent in Japan and 96 percent in 
South Korea.
India continues to face a skilling challenge of vast 
proportions. Based on the Census 2011 and NSSO 
(68th Round) data, it is estimated that 104 million 
fresh entrants to the workforce will require skill 
training by 2022, and 298 million of the existing 
workforce will require additional skill training over 
the same time period.
Acknowledging the formidable scale of this chal-
lenge, the government has notified the creation of 
the first dedicated Department of Skill Development 
and Entrepreneurship on 31st July, 2014, which 
became a full-fledged Ministry on 9th Nov, 2014, 
with National Skill Development Agency (NSDA), 
National Skill Development Corporation (NSDC) 
and National Skill Development Fund (NSDF) un-
der its purview.

Sector Skill Councils
Sector Skill Councils are set up as autonomous 
industry-led bodies for steering skill development 
and training. They create Occupational Standards, 
develop competency framework, conduct Train 
the Trainer Programs, affiliate Vocational Training 
Institutes, conduct skill gap studies in their sector 
leading to a Labour Market Information System 
and most importantly Assess and Certify trainees 

on the curriculum aligned to National Occupational 
Standards developed by them.
The list of existing Skill Council, currently opera-
tional in India is provided at Annexure-I.

National Skills 
Qualification Framework
The National Skills Qualification Framework 
(NSQF) is based on an “outcomes based approach”, 
and each level of NSQF is defined and described in 
terms of skill/competency levels, with participation 
of the Industry and Employers as a critical prereq-
uisite to bridge the Industry-Academia gap.
NSQF is composed of ten levels, each representing a 
different level of complexity, knowledge and auton-
omy required to demonstrate the skill/competence 
commensurate for that level. These levels, graded 
from one to ten, are defined in terms of learning 
outcomes which the learner must possess regard-
less of whether they are obtained through formal, 
non-formal or informal learning. Over a lifetime of 
learning, individuals will move from lower to high-
er levels as they take on new learning and acquire 
new skills.
Under NSQF, the learner can acquire the certifica-
tion for competency needed at any level through 
formal, non-formal or informal learning. In that 
sense, the NSQF is a quality assurance framework. 
Presently, more than 100 countries have, or are in 
the process of developing national qualification 
frameworks. 

Need for NSQF
Till now, the focus of education and training has 
been almost entirely on inputs. The NSQF is based 
on an “outcomes based approach”, and each level 
of NSQF is defined and described in terms of com-
petency levels that would need to be achieved. Job 
Roles corresponding to each of these competency 
levels would be ascertained with the involvement 
of the industry, through respective Sector Skill 
Councils (SSCs).
In addition, there exist a large section of people who 
have acquired skills in the informal sector but who 
do not have the necessary formal certifications to at-
test to their skills. As a competency-based and out-
comes based qualification framework, NSQF will 
facilitate “Recognition of Prior Learning (RPL)” 
that is largely lacking in the present education and 
training scenario.

BHeL
cAse sTUDY

IOCL
CASE STUDY



139KaleidOscope  February, 2017 139KaleidOscope  February, 2017

National Occupational Standards (NOS) 
and Qualification Packs (QPs)
National Occupational Standards (NOSs) specify 
the standard of performance, knowledge and un-
derstanding when carrying out a particular activity 
in the workplace. Each NOS defines one key func-
tion in a job role.
A set of NOSs, aligned to a job role, called 
Qualification Packs (QPs), would be available for 
every job role in each industry sector. The NOS and 
QP for each job roles corresponding to different 
level of the NSQF are formulated by the concerned 
Sector Skill Councils (SSCs).
The course curriculum is developed for each NSQF 
level, for specific Qualification Packs, identified by 
the SSCs. Since the NSQF is based on an outcomes-
based approach, participation of the Industry and 
Employers is critical prerequisite for the success 
of NSQF. In addition to making the youth ‘job-fit’ 
for the Indian Industry, the NSQF also provides for 
alignment of QPs/NOSs with those of other coun-
tries to enable the NSQF-aligned qualification hold-
ers to work in and/or relocate to other parts of the 
World for reaping the benefits of the ‘Demographic 
Dividend.’

Hydrocarbon Sector Initiative
Indian Petroleum & Natural Gas Industry is in the 
process of setting-up Hydrocarbon Sector Skill 
Council (HSSC) to impart sector-specific skills, with 
requisite national/international certification. In ad-
dition, as an initiative of Oil & Gas PSUs under 
Ministry of Petroleum & Natural Gas, it has also 
been decided to set-up Skill Development Institutes 
(SDIs) for imparting Skill Development Training, 
aligned to NSQF.  
An Industry Team of HSSC has identified 134 
Job Roles covering different sub-sectors in the 
Hydrocarbon Industry (Upstream, Downstream, 
Midstream & Gas and Construction & Services) 
for which NOSs and QPs are being developed by 
HSSC, in partnership with Industry.

Skill Development Institutes (SDIs) – for 
world class training!
For imparting Skill Development Training in the 
Hydrocarbon Sector, Indian Hydrocarbon Sector 
has taken the unique initiative to set-up Skill 
Development Institutes (SDIs) in the Country – the 
first such Institute in the Hydrocarbon Sector has 

been set-up by IndianOil at Bhubaneswar in the 
State of Odisha.
This state-of-the-art Skill Development Institute 
(SDI), amongst many ‘Centres of Excellence’ being 
planned in different Regions of the Country, will 
impart certified skill training to 40,000 to 50,000 
personnel in 10 years. The institute is being co-pro-
moted by all National Oil & Gas PSUs, both in the 
upstream and downstream sector.

SDI Bhubaneswar 
IndianOil has taken the lead in setting up SDI 
Bhubaneswar, with financial support from other 
Public Sector Undertakings (PSUs) under Ministry 
of Petroleum & Natural Gas - ONGC, GAIL, HPCL, 
BPCL, OIL, EIL, Balmer Lawrie.
While the full-fledged campus of SDI Bhubaneswar 
is planned to impart world class skill training per-
taining to downstream petroleum sector and petro-
chemicals; pending setting up of full-fledged cam-
pus, Phase-I of SDI Bhubaneswar has been set-up 
at Mancheswar Industrial area in Bhubaneswar. 
The Institute was inaugurated by Hon’ble Chief 
Minister of Odisha and Hon’ble Minister of State 
(Independent Charge), Petroleum & Natural Gas, 
Government of India on 9th May 2016. Skill devel-
opment course commenced from 30th June 2016.

SDI Bhubaneswar – Mancheswar Campus.
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The courses at SDI Bhubaneswar
This Institute provides subsidised certification pro-
gramme on Welding and Electrical – two trades 
having high potential for employment, with subsi-
dised course fee of Rs. 5000/- for a six months pro-
gramme, which includes accommodation and food. 
The course is funded from the CSR budget of the 
promoting companies in the Petroleum Sector.
The course curriculum is aligned with National 
Skills Qualification Framework (NSQF) and affili-
ated with two Sector Skill Councils – Capital Goods 
Skill Council (CGSC) for Industrial Welder and Skill 
Council for Mining Sector (SCMS) for Electrician.  
This skill development institute has commenced 
the programme, initially with a batch size of 45 
students in each trade – Industrial Welder and 
Electrician. In all, approximately 2000 students 
from across the state of Odisha applied against 
the advertisement issued in local dailies. Most 
of the students hailed from the rural back- 

ground with limited access to resources.
The admission process was carried out by the train-
ing partner - Nettur Technical Training Foundation 
(NTTF), with written test conducted at 16 centres 
across the state. 

Employment-oriented training at SDI
SDI Bhubaneswar imparts not only class room train-
ing, but the emphasis is mainly on practical training 
through simulator and sophisticated equipment, 
training on soft skills (behaviour, communication, 
grooming, etc), computer training and knowledge 
of English. 
Each course is followed by stringent assessment 
and certification process thus making each candi-
date job fit for the Industry. In addition, the institute 
provides entrepreneurship training to the students 
to enable them to earn their own livelihood and 
making them self sufficient. The course certification 
is done by the Sector Skill Councils under NSDC.
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Classroom @ SDI.

Welding & Electrical Workshops for practical training.

Welding & Electrical Workshops for practical training.

Computer Lab.
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The Results
84 students from the first batch completed the 
Skill Development Program in line with NSQF 
and cleared the assessment by concerned SSCs, in 
December 2016. Till writing of this case, 80 out of 84 
students have been offered jobs by some of the lead-
ing industry. 6-months of skilling has contributed 

to their livelihood and in turn meeting the skill re-
quirement of the Industry. The second batch of 90 
students have since joined the SDI Bhubaneswar 
campus and  their course commenced on 19th 
January 2017, with a 15-days behavioral module 
focusing on motivational aspects and soft-skills, 
called the ‘Rope-in Program’.
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Conclusion
The objective of Skill Development Initiative is to create a pool of skilled manpower to meet the 
developmental needs of the country, improve productivity and industry competitiveness, generate 
employment and achieve inclusive growth through economic and social equity.
In addition, skill development, linked to international certification will equip our skilled talent to 
meet the needs of ageing western societies, particularly in view of the demographic dividend that 
India enjoys and is likely to be in our favour for next 30-40 years.
This investment, indeed is investing in our future!

2010-11
• Auto
• Retail
• IT/ITeS 
• Security 

2011-12
• Media & Entertainment
• Healthcare
• Gems & Jewellery
• Leather
• Electronics
• BFSI
• Rubber 

• Aerospace & Aviation
• Mining
• Beauty & Wellness 

2014-15 & Beyond
• Hydrocarbons 
• Management
• Chemicals
• Strategic Manufacturing
• Allied Manufacturing
• Furniture & Furnishing
• Education
• Sports
• Paints & Coatings 
• Instrumentation
• Culture
• Domestic Workers

2012-13
• Logistics
• Construction
• Food Processing
• Telecom
• Capital Goods
• Agriculture
• Plumbing 

2013-14
• Life Sciences
• Hospitality
• Textiles and Handlooms
• Apparels
• Handicrafts
• Power
• Iron & Steel

Approved Sector Skill Councils (Source: www.nsdcindia.org)

Sector Skill Councils

Annexure - I
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Connecting Stakeholders
V.S.N. Rao, AGM (HR)

Mohit Jain
 Kenneth Kundan Topno 

 Rajesh Pratap Singh
  Somdutta Sarkar

Venita Solomon

Established in 1963, MMTC 
is a leading international 
trading company of India. 

MMTC is the first Public Sector 
Enterprise to be accorded the 
status of “FIVE STAR EXPORT 
HOUSE” by Government of India 
for long standing contribution 
to exports. Its vast international 
trade network, which includes 
a wholly owned subsidiary in 
Singapore, covers almost all 
countries in Asia, Europe, Africa, 
America etc. giving MMTC glob-
al market coverage.
MMTC aims at improving its 
position further by achieving 
sustainable and viable growth 
rate through excellence in all its 
activities, generating optimum 
profits through total satisfaction 
of shareholders, customers, sup-
pliers, employees and society.

MMTC Business: 
Traditional and New
Traditionally, the company’s role 
has been trading in 7 Core seg-
ments: Precious Metals/ Gems and 
jewellery, Non-ferrous Metals, 
Minerals, Coal & Hydrocarbon, 
Agro Products, Fertilizers & 
Chemicals and Power Trading & 
Engineering products. However, 
the company has been working 
to explore emerging opportuni-
ties in the complex international 
trading environment. In order 
to expand the trade portfolio, 
MMTC has taken a number of 

new initiatives i.e. Launch of 
India’s first Sovereign Gold Coin; 
Commencement of Free Trade 
Warehousing Zone (FTWZ) at 
Kandla, Gujarat; Commissioning 
of steel making facility at NINL; 
Long Term Agreement for supply 
of iron ore to Japanese and Korean 
Steel Mills; Commencement of 
business in North-East for which 
a new office has been set up at 
Guwahati; creating a government 
buffer stock of imported Pulses; 
diversification of fertilizers basket 
for which MoUs have been signed 
with major producers etc. 
Three new divisions of 
Engineering goods and Drugs, 
Pharmaceuticals & Fine Chemi-
cals and PMD Retail have been 
set up to diversify the business 
operations. Besides, a Market 
Research and trade development 
division has been created for the 
purpose of identifying business 

potential in new and emerging 
lines of business and also for tap-
ping available opportunities in 
existing business areas.
It is also proposed to set up a full-
fledged independent civil con-
struction division that will not 
only redevelop and repair MMTC 
owned property but shall also un-
dertake construction work, par-
ticipating in tenders floated by 
the government. All these initia-
tives are expected to show good 
results towards improving the 
turnover and profitability of the 
company in the coming years. 

Manpower Position
The aggregate manpower of the 
company as on 1st January, 2017 
stood at 1242, including 6 Board 
level executives, comprising of 
490 Officers and 752 staff and 
workers. 
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Major Challenges Being 
Faced By MMTC
For the past several years, MMTC 
has been facing serious chal-
lenges due to overall global slow-
down and cyclical nature of the 
commodities market. This has 
been compounded by the restric-
tions imposed by the Apex Court 
on mining leading to substantial 
reduction in export of minerals, 
which has resulted in underuti-
lization of large number of em-
ployees who were engaged in 
Mineral trade. The Company has 
also facing intense competition in 
the market and is forced to trade 
with thin margins. There is con-
tinuing change in external forces 
viz. government policy, econom-
ic volatility, geo-political ten-
sions, evolving trading methods, 
technological up-gradation, etc. 
which have adversely affected 
MMTC’s business operations.
There were several issues precipi-
tating in the recent years, such as:-

• Decline in trade and turn-
over due to challenging global 
environment
• Aging manpower and imped-
ing superannuation 
• Skill gap due to skewed staff to 
officer ratio
• Lack in brand visibility and 

identity among stakeholders felt

Case Study: Connecting 
Stakeholders
Following thorough introspec-
tion into the issues being faced by 
MMTC, the Company undertook 
an Organizational Diagnostic 
Study to address and contain 
them. The management felt it was 
necessary to implement stream-
lined communicative and con-
sultative machinery in the orga-
nization as well as introduce an 
inclusive social media outreach 
plan to connect with various 
stakeholders with the objective 
of fostering a sense of belonging-
ness and satisfaction in the orga-
nization as well as building the 
MMTC brand.

Understanding the Stakeholder
A stakeholder is anyone who has 
any interest in the Organization 
or will be affected by its deliver-
ables or outputs. It is important 
that we are able to manage the ex-
pectation of all stakeholders. 
When there is a conscious and 
structured approached, stake-
holder management secures the 
ownership and accountability 
necessary for delivering changes. 

Stakeholder identification and 
Management 
Stakeholder identification and 
management is a key skill for 
all organizations. The concept is 
emerging as a means of describ-
ing a broader, more inclusive, 
and continuous process between 
an organization and those po-
tentially impacted that encom-
passes a range of activities and 
approaches.
It is essential to conduct the initial 
stakeholder analysis before the 
change or transformation begins 
so that the organization can drive 
positive outcomes by detecting 
negativity, resistance or misun-
derstandings early on and take 
appropriate action. Stakeholder 
analysis can also be helpful when 
a business changes direction.
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Prioritizing the needs of 
Stakeholders
An organization must have the 
capability to categorize its vari-
ous stakeholders and prioritize 
their needs.
We at MMTC understand that 
Stakeholder needs are of 4 types:
• trust me  • talk to me  • show 
me  • involve me
While the attributes of stakehold-
ers are:
• power  • urgency  • legitimacy

For example if you need to priori-
tize your stakeholder, stakehold-
er with attribute of power and ur-
gency, its need is to be treated as 
most urgent.
In the case of MMTC, the need of 
its internal stakeholders seemed 
to be topping the priority list. The 
internal stakeholders are not only 
have the power, urgency or legiti-
macy; they are the only ones who 
demand rightly to be trusted, to 
be spoken to, to be shown to and 
to be involved.

Internal Stakeholders
Internal stakeholders included 
MMTC Management and most 
importantly its employees. 
Our employees not only have sig-
nificant financial and time invest-
ments in the organization, they 
even play a defining role in the 
strategy and operations that the 
organization carries out. 
Employees in MMTC, during 
2013-14 were facing low morale 
and motivation. They were dis-
engaged and lacked a sense of be-
longing to the Organization.
No accountability, no responsi-
bility and no meaningful work 
were problem areas. Besides, no 
timely promotion, large number 
of pending vigilance cases added 
to the grief of the employees. 

By now it was clear that commu-
nication, motivation and trans-
parency were the chief areas of 
concern within the organization 
that not only had an impact on 
the performance of the employee 
but also on the financial perfor-
mance of the Organization.

Major HR Interventions

Scheme for Employees’ 
Grievance Redressal – ‘Sahayta’
A three stage mechanism has 
been put in place to examine em-
ployee grievances and address 
them.  Accordingly the scheme 
rightful addressed grievances 
relating to service matters such 
as increments, recovery of dues, 
working conditions, allotment of 
quarters, seniority, leave transfer, 
pay fixation, medical facility and 
interpretation of rules, etc. and 
therefore reduced the discontent-
ment amongst employees regard-
ing their concerns. 

Joint Consultative Meetings 
(JCM)/ Scheme of Structured 
meeting
Joint Consultative Meetings en-
able a continuous flow of commu-
nication and wider participation 
of employees in strategic busi-
ness planning, decision-making, 
etc.  Other areas, in which im-
provement was visible, included 
increased employee involve-
ment and empowered Human 
Resources. Now, all major pol-
icy decision related to Human 
Resource Policies is discussed 
with employees’ forum under the 
mechanism of Joint Consultative 
Meetings (JCM).  

Scheme For Interactive 
Communication Meetings
A scheme for Interactive 
Communication Meetings has 
been introduced for exchange of 

information and ideas among all 
employees. Under this scheme, 
weekly meeting of divisional 
heads with the Management and 
review meetings by Regional 
heads are held.

Mentoring 
With objectives of knowledge 
sharing and creating an atmo-
sphere of meaningful communi-
cation and trust, the mentoring 
program has been so designed 
that it acted as an inter-division-
al interface of new recruits with 
mentors having exposure to vari-
ous business verticals of MMTC. 
This scheme not only helped in 
improved communication but it 
also acted as a catalyst to reduce 
new employee attrition rate and 
instill in them a sense of belong-
ingness to the Organization. 

Knowledge Sharing / Initiatives
Knowledge sharing sessions initi-
ated acted as a forum for depart-
ments / divisions to share latest 
developments taking place na-
tionally and internationally with 
respect to their businesses. 

Yoga Classes, Stress 
Management Programs 
Yoga controls BP, Sugar, Hyper-
tension, Arthritis etc. Yoga classes 
by a specialized trainer are held 
daily for employees to combat 
stress and maintain a healthy 
lifestyle.
Besides, employees are also being 
nominated for residential stress 
management programs being 
organized by Brahma Kumaris 
at their campus.  This has assist-
ed employees to perform more 
efficiently.

Leadership Development 
Programs
MMTC has set up a principal chair 
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funds at Premier Management 
Institutes like IIM (A), IIFT and 
ASCI where Senior executives are 
sent for leadership development 
programs.
Functional trainings at IIFT are 
also organized for all executives 
handling various Commodity 
Divisions.  

Social Media Outreach 
Initiatives 
The Company has undertaken 
a holistic social media outreach 
plan with the following aims:-
• To promote awareness, im-
prove visibility and reinforce the 
positive image of MMTC 
• To build a stronger, more ac-
cessible and customer-friendly 
brand identity of MMTC 
• To engage internal and external 
stakeholders on social platforms
• To foster a participative and 
collaborative culture in MMTC 
through modern communication 
means
• To strengthen internal commu-
nication and ensure transparency 
in MMTC’s activities

Although MMTC’s social media 
outreach initiative is in its initial 
stages, it is already off to a strong 
start on platforms like Facebook, 
Twitter, Instagram and Whatsapp. 
It has successfully connected 
more than one-third of MMTC’s 
employee strength across the 
country through a medium that is 
modern, instantaneous, popular, 
easy to use, and widely available. 
An internal communication sys-
tem has been devised and imple-
mented to ensure daily flow of 
news, information, and updates 
regarding the Company’s ac-
tivities to MMTC’s social media 
channels. This has generated re-
newed interest and queries in 

the Company and its activities, 
and has also provided a common 
platform for new, existing and 
past employees of the Company 
to keep up with new and ongo-
ing developments at MMTC. This 
has been a welcome and unani-
mously applauded initiative in an 
environment where it was nearly 
impossible to remain constantly 
informed of latest news and up-
dates due to the size, hierarchy 
and geographical diversity of the 
Organization.
Connecting young and senior of-
ficials to each other in a Whatsapp 
Closed User Group has bred a 
sense of familiarity, accessibil-
ity and openness among internal 
stakeholders that was most need-
ed in an atmosphere of uncer-
tainty and seclusion. This has led 
to collaborative brainstorming 

of new and innovative business 
ideas that are now being devel-
oped though structured discus-
sions and will be actioned out 
in the near future. Further, to 
support these above initiatives, 
we’ve started circulation of daily 
web-based business/trade news 
clips to all employees, a valuable 
knowledge resource that was ear-
lier available only to the board 
members and other key officers. A 
monthly in-house e-news digest 
will shortly be introduced which 
will ensure that all employees re-
main informed and involved at 
all times.

Outcomes and Impact
Good HR practices have tremen-
dous influence on business out-
comes and are needed to make an 
organization function effectively. 

MMTC already had a lot of significant HR practices that needed to 
be strengthened and reinforced for the desired outcome. New inter-
ventions undertaken had a positive impact on the performance of the 
organization in the last two financial years.  To settle vigilance cases, 
decision making was expedited; ensuring safeguard measures against 
victimization and long pending DPCs were also conducted. The profits 
of the Company increased over the last two years with the interven-
tions taken during this period.
This was also reflected in the share prices of MMTC which has in-
creased in recent times. MMTC had tried to build a salutary and uni-
fied work culture and environment to peak employees and organiza-
tional performance and it has successfully achieved its objective to a 
large extent. It has also built trust at all levels, by recognizing and en-
gaging its internal stakeholders.
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NBCC (India) Limited, is a blue-chip 
Government of India Navratna Public 
Sector Enterprise under the aegis of 

Ministry of Urban Development. Listed with 
both the Stock Exchanges, the company’s unique 
Business Model has today, made it stand out as the 
largest PSE in the construction sector  and a leader 
with more than INR 70,000 Crores order book. The 
Company has registered a substantial 32% Growth 
in top line during FY 2015-16 as compared to previ-
ous year. It has posted a profit of Rs. 311 crores while 
its total turnover has surged to Rs. 5749 Crores dur-
ing FY 2015-16. Having an immense strength in the 
construction sector, NBCC has a PAN India as well 
as global presence.
The Company’s present a eas of operations are i) 
Project Mana-gement Consultancy (PMC), ii) Real 
Estate Development & iii) EPC Contracting & 
Redeve-lopment of Govt. colonies.

Background
Due to diversified business & having its operation 
in remote areas across the country, it is imperative 
for NBCC not only to establish a system for timely 
completion of projects & meet the deadlines but 
also to update, enhance and change the system 
from time to time in line with the emerging trend 
and challenges by adopting new technologies. To 
achieve this in efficient manner, HRM department 
of NBCC set to play a pivotal role. The vision of 
our CMD towards HR automation including paper-
less working and the flagship program of Digital 
India Movement initiated by Government of India 
further acted as a driving force to initiate a change 
from conventional file-paper working to paperless 
technology based working in the organization.

Problem Statement
The problems can be listed out as below:

• All employees deployed in semi urban remote 
areas often complainedabout absence of efficient 
mechanism for taking Administrative approvals 
and resolving service matter. 

• Slow and lengthy communication process re-
sulted in distorted and delayed information which 
slows down the decision-making process.

• Different Units are not able to share the informa-
tion at a common platform so that it could help other 
units to use the information for achieving common 
goals. This limits the capability of the company as a 
whole. 

• There were thousands of paper documents in 
the form of files being dealt in the company on a 
daily basis. Keeping record of all paper documents, 
their movement, safety, storage and retrieving in-
volves lots of time, money and efforts which in turn 
decreases the efficiency and productivity of the 
company. 

• The physical file movement of official files & 
documents from remote locations and from other 
projects across the country incurs a lot of time and 
requires an extended tracking from table to table 
before the final decision. 

Key Challenges
It was felt by the NBCC management, that the need 
of hour in this situation was to have a system in 
place where an authorized employee could locate 
the required documents and files in the shortest 
possible time, update and share them with other rel-
evant users and eventually store them with proper 
references. This provides NBCC a valuable insight 
to the need for creation of e-services portal. 

Initiatives 
To start with, in order to achieve this end objective, 
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HR Automation-Project Excellence

Sanjeev Kumar,AGM(HRM)
Kush Ganeshiya,AGM(HRM)

Debasis Satapathy,AGM(HRM)
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we took a decision to implement the following four  
HR automation tools.

a) E-Office, b)Digitization of records, c)Official 
email ids to all Resources  and d) Online property 
return

E-office: A MAJOR HEADWAY
The need of transforming conventional government 
offices into more efficient and transparent e-offices, 
eliminating huge amount of paperwork has long 
been felt. The office product pioneered by National 
Informatics Centre, aims to support governance by 
ushering effective and transparent inter and intra-
government process.It is designed for the govern-
ment departments, PSU’s Automation bodies to en-
able paperless office by scanning, registering and 
routing the inward correspondences along with 
creation of file, noting, referencing, corresponding 
attachment, draft for approvals and finally move-
ment of files as well as receipts.

eOffice, is a workflow based system that replaces 
the existing manual handling of files with more ef-
ficient electronic system. The system involves all 
stages, including the diarisation of inward receipts, 
creation of files, movement of receipts and files 
and finally the archival of records. With this system, 
the movement of receipts and files become seam-
less and there is more transparency in the system 
since each and every action taken on a file is 
recorded electronically. This simplifies decision 
making, as all the required information is available 
at single point.

Application 
of e-Office in HRM  

HRM Policy
Through E-office, policy formulation section  pro-
cesses the proposal electronically till the approval 
stage without using a single paper.  All papers relat-
ing to coverage of mediclaim for all employees  also 
move electronically. 

Welfare
Mediclaim–The mediclaim Iden-tity card process-
ing is also being carried out electronically.
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Training & Development
For the nomination of employees for the external 
training the entire process of approval by competent 
authority is being processed through E-office. The 
training needs identification process is also through 
APAR and on line, from where the data is being 
picked up for the structured training interventions.

Industrial 
Relation Process
The internal process of getting all approvals /cor-
respondences relating to unions are processed 
through e-office. 

Manpower Planning

The process of understanding the current man pow-
er, expected VRS/Exit etc., expected additio al need 
due to expansion of projects etc. and cons quent ad-
ditional man power requirement could be processed 
through E-office. Transfer/ posting of resources – 
Competent authority’s approval can be obtained 
through E-office for all transfer and postings.

Recruitment 

The process of getting manpower vacancy approval, 
giving advertisement in the newspapers, communi-
cating to internal Corporate Communication divi-
sion, formation of panel for the interview, getting 
approval of the proceedings of group discussion 
and interview, approval from competent authority 
for the selection of candidates and issuing the offers 
is being processed through e-office.

Service Matters
This division handles the 
following processes and the benefits are:

• Establishment: All correspondences relating to 
this division are processed through E-office. Some of 
the usages are Annual Confidential Report, Transfers, 
Time Office, Industrial Relations, Superannuation 
Pension, Personal/ Service file, Superannuation pro-
cess, Leave management system etc.

With the lunch of this new System, the organization 
moved a giant leap towards digitization and paper-
less management of files as a part of Digital India 
Movement.

After implementation of e-office, we are benefited 
with following functionalities:

• Unifies view of data: Each Application of e-office 
accesses the same data, so it reduces duplications 
of efforts and data remain common across all the 
functions.
• Single Standard Based Directory Service.
• Archival of e-Records& Content and Document 
Management: Data remain stored in the server and 
made available as and when required. Retrieval is 
possible on the basis of metadata.

Digitisation of Records
NBCC is an over half a century old organization. It 
has thousands of files which runs into several lacs 
of pages. It was extremely challenging to store the 
files as well as their retrieval. It leads to procure-
ment of more and more compacters. Hence we took 
concerted decision to digitize all the files of all the 
functions in stages. We scanned & uploaded over 
sixty lakhs pages.  In the server the data is secure 
and hence the possibility of data loss is next to zero. 
Based on the functional requirements, authoriza-
tion have been given to the specific users, hence the 
possibility of tweaking data is remote. Any specif-
ic subject/topic could be retrieved through search 
which takes seconds from lacs of pages. This was 
a great leap indeed towards the vision of paperless 
office in NBCC.
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Personalised Email IDS to all Resources
The uniqueness of NBCC is its presence in every 
nook and corner of the country and in several for-
eign countries. Most of the projects are in extremely 
remote locations which are far from cities.

Only way to have written communication with  
them is through email. We took a concerted deci-
sion to create official personalized Email IDs of 
NBCC domain for  all resources including Junior 
engineers who are at the project locations. The pro-
vision of Email id has resulted into a phenomenal 
change in terms of data exchange among executives 
at all levels. Now any message from HO can reach 
to any of the concerned employee instantly.

On Line Property Return  
Annual Property Return(APR) is mandated by the 
Government in which each and every resource in 
an organization is supposed to declare assets. The 
process  of filing was in hard copy. We were receiv-
ing thousands of pages through postal or through 
courier. It was important to have perfection in terms 
of timelines. Instant retrieval of  papers in case of 
requirements was also much more challenging. To 
get rid of all these challenges it was decided to re-
ceive the  APRs on line. The system is designed in 
such a way that without filling the APR on line, the 
employee can’t access the ERP.
Accepting the challenges and responding 
Though the challenges are big but moving forward 
is the only solution to face the challenges. The chal-
lenges were met in the following way:

• We believe that generational differences can actu-
ally present a positive opportunity for development 

at both ends of the spectrum. “YGen’s” enthusiasm 
for trying new things could be used to encourage 
a culture of innovation. Batches mixed with young 
and old officers were called for interactive sessions 
and asked for their ideas and suggestions for im-
provement in the presented system. This generated 
a sense of belonging among the officers and also 
generated a general acceptance among the users.

• Effective trainings on e-Office, both external and 
internal to every employee of the company to make 
this project successful. 

• IT officials visited various locations to train the 
users on the job.

Outcome
• Accountability increased, the responsibility of 
quality and speed of decision making is now easier 
to monitor.
• The total cost of the stationery and printing has 
greatly reduced.
• All desks are free of physical papers.
• Retrieval and assessing  of the files in much more  
faster and full proof.
• Promote greater collaboration in the work place 
and effective knowledge management.
• Files, approvals are now traceable and can be 
used at any time in future. 

Reimaging  HR: Global Competitiveness 
and New Age  Workforce
The uniqueness of the initiatives taken by HRM de-
partment for automation, mordinisation and trans-
formation of the function has helped in re-branding 
and re-imaging the department. The initiatives not 
only helped in establishing the credibility of the 
HRM Department but also made organization com-
petitive with respect to the best practices followed 
by its peers in the industry which is a pre-requisite  
expectation of the new age work force.     

Going Forward
Currently for various functional requirements we 
are using several applications  like Eoffice, Data 
management system (DMS), Performance manage-
ment system, Intra Net, ERP etc. Now the real chal-
lenge is to integrate all of them under one umbrella. 
We are in the process of implementing a ERP in the 
system to integrate all.We are at an advance stage of 
implementation.
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110 years old National 
Insurance Company Ltd.
(NIC) is India’s Oldest 

general insurance Company. 
It was incorporated in Kolkata 
on 5th December, 1906, at the 
height of the nation’s Swadeshi 
movement, as a nationalist as-
piration for Swaraj. 46 years af-
ter Nationalisation , National 
Insurance has established several 
industry records having more 
than doubled its GDPI in the past 
5 years closing at Rs 12019 crs in 
2015-16.
It stands today as a Lighthouse 
of pioneering initiatives:
First to enter into Strategic 
Alliances with the country’s larg-
est Automobile major M/s Maruti 
& Two Wheeler major M/s. Hero 
Moto Corp. ushering paradigm 
shifts in service delivery meth-
ods in the Motor LOB. NIC has 
since commanded majority share 
of insurance of both majors. 
NIC also enjoys robust business 
relationships with the coun-
try’s  other premier Automobile 
manufacturers
First to pioneer Bancassurance, 
by forging tie-ups with the coun-
try’s largest Banks. 
First to introduce Product cus-
tomisation both Corporate and 
rural - an extension of which is 
the specialised Techno Marketing 

Project Cells for insuring mega 
projects and the Farmers Package 
Policy to suit the agrarian 
customer.
Customer centric with high level 
achievements in Customer ser-
vice delivery parameters, NIC 
leads in the field of Retail with a 
Marketing Team including more 
than 40000 active Agents. Under 
Financial Inclusion – NIC extends 
the protection of Insurance cover 
to more than 12  crore citizens 
belonging to the financially vul-
nerable sections with the  Govt 
led  Rashtriya Swasthya Bima 
Yojana, and State led RGJAY 
scheme in Maharashtra . It en-
joys pole position in the  Pradhan 
Mantri Suraksha Bima Yojana, 
with tie ups with 200 leading 
banks and is the ONLY insurer 
to tie up with the Department 
of Post, Government of India. In 
the Prime Minister’s Fasal Bima 
Yojana (PMFBY), NIC is the nodal 
Implementing Agency (Rabi 2016-
17) in the States of  Maharashtra, 
Assam, J&K, 5 clusters in Bihar 
and one in Odisha
In the last fiscal,  NIC issued 2.01 
crore policies at 100% documenta-
tion ratio , with Claim Settlement 
ratio of 92% and Grievance 
Settlement of 98%
NIC’s unique  Insurance-on-
Wheels vehicles (16 nos), is an 

innovative step forward  towards 
delivery of Doorstep Insurance 
solutions. 

With a work force of 15000 skilled 
personnel and 2000 offices all 
over India as well as in Nepal, 
National Insurance  today enjoys 
Leadership position as one of the 
largest non life insurance play-
ers and has won accolades for its 
unprecedented all round achieve-
ments in all fields . 

Prestigious Awards such as 
NDTV Profit Best Insurer Award 
2011 and 2012, Fintilekt Social 
Awareness Award 2012, 2013  & 
2014, Porter Award 2013, BML 
Munjal Award 2015 (Business 
Excellence in Learning & 
Development), ET Best Brand 
Award 2015-16, SKOCH Financial 
Inclusion Award 2016, Samundra 
Manthan Best Insurer of the Year 
Award 2016, are some of the rec-
ognitions conferred on NIC.

As a socially responsible organi-
zation NIC sponsors and engages 
in many socially relevant CSR 
projects focusing on Education, 
Medical Health, Water conser-
vation etc. Enjoying favour-
able Ratings from International 
Agency  AM Best  (BB++) as well 
as Rating Agency CRISIL (Triple 
A), NIC is poised to cross the Rs 
13000 cr Target by FY 2016-17.
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Business Excellence
through Learning & Development  combined with a 
Unique Out of Box HR Initiative (FY 2012 -13 Onwards)
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Mission
• Building Organisational Pride and Sense of Identification with the Company. 
• Accomplishing Business Targets through  Operational Excellence.  
• Market Leadership by strengthening existing Marketing and Distribution systems.
• Setting new service standards of excellence for Customer Service.

Challenges UNIQUE HR Initiatives Business Excellence Results

• Depleting Human Asset Strength due 
to Retirements 

A multipronged HR initiative of 
Employee Engagementwas launched 
which aimed at Instilling a Sense of 
Identification with the Company and 
organizational Pride in working for its 
Success

These initiatives injected a new Spirit 
of Enthusiasm & Rejuvenation which 
had a direct result in the Company’s 
consistent outstanding Performance 
over 5 FYs

• Entry of 24 new players in the non 
life insurance Market had  changed 
the entire landscape. The Insurance 
pie earlier shared by 4 companies was 
now extended 

The First step to enable Employee 
bonding was by

Evolution of a New Culture: NICian 
Standard of Excellence

• Increasing reliance in New Age 
Information Technology, rising 
Customer Demands, Keen competitors  
usher in an unknown  Competitive 
paradigm  

• Uniting all employees under a single 
Title  - NICian

It gave birth to a new generation of 
Committed Engaged and Motivated 
NICians - sensitised to the Company’s 
Corporate goals and– to  the New Age 
initiatives introduced in the process of 
change management.

• Low Employee morale • Introducing iconssuch as NIC Flag, 
NIC Song, NIC Dress code, NIC Badge, 
PROUD TO BE AN NICian slogan.

The Company made a dramatic Turn 
around, displaying outstanding 
Financial Results.

 

   

 

• NICian CONGRESS/ Parivar Milans –
to integrate the employees and boost 
team spirit - held across the country.  
Cultural Festivals, Sports events, Blood 
Donation Health Check up Camps, or-
ganized by Employees through their 
Office Clubs, encouraged

• Nationwide celebration of NIC 
Foundation Day

• Value Bouquet PROJECT S.H.I.N.E. 
(Self Respect, Humility, Integrity, 
Nation Building, Excellence) 
introduced

Direct Interface with CMD through 
regular Letters, POP UP Messages and 
interactions at all levels,

 Dissemination of Information to up-
date and involve  employees on the 
Company’s welfare, Targets, achieve-
ments and Goals

Introduction of a unique HR initiative:
for building confidence, instilling organisational pride and enabling employee bonding
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In House Training
National Centre for Insurance 
Learning (NCIL) is our In 
house training centre for Class 
1 Officers. Located in a sprawl-
ing complex in the outskirts of 
Kolkata , NCIL is an ISO certified 
centre of excellence,  considered 
to be a premier institute for spe-
cialized non life insurance train-
ing and has been host to delegates 
of SAARC Countries such as 
Nepal and Bhutan. The facilities 
compare with the best as do the 
Courses – The Faculty is drawn 
from among industry experts and 
industry professionals .

Regional Training Centre (RTC) 
are located in each of our 31 
Regional Offices pan India. The 

RTCs impart  training to Class 
I,II ( Development Officers) and 
III ( Staff) for empowering their 
skill development and insurance 
knowledge. Training is conduct-
ed on a regular basis
Agents Training Centre (ATC) 
cater to training of new Agents 
and are also located in every 
Regional Office of the Company. 
All 3 levels of Training centres 
work in close coordination there-
by helping impart quality training 
to all employees on a regular basis.

Have we achieved the  
Mission Goals? 

Mission
• Building Organisational Pride 

and Sense of Identification with 
the Company.
• Accomplishing Business 
Targets through  Operational 
Excellence.  
• Market Leadership by 
strengthening existing Marketing 
and Distribution systems.
• Setting new service standards 
of excellence for Customer 
Service.

Result
The Company’s visionary Lear-
ning and Development initia-
tives combined with a unique 
Human Resource Development 
programme has had far reaching 
results – it boosted the morale 
and confidence of the Internal 

TRAINING FOR ALL: A Policy To upskill Human Asset competence for managing business growth and 
delivery of enhanced customer service standards

Training Modules Business Excellence Results

Combining Vision with Market reality, NICians were exposed to Multilevel 
Training modules assuring optimum skill engagement in eminent Training insti-
tutes (National and International) National Insurance Academy, Pune , College 
of Insurance, Mumbai; Insurance Institutes in Singapore, as well as Conventions 
Seminars in India and abroad . Some of these modules were,

Specialised Training has enabled 
the Company’s Marketing Team, 
Technical, Legal, IT Account and to of-
fer industry best services in Product 
underwriting& Claim as well as Risk 
Management solutions.

• Training on Leadership and managerial skills, on Domain knowledge, work-
place effectiveness, Marketing Skills and Customer Relationship Management.

Corporate India has recognised 
these efforts and conferred National 
Insurance with prestigious Awards.

• Induction Training of global standards for new recruits to seamlessly guide 
them on industry practices and build loyalty. This helped reduce attrition rates 
as well.

The Vision to move from our present 
position of strength to a higher trajec-
tory of enhanced Productivity in the 
coming years was suitably fulfilled.

• Incentivizing Quality and Performance through Reward Programmes   

• Delivering motivation at all levels / through training cum reward programmes

• Programmes on Leadership for Women Executives; Marketing Strategy for 
Branch Managers; Performance Building for Star Development Officers; Special 
training for Business Centre Heads; General Insurance Appraisal Training for 
Class III employees, DMs Training etc are some of the highlights

Empowerment of Lady NICians: National Insurance is one of the first Corporate 
organisations to implement The SEXUAL HARASSMENT OF WOMEN AT 
WORKPLACE (PREVENTION, PRHIBITION AND REDRESSAL ) ACT 2013 mandated 
Internal Complaints Committee.

Training and Workshop programmes, 
are regularly conducted for all NICians.

Sensitisation and Awareness programmes are regularly conducted Sensitive and  immediate action of the 
Company has instilled a deep sense of 
Security amongst all Lady NICians
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Customer – the NIC Employee And has also positively impacted  
Customer experience. Today the Company issues more than 2 crore 
policies, possesses a Claim Settlement ratio of 92%  and a Grievance 
Redressal Ratio of 97%.
The combination of an Engaged and Skilled work, steered by an 
enlightened Corporate Management, have together enabled the 
Company to consistently record increasing Growth and Profit over the 
past 5 years. The financial highlights are depicted in the Graphs below:

• Consistent leader in two out of 
the four zones in India (East and 
North).
• Rated  B++  (Good ) for Financial 
Strength and “bbb+” for issuer 
Credit rating by A&M Best 
• Rated  ‘AAA/Stable’ by CRISIL 
(a Standard & Poor Company) for 
its financial strength.

Contribution to the 
Exchequer
For the fiscal year 2013 -14 , NIC 
presented a Dividend of Rs 164.66 
crs  to Govt of India and in 2014 
-15 a Dividend of Rs 193 crores. 
National’s sight for the current 
fiscal (2016 - 17) is set at achiev-
ing Rs 13000 cr. GDPI .
Awards: Corporate India has rec-
ognised the Company’s perfor-
mance and conferred prestigious 
Awards for its outstanding per-
formance. Amongst others, some 
of the Awards are the
• J D Power ASIA PACIFIC  
2010  for being the Highest in 
Customer Satisfaction amongst 
all Auto Insurers,
• NDTV Business Leadership 
Award for 2011 & 2012 consecu-
tively for Best  in the  Non Life 
Insurance Category, 
• SKOCH Financial Inclusion 
& Deepening Award in 2013 & 
2014, 
• Mint Strategy Award (Banking 
Finance and Insurance) PORTER 
PRIZE 2014, 
• Indian Insurance Award for 
market penetration in under 
served areas (2013 & 2014)
• Commercial line growth 
leader (Public Sector) - General 
Insurance (2014 & 2015)
• BML Munjal Award 2015 
(Business Excellence in Learning 
& Development), Demonstrating consistent overall growth excellence.

In Rs crs

Year Premium Accretion Profit Before 
Tax

Profit After 
Tax

2009-10 4645.97 350.12 268.59 219.89

2010-11 6245.17 1599.20 75.40 74.65

2011-12 7815.69 1570.52 331.06 324.76

2012-13 9194.62 1378.93 858.50 695.70

2013-14 10260.97 1066.35 1007.79 823.29

2014 -15 11282.64 1021.67 1196.74 967.64

Financial Performance: Gross Premium Income and Profit/ Loss of 
the Company for the last 5 years

NIC has today emerged as one of the Leading players in the industry.
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Graphic representation of the business excellence 
achieved (Rs in crores)
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• ET Best Brand Award 2015-16, 
• SKOCH Financial Inclusion Award 2016 , 
• Samundra Manthan Best Insu-rer of the Year Award 2016.

The Company’s belief that  
“ … Unlike any Capital, Human Capital is an Asset and is the only form of Capital which if channelised 
appropriately can accentuate its intrinsic value beyond the tangible limits set by Conventions….” 
has thus been proved beyond doubt.
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Quality Circle -
A Pathway on Creativity & Innovation

O. P. Sahu, Sr. Manager (Mech)
Dr. Abhijeet Mishra, Asst Manager (HRD)

Epigrammatic Overview of 
NMDC Limited
NMDC Limited being a “Navaratna” Public Sector 
Company under the Ministry of Steel (MoS), Govt. 
of India, primarily engaged in the business of 
exploring Minerals and developing Mines to pro-
duce raw materials for the Industry with an ambi-
tion to scale-up and achieve growth prospect of 50 
MTPA by 2018-19 and 75 MTPA by 2021-22.   Besides, 
now we are foraying into Steel manufacturing in 
an effort towards forward integration and also ex-
panding its operations as part of its horizontal in-
tegration.  At this transformation scenario, NMDC 
Limited places significant thrust on harnessing the 
potential of the people within the organization as a 
key differentiator for sustained growth. It involves 
many practices pertaining to creativity & innova-
tion in most of the fields.

Abstract on Quality Circle
Quality Circle is a team of employees of various 
relevant departments which emphasis on provid-
ing opportunities of reducing in house or customer 
complaints in Final Inspection Department through 
effective analysis of Final Inspection data which re-
sults in cost reduction through achieving zero de-
fect or defect free manufacturing in all aspects of 
organization. The methodology gives platform and 
opportunity to individuals to identify scope of im-
provements which result in ease, effective and ef-
ficient work and work culture. There are several 
steps to implement quality circle methodology to 
achieve the desired results

Quality Circle Concept in NMDC
Quality Circles is an  intervention which was started 
in NMDC  Limited in late 90s  with a purpose to  in-
stitutionalize the same in the Organization that has 
created a platform for its employees to share their 

ideas and use their problem solving abilities for in-
creased satisfaction, motivation and involvement.  
Participation in Quality Circles is voluntary. Quality 
Circle Movement in NMDC Limited is more of Line 
Management Driven Activity with visible support 
and commitment from Top Management.   

The Principles of Quality Circles in NMDC
At first glance, Quality Circles look very simple, but 
the approach depends on no. of principles which 
one must consider in detail to understand the con-
cept fully. There are more than 3000 work forces in 
NMDC and it is committed to achieve around 10% 
of Quality Circles across the Organization majorly 
focusing in all the areas.
The voluntary principle: In NMDC Limited, 
Quality Circles are voluntary right throughout the 
organization, which means leader is a volunteer as 
well as the members.   Besides, most of the Senior 
Managers / Officers are willing to encourage the 
change in their respective area of work by formulat-
ing small Quality Circles with the willingness of its 
employees. Top Management commitment would 
always be there for these kinds of activities which 
are vital in bringing transformation at work place.  
Treating Members as responsible persons: The 
principle of voluntariness discussed above assumes 
that those concerned are capable of making a sen-
sible choice for themselves about whether they have 
to join a Quality Circles or not.  People are trusted 
in NMDC that they will behave as “responsible” in 
their respective areas of work.  
Win/win: In NMDC Limited, the principle of trying 
to work towards a situation where everyone wins 
is probably the most important at all. Also the prin-
ciple of trying to create situations where everyone 
wins is at the heart of Quality circles and groups are 
well placed to help make this a reality for much of 
the time.
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How to operate quality 
circles in NMDC
• Identification of problem: Identify and agree 
with the problem to be resolved normally 
quality circle will be use ‘’BRAINSTROMING’’ at 
this stage. 
• Analysis of problem: Gather data associated 
with the problems. At this stage the team often 
applies one or more of the seven quality tools. 
Histogram, flowchart, scatter diagram, control 
chart, Pareto diagram, cause and effect diagram and 
check sheet.
• Solution of problem: Agree as a team on the 
problem to be addressed initially. 

Training for QCs in 
NMDC Limited
Training is a paramount aspect of quality circle ac-
tivity in NMDC Limited. With a view to foster a 
culture that rewards continuous learning, collabo-
ration, Creativity & Innovation and  development 
across the organization to be future-ready and to 
meet the challenges posed by ever- changing mar-
ket realities, NMDC Limited has set the following 
major objectives of imparting training for Quality 
Circles: -
• To necessary to clarify many misconceptions that 
exists with regard to the concept of quality circle.
• To translate philosophy of QC into practice - deal-
ing with the employee at the grass root as the con-
cept does, and having an interface with many other 
forces that are prevalent in our organization. It is 
essential that all those who are going to be involved 
in the implementation of quality circles must take 

care of all the important aspects of translating the 
theory of quality circles into practice.

• To solve problems systematically through simple 
techniques, being a people building philosophy and 
not just a people using one. The prospective quality 
circle practitioners in Our Mines/Units are trained 
to use simple statistical quality control and other 
techniques for identifying problems, analyzing and 
solving them.

• To improve communication capabilities, not ev-
eryone even at the managerial level, is adept at con-
ducting meetings, making others participate in dis-
cussions and ensuring proper communication. It is 
very essential to impart training to all the prospec-
tive participants of QC in our Organization. The ef-
fective manner of making a presentation has also to 
be explained in the training session being organized 
in our Projects / Units.

• To develop leadership qualities and build up in-
dividuals, for the first time workmen must play the 
role of leading their colleagues in the activities of 
quality circle.

Achievements
Participation in the QCFI Chapter convention & 
NCQC is a rewarding experience for the QCs of 
NMDC.   NMDC with its outstanding Quality 
Circles catalyzes the transformation of work place 
with its human intellect and creativity into multifac-
eted business destination.  It is a constant endeavor 
by the Workmen of NMDC Limited, who partici-
pated in Chapter levels Conventions and National 
Level Conventions consistently and bagged several 
medals as indicated below:

CCQC Hyderabad - 2012 Bangalore- 2012

No. of QC 
Participated

No.of QC 
won Gold

No.of QC 
won Silver

No.of QC 
Participated

No.of QC 
won Gold

No.of QC 
won Silver

Donimalai 5 5 0 4 2 2

Bacheli 5 4 1 0 0 0

Kirandul 4 3 1 1 1 0

Panna 1 1 0 0 0 0

Total 15 13 2 5 3 2

Table: 1
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Areas of Quality Circles:  NMDC QCs try to cover 
all aspects of creativity & innovation for developing 
a benchmark and catalyzing creativity to attend: 
I. Problems Related to Working Areas i.e. 

Services – (a). Mechanical Services – Operation & 
Maintenance (O & M) of 

• Dumpers
• Shovels
• Crawlers
• Dozers
• Blast Hole Drills
• Auto Garage / ARS

CCQC Hyderabad   -  2013 Bangalore - 2013

 No.of QC No.of QC won 
Gold

No.of QC won 
silver

No.of QC NO.of QC won 
Gold

No.of QC won 
silver

Donimalai 8 8 0 4 3 2

kirandul 4 3 1 2 0 2

Bacheli 7 6 1 0 0 0

Panna 2 2 0 0 0 0

Total 21 19 2 6 3 4

Table: 2

Table 3 : CCQC Hyderabad -2014

Table 5 : CCQC Hyderabad -2016

Table 4 : CCQC Hyderabad -2015

Project Gold Silver Bronze Total QC

Donimalai 11 2 0 13

Bacheli 4 2 0 6

Kirandul 4 0 0 4

Paloncha 0 1 1 2

Total 19 5 1 25

Project Gold Silver Bronze Total QC

Donimalai 15 2 0 17

Bacheli 1 0 0 1

Kirandul 10 1 0 11

Paloncha 2 1 0 3

Panna 1 0 0 1

Grand Total: 29 4 0 33

Project Gold Silver Bronze Total QC

Donimalai 10 0 0 10

Bacheli 8 2 0 10

Kirandul 10 3 0 13

Paloncha 1 2 0 3

R&D 2 0 0 2

Panna 2 0 0 2

Grand Total 33 7 0 40
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• Electrical Services – To attend Problems related 
to O & M 
• of the above – Hill Top Mining  & Plant Areas
• of Non Production Areas – Township Services

Plants – (a) Crushing Plant (C/P)
• Screening Plant
• Loading Plant / Despatch

Mining - (a) Blast Hole Drilling / Explosive 
Charging 
• Blasting
• Excavation / Transportation of ROM to (C/P)

Example of quallity circle in NMDC: a pathway for 
creativity & innovation

Statement of The Problem
As a passionate team members of Quality Circles 
formed in NMDC each member of the concerned 
team lists out problem. A Case Study is taken here 
on the safety of the equipment as well as safety of 
the persons working.
Which were identified in
• Difficulty in removing and disposal of Machine 
Shop chips.
• Difficulty in fitting of rear hub in 85 ton dumpers.
• Frequent failure of Hydraulic System of HM 85 
ton Dumpers.
• Improper shop floor & difficulty in removing 
waste chips from machine shop.
• Risk of back fire in acetylene gas cylinders.

Problem selection was made on the basis of rank-
ing method out of the list of the problems selected 
and it was found that there was Frequent Failure of 
Hydraulic System in HM 85 ton Dumpers.

Impact of the Problem was found in terms of 
• Breakdown of the machine

• Unavailability of dumpers for production

• Difficulty in trouble shooting of hydraulic 
components.

• Difficulty in cleaning the hydraulic valves. 

Problem Description
Description of Hydraulic system in HM-85 ton 
Dumpers
The Hydraulic system of HM-85 ton dumpers can 
be divided into the following sub systems
• Hoist System: The system is used to hoist the 
dump body in order to dump the material in the 
body.
• Brake System: The system’s function is 
- Release of Parking Brake.
- Cooling of Brakes.

• Power Train: The hydraulic system is a part of the 
power train. It consists of Torque converter whose 
functions are 
- Fluid Coupling
- Absorb torsional vibrations.
- Torque Multiplication.

The system’s total oil capacity is 504 litres and tank 
capacity is 220 litres. 
Oil grade: C4 SAE 30 as recommended by 
Caterpillar. 

Objective and Goal
• To increase the life of hydraulic components.
• To reduce the breakdown time of Hydraulic 
System by 85%

Route Cause Analysis
• Improper function of Brake Control Valve: Worn 
out Material inside the Brake Control Valve

Solution
Brake’s wear limit can be monitored by Depth 
Measurement Tool, as per Caterpillar Standard 
tool. It is regularly monitored after every 1000 hrs of 
running but for Torque Convertor’s Lockup Clutch 
plates there is no measurement tool provided by the 
manufacturer to measure the wear limit.
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The team decided to develop various alternate so-
lutions to measure the wear limit of Lockup clutch 
Friction disc and plates so that Torque Converter 
life is under check.

Implementation
During trial implementation, in HM-8A dumper it 
was found that fine material collected on the mag-
net fitted inside suction screen. Informed the same 
to section in charge for necessary action
During regular implementation the remaining HM-
85 dumpers were fitted with the magnetic screen 
and monitoring of the screen was done every 250 

hrs schedule so that torque converter life is un-
der check. In the schedule maintenance register’s 
checking of the torque converter suction screen was 
included.

Benefits
The following tangible benefits were observed:-

• Complaints due to hydraulic system were re-
duced to 4%. Availability of dumpers increased to 
74.6% and also increases in production. 

• Man-hours were reduced for checking the screen 
for cleaning from 1hr to 15 minutes.

Conclusion 
Having formulated many quality circles in NMDC Limited, it is to conclude that quality circles have 
their distinct advantages with lots of creativity & innovation. Quality circles are also said to be a 
forerunner for more participative approaches to management.  After introducing quality circles in 
NMDC Limited as a pathway to creativity & Innovation, organizational scenario is totally changed.   
Now accessibility is improved and enhanced.
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Leap towards Gender Equality –
A Cultural Shift at RCF

economic participation and decision-making at all 
levels. Achieving gender equality is important for 
workplaces not only because it is ‘fair’ and ‘the right 
thing to do,’ but because it is also linked to overall 
economic performance, enhancing reputation and 
contribution towards business excellence.

Adopting a Gender perspective at RCF
Rashtriya Chemicals and Fertilizers Limited (RCF) 
a Government of India Undertaking is a leading fer-
tilizer and chemical manufacturing company with 
strength of around 3800 employees, 2 operating 
units, at Trombay, Mumbai and Thal, Raigad dis-
trict. As part of its developmental efforts RCF initi-
ated to mainstream gender towards organisational 
growth.Gender Audit activities were initiated to 
know the current state of gender mainstreaming 
in the organization and recommended measures to 
make gender equality actions more responsive by 
promoting learning and self-assessment about gen-
der equality and gender mainstreaming through a 
participatory approach. 

Mainstreaming Gender – 
a cultural shift 
Adopting a gender perspective at 
RCF meant focusing systematical-
ly on both women and men when 
analyzing social and workforce issues, planning, 
implementing programmes, activities and under-
standing their roles and their relationships at work.
This initiative directed towards PGA, recognized by 
International Labour Organization (ILO), to analyze 
the gender practices in the organization and help 
achieve gender mainstreaming. Management was 
firm and committed to its objective of Gender au-
dit and provided a roadmap to the organization in 
achieving gender mainstreaming/gender equality.

Human Resource Management involves 
Managing, Treating, Engaging and being 
Responsible for both Genders and their 

development, i.e. Female and Male employees. This 
embraces managing them equally when it comes to 
rights, responsibilities and opportunities at the or-
ganizational level.When we work towards a change 
in Organizational culture, many times this perspec-
tive of Gender Equality is missed which is a very 
important concern. This is achieved when employ-
ees access and enjoy the same rewards, resources 
and opportunities regardless of whether they are a 
woman or a man.

Prevailing Social 
Patterns  

Men and Women are given equal rights in the so-
ciety. But socially constructed gender roles, gen-
der division of labor and behavior patterns, lead 
to unequal gender relations and therefore a basic 
inequality. 

Barring the 
Stereotypical mind-set 
At workplace, issues like 
inequality in the num-
ber of men and women, 
overlooking during recruitment, promotions, devel-
opmental opportunities, higher positions and many 
more. To address these issues, the society’s attitude 
towards men and women has to be restructured 
to bring about attitudinal changes and changes in 
socio-cultural practices to create a gender sensitive 
consciousness.
Gender equality is a human right, achieved when 
women and men enjoy same rights and opportuni-
ties across all functions of the organization including 

Nanda Kulkarni, Chief Manager (HR) C
Rupali Wadhwani, Manager (HRD)
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Introduction to Participatory 
Gender Audit (PGA) 
PGA is a tool and a process based on 
a participatory methodology devel-
oped by the ILO Gender Bureau. It 
captures the quality of gender actions and promotes 
organizational learning on mainstreaming gender 
practically and effectively. 

PGA Road map at RCF
RCF Management nominated two women em-
ployees who underwent training at International 
Training Centre, ILO to be certified Gender Auditors 
and they were assigned the task of conducting PGA 
at RCF, being a MoU target for 2015-16 under HRM 
parameters. Getting the Company audited from 
Gender perspective was as good as looking in the 
mirror.  

PGA at RCF started on 1st July 2015. The PGA team 
was created which included Co-ordinators heading 
different functions. Each Co-ordinator had a team 
of Task Force members who were responsible for 
completing the PGA activities. They met at regu-
lar intervals to discuss strategy, outputs and work 
progress. 

PGA at RCF
• Considered whether Internal practices and relat-
ed support systems effective and being followed.
• Monitored and Assessed the Relative progress. 
• Established a baseline.
• Identified Critical gaps and challenges
• Recommended ways of addressing them and 
suggested new and more effective strategies;
• Documented good practices. 

PGA Methodology and its 
implementation

• Desk review: (Was carried out of all the functions 
which included reviewing all key documents, poli-
cies, publications and website to assess the manner 
to an extent to which gender is systematically main-
streamed and reviewing the public image and pro-
pose changes and improvements).
• Semi: structured interviews with staff of the 
Audited unit at all hierarchical levels. (Interviews 
were conducted of employees representing the of-
ficers, non-officers, Female and Male employees, 
union representatives which complemented the 
desk review findings).

Inaugural address to the PGA team on the occasion of 
commencement of PGA Audit by Executive Director (HR).

PGA Process started by evolving a Vision and Mission by 
the PGA team:

The gender audit is centred on five key areas:

First Second Third Fourth Fifth

Existing 
gender 
exper-
tise, 
compe-
tence 
and 
capacity 
building

Gender 
objectives 
programming 
& implementa-
tion cycles 
and choice 
of partner 
organisations

Information 
& Knowledge 
management 
& Gender 
Equality Policy 
as reflected in 
its products and 
public image

Decision 
making, 
Staffing 
&   
organ-
isational 
culture

Perception 
of achieve-
ment on 
gender 
equality
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• Collected workshops: (Workshops were con-
ducted for all the areas which gave an insight on 
the existing attitudes, perceptions prevailing in the 
organization. Thus, examining the present organi-
zational culture from a Gender perspective).

PGA process constituted 
of the following activities:
• Conducting PGA was an MoU 2015-16 target un-
der HRM parameters.
• Scope of PGA Audit included Trombay Unit, Thal 
Unit and Marketing units.
• Chief Manager (HRD) was appointed as PGA 
Contact person (Audit Focal Point) who provided 
the team with all details and made preliminary ar-
rangements (Time Schedules, Documents for Desk 
Review, Interview schedule, Workshop arrange-
ments, and PGA internal meeting schedules) and 
rapport development with team members.

• PGA team included Co-ordinators, heading dif-
ferent functions (Technical, Non-Technical and 
Marketing). Each Co-ordinator had a team of Task 
Force members who were responsible for complet-
ing the PGA activities. Detailed thought was given 
towards identifying the PGA team members who 
basically were experts in their field and willing to 
contribute towards this assignment.
• Team building exercises were conducted for 
wholehearted contribution by each member to-
wards this Audit. 
• Introduction session was conducted for PGA 
team. PGA process, roles and responsibilities 
briefed to the members.
• Methodology reviewed during the initial period 
through meetings. PGA members shared their ex-
periences and confirmed the methodology.
• Division of tasks was done. Discussions were 
held to understand the technical or substantive 
work to be performed in a systematic manner.  
Formal Meetings were held on monthly basis with 
exchange of ideas between Coordinators and Task 
Force Members and Facilitators.
• Audit Facilitation team met CMD, where PGA 
Coordinator presented the PGA road map and 
thanked him for his commitment to PGA. 
• PGA was announced by issuing a circular to 
all employees. This was done to debrief employ-
ees about the audit and ensure their complete 
participation.  
• PGA facilitators met Head HR and briefed them 
about the PGA Process. 
• Desk Review was conducted by the PGA team. 
Following department documents were studied 
thoroughly covering the Trombay Unit, Thal Unit 
and Marketing Function. Communication materi-
als i.e. website, press releases, speeches, policies, 
reports, correspondence were analysed and infor-
mation from all areas tabulated to make qualita-
tive judgements regarding gender specific usage of 
words, phrases, tone and intention.

•Administration •Human 

Resource •Finance •Medical •Legal & 

Vigilance •Corporate Communication 

•Information Technology  •Trombay Unit 

•Thal Unit  •Marketing

Role Play being conducted for the PGA team by the 
PGA Facilitators during a workshop conducted for PGA 
Interview.

Inputs of Hofstede’s Onion exercise conducted in one of 
the workshops.

BHeL
cAse sTUDY

RCF
CASE STUDY



163KaleidOscope  February, 2017

• Interviews were conducted for 100 employees 
where PGA team consisting of 2/ 3 members con-
ducted elaborate interviews. Semi-Structured 
questionnaires were prepared for different levels 
covering 50 female employees and 50 male employ-
ees across the organization and across all levels.  
Separate Questionnaires were also designed for the 
Top Management.
• Qualitative questionnaires were circulated to get 
more responses.
• Participatory Collective Workshops were con-
ducted for different units and the Marketing Team 
with approximate strength of 25 employees in each 
batch. Through different activities the mind-set and 
approach of employees was tapped.
• Debriefing the Functional Head 
• Preparing the Draft Report  
• Debriefing the HR Head  
• Final Report and Presentation to Top manage-
ment: 7th January 2016.

Outcomes and Findings from Desk 
Review, Interviews and Collective 
Workshops
Looking through the gender lens reveals that em-
ployees are looking forward towards working in 
Gender Equal organisation. However, a systematic 
gender strategy is not in place to translate into ac-
tion. Gender indicators and targets are missing to 
assess the impact of activities.
Regarding Staffing and Human resource, the au-
dit revealed that there is a gender and sex imbal-
ance in terms of numbers. The organisation does 

not portray an image of Gender Equal organisation 
and further women friendly policies measures are 
needed to attract larger women work force.
RCF has a comprehensive Gender Equality Policy 
in place but the policy has not been actively dissem-
inated within the work unit. Therefore, the Gender 
Equality Policy’s objective of mainstreaming gen-
der perspective into all aspects of policies and pro-
grammes is still to be implemented. Though the or-
ganisation has a progressive outlook, much needs 
to be achieved for gender equality. 
There is positive energy to advance gender equality. 
Some good practices have already been initiated.  
However, very limited gender expertise is avail-
able to build gender competence within the organ-
isation. Gender Budget will help to overcome this 
limitation.
Organisation Culture as a whole is ready to ab-
sorb the changes and work towards gender equal-
ity. Culture of open discussion on gender issues is 
prevalent; however there is bias and resistance in 
mind-set of employees from social point of view 
and emphasis is more on stereotypical behaviour. 
Discussion with female staff revealed that job ste-
reotyping is in existence to some extent. 
From the findings, it can be concluded that there are 
strengths and gaps in mainstreaming gender. On a 
10 points rated scale, the organisation may be rated 
at 4 with respect to Gender equality.
Based on the five key areas of ILO’s participatory 
gender audit, we evaluated the results on the fol-
lowing five parameters:

• Gender expertise
• Appointment of Gender Focal person
• Allocation of Gender budget
• Perception of employees towards gender issues
• Affirmative action taken towards achieving gen-
der balance.

Few Findings mentioned below:
• Under desk review various documents such as 
policies, work orders, NITs, forms, applications etc. 
were reviewed and it has been observed that none 
of the documents were gender specific in their per-
spective, style and tone and majority of the docu-
ments use male gender as nomenclature only. 
• No images of Women representation in the 
Information and knowledge shared on RCF website 

PGA team discussing the documents to be reviewed during 
a Desk Review meeting conducted by the PGA team.
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and intranet which would be demotivating for new 
women applications, blogs about women achieve-
ments are also absent. All posters within the factory 
premises depict worker as only male worker. 
• Internet, intranet website images and also posters 
displayed in organization/factory area depicts male 
dominated organization. Promoting gender equal-
ity is a must.
• Interviewees felt that gender discrimination ex-
ists while allocating jobs at plant level (females are 
more preferred for office job like Technical services, 
Finance, Purchase, HR, etc., whereas more male 
employees are preferred for field related work), 
though both genders are equally competent to work 
in any department or plant. 
• Training to create awareness about gender 
sensitization 
• Various sport and cultural events should be initi-
ated where both male and female employees partic-
ipate in order to increase interaction between male 
and female employees which will ultimately lead to 
gender equality.
• Gender cell should be created and headed by a 
gender focal person/gender equality officer who 
will handle all gender related issues.

• During the commencement of the PGA Audit 
Process, the following logo was used in all the ac-
tivities showing that there is Gender bias and ste-
reotypical mind-sets.

After completion of PGA Audit the earlier logo to be 
changed to following logo which shows that there 
will be considerable changes in the organisational 
culture which will strive towards achieving Gender 
Equality. This logo may be used for our communi-
cation/ recruitment ads/ calendar/ diaries/ internal 
and external communication which will represent 
our organisation as a Gender Equal organisation.

Recommendations
• Finally, based on the identified gaps in the Auditing process, appropriate measure to be taken are 
recommended to be implemented by processes, work units and stakeholders in order to enhance 
gender responsiveness in the sector. As per recommendations appropriate guidelines and checklists 
are prepared in order to make the process of Gender Mainstreaming efficient and effective in RCF. 
• In order to implement the recommendations in time bound manner, a committee constituting of 
male and female employees representatives was appointed to validate the recommendations and 
implement them.
• The committee met at regular interval and reviewed and deliberated the recommendations and 
finalized the PGA, Action plan for implementing the recommendations.
• The Action Plan has been circulated to various departments for implementation. By March 2017, 
the organisation will be implementing the proposed Action Plan.
• The key recommendations made are being implemented to ensure that RCF meaningfully accounts 
for gender equality in programme plans, activities and budgets.
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Aap Bhi Janiye

H. Shekhar, AGM (Pers)
Amulya Priyadarshi, AGM (Pers)

* Hearth section is the heart of Blast Furnaces in iron making process where the molten metal at around 1800 degree are 
tapped from the furnaces and taken into the ladles.

# Home counselling is a process to do the counselling of the deviant employee as well as his family members to under-
stand his problems.

during day time itself, to use the time tested HR tool 
of Home Counseling#. Her intention was to meet 
Jivrakhan’s wife and try to find out his real prob-
lem. She had already found out from Jivrakhan’s 
personal records that his wife Shanti Bai had stud-
ied up to class VIth, and the couple had two school 
going kids. 
Although Shanti Bai was initially surprised to see 
the visitors from her husband’s organization, she 
soon opened up. Their conversation lasted for al-
most half an hour, which in brief could be summed 
up as under:
Anjali: Are you aware, ma’am that your husband often 
reports late for duty, and also remains unauthorisedly 
absent from duty on quite a few days.
Shanti Bai(surprised): No sir! He leaves our house in 
time every day. But yes, he sometimes comes home quite 
early.

Anjali: Ok! Is he facing some problem or under some 
stress?
Shanti Bai (after some hesitation): I don’t know exactly, 
but of late he has started taking alcohol regularly. After 
that, he unnecessarly quarrels with me. He has also start-
ed giving less money for household.

Anjali: Can you think of any reason for the same?
Shanti Bai: I am not sure, but recently he started 
complaining that his workload has increased due to de-
mand for increase production and that working condi-
tions have become more difficult. In order to get relief, he 
needs to drink.

Jivrakhan was a Sr. Operative at the Hearth 
Section* of Blast Furnaces department of a ma-
jor Steel Plant, a leading PSU, located in Central 

India. He was a skilled, experienced and sincere 
employee, respected and liked by his superiors as 
well as peers. However, with passage of time, de-
viant tendencies were increasingly being noticed in 
him, i.e. coming late for duty, occasionally being ab-
sent without prior intimation or sanction of leave. 
Initially, the reaction of his Shift In-Charge was on 
predicted lines, i.e. it must be because of his falling 
in bad company of alcoholics, who were in abun-
dance in that region! Accordingly, he was counseled 
on these very lines on a few occasions in the begin-
ning. However, instead of any improvement, his 
condition actually started worsening. It was con-
firmed by his peers soon that he has become almost 
a habitual alcoholic, which was apparently due to 
his strained relations with his wife. In fact, his fall-
ing prey to alcoholism was confirmed due to his ab-
sent – mindedness on duty, his clearly deteriorated 
health, and increased absenteeism. His superiors 
were naturally alarmed, as they were scared of los-
ing a valued employee. The matter was brought to 
the notice of Anjali, the shop floor personnel execu-
tive. After meeting and counseling Jivrakhan once, 
she could immediately realize that this was the time 
to stop Jivrakhan from getting ruined forever. She 
could also sense that Jivrakhan’s problem didn’t lie 
solely at the workplace, and apparently had roots in 
his domestic life.
Without wasting time, Anjali went to Jivrakhan’s 
house on the outskirts of the township, along with 
a co-worker from Hearth Section of Blast Furnaces, 
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Anjali: What was your reaction?
Shanti Bai: I didn’t pay much attention, as I suspected 
that it must be an excuse for having more alcohol. How 
can the working conditions be tough for just him, when 
they are not the same for our neighbors?

Anjali: Do your neighbors go to the same department as 
your husband’s?
Shanti Bai: No, they go to some OFFICE where they do 
some writing job.

Anjali realized that she was quite near the crux of the 
problem. The conversation continued.
Anjali: Have you ever visited the plant?
Shanti Bai: No! Is it possible? I am very much interested. 
Even my friends in the neighbourhood are!

Anjali: Why not? Tell me one more thing! Are you aware 
that in our plant, there is a section (Counseling) which 
helps in settling marital discord?
Shanti Bai (surprised): No!

Anjali, then, counseled Shanti in detail, and requested 
her to appreciate her husband’s professional life and chal-
lenges, and bring him back to normalcy with patience 
and care. She assured her all help as well.

The broader picture of employees’ spouses not be-
ing exposed to plant working was clearly visible to 
her. She also realized that taking care of this aspect 
would help a lot in lifting employee morale and im-
proving discipline.
The above case relates to a real life situation experi-
enced by a Shop Floor female Personnel Executive 
from Bhilai Steel Plant, SAIL when she was doing 

the home counselling of one of the devaint employ-
ee who was very irregular in his duty. The idea of 
bringing the spouses of employees to the work site 
led to an out of the box HR initiative called ‘Aap Bhi 
Janiye’.

Company Background
Bhilai Steel Plant (referred as BSP here-in-after), 
came into being during 2nd Five year plan as a part 
of Hindustan Steel Ltd.  (Later on known as Steel 
Authority of India Ltd - SAIL) in collaboration with 
erstwhile USSR.  It is one of the five integrated steel 
plants under SAIL and is located strategically in the 
mineral rich central region of India.  BSP has always 
been admired as the flagship unit of SAIL. BSP is 
the recipient of PM’s trophy for best integrated steel 
plant in the country for a record 11 times and prize 
winner of CII-EXIM bank award. BSP produces a 
wide range of Plates, world’s cleanest Rails, heavy 
structural, merchant Products (TMT Bars, Angles, 
Channels, and Rounds) and Wire rods (TMT, Plain, 
and Ribbed). It is a major contributor to infrastruc-
ture and defense projects of the country in the areas 
of rail lines, bridges, dams, air / sea ports, refineries, 
pipelines.

Employee Profile
In BSP, the total number of executives and non-
executives is 3567 and 22070 respectively as on 
01.04.2016. Segment wise analysis of BSP’s human 
resources is shown in Fig B2.1 which shows the de-
ployment in key areas. BSP is an equal opportunity 
employer that has employed both women and men 
of caliber. BSP employs around 4.75% women em-
ployees in both technical and non-technical areas. 

Fig B 2.1

Key Areas Employee nos.

1. Works 19330

2. Administration 2026

3. Township and Medical 1999

4. Mines 265

5. Projects 2017

Total 25637
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Aap Bhi Janiye (ABJ)
An intervention to connect the employees’ family with the organization

• To understand the work life of their spouses and 
there by developing better work-life balance.
• To communicate the important issues affecting 
employees like effects of absenteeism, importance 
of safety at workplace and beyond etc. – at individ-
ual level and as a social issue.

The journey so far
As explained earlier, it all started during one of the 
family counselling of an employee on account of ab-
senteeism by the shop personnel officer. It was the 
trigger to launch a programme for the spouses of 
our employees to expose them to the steel making 
process and the actual place of working of their re-
spective spouses.

ABJ is an initiative by the HR department of Bhilai 
Steel Plant, an endeavor to take our organization 
and its culture right into the employee households.
It’s a half day programme, wherein the shop per-
sonnel officer and his team organizes plant visit for 
spouses of employees covering the major produc-
tion units in general and the shop where the em-
ployee is working in particular.

The main objectives of this programe are
• Making the spouses of BSP employees appreci-
ate and understand steel making process, working 
conditions,benefits,welfare facilities.
• Develop a sense of organizational belongingness 
amongst the employees and spouses.

Year No. of programmes Spouses covered

2012-13 27 916

2013-14 32` 1050

2014-15 27 909

2015-16 30 997

2016-17 (till date) 20 664
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The process
The preparation for the programme starts well in advance.There is a 25 point checklist which the shop 
personnel officer adheres to, for the successful conduct of the programme. It contains details ranging from 
identification of suitable date, bus booking, availability of base kitchen (model lunch room within works 
premises), written consent from the employee, availability of HODs and senior officers etc.
The actual visit starts with the central assembly at HRD Centre at 9 o’clock in the morning and ends at 3.00 
pm in the afternoon. The spouses are welcomed by the General Manager/HOD of the concerned shop and 
Personnel function along with other officials. They are briefed about the programme, safety precautions to 
be followed during the plant visit and role of spouses in making a responsible employee. It is then followed 
by a group photo session.
They are then taken on a conducted tour to all the major production units like COCCD, BFs, SMS-2, RSM, 
and Plate Mill. The main highlight of the programme is the visit in detail to the shop where theconcerned 
employee is working and is followed by the interaction with the HoD and senior officers of the department. 
They frankly share their feelings and department also informs them about the various welfare schemes, 
pay and benefits, facilities in township and hospital etc. This interaction helps in developing mutual role 
appreciation between the spouses and the organization. 
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Activities Agencies involved

Welcoming spouses at HRDC GMs, DGMs, Shop Pers.Officer, HRD

Safety talk, Group photo with HOD Departmental Safety Officer, PRO

Visit to Important Shops

Visit to Rose Garden Shop Pers. Officer, LWOs, CED

Visit to Spouses’dept.

In plant session Concerned Shop Officials

Lunch at Base kitchen  Canteen Cell, Shop Pers. Officer, HOD, Shop officials

Feedback session at HRDC Shop Pers.Officer
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Aap Bhi Janiye: Plant visit 

Programme Evolution process
Since its inception, the programme has gone through continuous refinement and improvement. The evolu-
tion of Aap bhi janiye over the years can be summarized as:

Feedback
A two tier feedback system is in place to get the 
feedback from the spouses and from the employ-
ees. As part of the process, feedback from spous-
es is taken immediately at the end of the Plant 
visit. From the employees, feedback is taken after 
one month.
It aims to capture the level of satisfaction of the 
participants, sense of belongingness, pride of be-
ing associated with Bhilai Steel Plant, enhancing 
level of commitment towards plant and family and 
understanding various policies and benefits of the 
organization. The feedback of the programme has 
been extremely encouraging and there is big de-
mand from HoDs and employees for the regular 
conduct of the programme. 

Benefits of the programme: Any HR intervention 
has both tangible and intangible outcomes. Based 
on the actual feedback received from the partici-
pants, the benefits of this programme to the organi-
zation are as shown below:

Year Process improvement and refinement

2012-13

• Structured Process - Check list prepared 

• Focused involvement of all agencies 

• Feedback from spouses

2013-14

• Formally included in Departmental Action Plan

• Lunch at Base Kitchen

• Providing memento (Group photo) to the participants  

2014-15 • Impact assessment – Feedback from employees

2015-16 • Programme extended to spouses of Executives



169KaleidOscope  February, 2017 169KaleidOscope  February, 2017

BHeL
cAse sTUDY
BSP-SAIL
CASE STUDY

beyond that; as an important cog in the wheel of 
steel making.

The challenge for HR
Now the expectations from the employee and their 
spouses is to involve their children in these visit. 
It is also important to carry out the impact study 
of this intervention in the society and how it has 
helped in improving the employee engagement 
level in the organization. With BSP in the cusp of a 
massive modernization programme, there is a need 
to engage and involve the young entrants as pro-
active torch bearers and brand ambassadors of the 
organization.

This journey of Aap bhi janiye, in many ways, 
is a journey of self-realization for the spouses- a 
journey where spouses have felt enthused and elat-
ed beyond imagination; for being a force to reckon 
with; for solidly standing behind their menfolk 
while they were engaged in the steel making pro-
cess; for taking care of the hearth at home while the 
menfolk took care of the hearth at the plant and in 
the process being an important partner in the na-
tion’s progress. They have the satisfaction of hav-
ing watched with widened eyes, their husbands 
working tirelessly in this process of transformation 
and on having seen their husbands not merely as a 
chargeman or a technician or an operator but much 

Annexures and Exhibits

Glimpses of the programme.

Interaction of shop HoD and officers with participants.

Welcome address by HoD.

Felicitation of the participants and by HoD.

Employee feedback session. Plant visit.
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Plant Visit. Plant Visit.
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S.N. ACTIVITY TIME FRAME

01
To decide the group of employee whose spouse would be indivited for plant 
visit and freeze the date of Plant Visit, both in consultation with the HOD

2 weeks in advance

02 To communicate to L7A/Concerned Zonal Pers. Head -do-

03 To arrange for Hall in BTI/deptt for inaugural session -do-

04 To decide the no. of spouse to be invited -do-

05 To get approval for morning tea/snacks in BTI/Deptt -do-

06 To get approval for lunch in Base kitchen -do-

07
To communicate to Base Kitchen for arrangement of luch/send approval and 
make arrangements for supply of tea/snacks

10 days in advance

08
To issue call letter to employees informing them about the programme for their 
spouses, date, time, venue/meeting point etc. and obtained their consent for 
their spouse’s visit

-do-

09
To co-ordinate with HOD/ Chief Guest for the inaugural session, sectional in-
charges, Deptl. Safety Officer etc, for their presence during the inauguration 
and lunch.

1 week in advance

10 To plant for safety talk/Health/Behaviour short film of BSP etc. if any 1 week in advance

11 To prepare presentation/ handouts, ifany, for participants 1 week in advance

12 To communicate to BTI the requirement for Safety Helments 1 week in advance

13 To communicate to CISF regarding the Plant visit 4-5 days in advance

14
To communicate to PR  regarding the Plant Visit (for preparation of Gate Passes 
for the day of the visit)

4-5 days in advance

15 To arrangement for photograph of the inaugural session at BTI by PR 4-5 days in advance

16 To arrangement of LCD, if required 4-5 days in advance

17 To arrangement of 2 banners for hall and bus 4-5 days in advance
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18
To arrangement for bouquets and folder with programme schedule for guests 
on the dais in inaugural session

2-3 days in advance

19 To plan the inaugural session (compering, welcome address, vote of thanks, etc.) 2-3 days in advance

20
To prepare registration/attendance sheet for recording the attendance of the 
spouse at BTI/deptt on the day of visit

2-3 days in advance

21
To prepare the feedback form to be filled up by the spouse of the employees at 
the end of the visit

2-3 days in advance

22
To confirm co-ordinate programme with concerned zonal personnel head/L&A, 
Bus Driver, BTI canteen (if rquired), BTI, PR, Base kitchen, HOD etc

1 day in advance

23 To invite concerned officials for lunch -do-

24 To decide the route of visit -do-

25
To decide the name of the PO/ guide and staff members who would be accom-
panying the group during the visit

-do-

dkfeZd foHkkx& /keu HkV~Vh@,lthih
fHkykbZ bLikr la;a=k

^^vki Hkh tkfu,^^ QhM&cSd izi=k

Ñi;k gk¡ vFkok ugha n’kkZ,a fnukad% 29.11.2016

gLrk{kj ¼dkfeZd dh iRuh½ ------------------------------------------------------
uke Jherh %---------------------------yhyk V.Mu ---------------------------

ifr dk uke %---------------------------,e- ,y- V.Mu ---------------------------
foHkkx %---------------------------/keu HkV~Vh ---------------------------

1 la;a=k Hkze.k ls D;k vki larq"V gSa\ gk¡ ugha
2 D;k blds iwoZ dHkh la;a=k Hkze.k ij vk pqds gSa\ gk¡ ugha
3 nksigj dh Hkkstu O;oLFkk ls D;k vki larq"V gSa\ gk¡ ugha
4 D;k vki la;a=k ds deZpkjh dh iRuh gksus dk xoZ eglwl djrh gSa\ gk¡ ugha
5 D;k vki bl dk;ZØe ds ckjs esa vU; yksxksa dks crkuk pkgrh gS\ gk¡ ugha
6 ^^vki Hkh tkfu,^^ dk;ZØe ds vk;kstu ls D;k vki larq"V gSa\ gk¡ ugha
7 CykLV Qus±l rFkk la;a=k ds vU; foHkkx dk Hkze.k vkidks dSlk yxk\

CykLV Qus±l rFkk vU; la;a=k dk Hkze.k djuk esjs thou dh lcls cM+h bPNkvksa esa ls ,d gS ftl eSa dHkh Hkh ugha 
Hkwy ldrhA pk;] ukLrk] [kkuk Hkh cgqr gh etsnkj FkkA la;a=k Hkze.k dj esa cgqr [kq’k gqbZA esjs ikl c;k djus ds 
fy, ’kCn ugha gSaA vki lHkh dks /kU;okn nsrh gwaA

8 ^^vki Hkh tkfu,^^ dk;ZØe ds laca/k esa vkidk fopkj vkSj lq>ko\
;g dk;ZØe cgqr vPNk jgkA fHkykbZ bLikr la;a=k ds fofHkUu foHkkx esa tkdj ns[kus dk ekSdk feyk blds igys 
IykaV esa dHkh ugha vkbZ FkhA gesa vkeaf=kr fd;k ?kqek;k] [kkuk f[kyk;k mlds fy, CykLV Qus±l foHkkx izeq[k c/kkbZ 
ds ik=k gSA esjh lq>ko gS fd leLr deZpkfj;ksa dh ifRu;ksa dks Hkh la;a=k dk Hkze.k djk,aA /kU;okn 
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1 la;a=k Hkze.k ls D;k vki larq"V gSa\ gk¡ ugha
2 D;k blds iwoZ dHkh la;a=k Hkze.k ij vk pqds gSa\ gk¡ ugha
3 nksigj dh Hkkstu O;oLFkk ls D;k vki larq"V gSa\ gk¡ ugha
4 D;k vki la;a=k ds deZpkjh dh iRuh gksus dk xoZ eglwl djrh gSa\ gk¡ ugha
5 D;k vki bl dk;ZØe ds ckjs esa vU; yksxksa dks crkuk pkgrh gS\ gk¡ ugha
6 ^^vki Hkh tkfu,^^ dk;ZØe ds vk;kstu ls D;k vki larq"V gSa\ gk¡ ugha
7 CykLV Qus±l rFkk la;a=k ds vU; foHkkx dk Hkze.k vkidks dSlk yxk\

CykLV Qus±l rFkk vU; la;a=k ds vU; foHkkxksa dk Hkze.k eq>s lgh esa cgqr vPNk yxk D;ksafd ge rks lksps Hkh ugha 
Fks] fd grsa Hkh ih-,l-ih IykaV ds vanj tkus dk ekSdk fey ldrk gSA ogka tkus ds ckn lHkh dy&iqtZs] vkStkj 
rFkk IykaV dh xfrfof/k;ka utnhd ls tkuus vkSj le>us dk volj izkIr gqvkA

8 ^^vki Hkh tkfu,^^ dk;ZØe ds laca/k esa vkidk fopkj vkSj lq>ko\
dk;ZØe rks cgqr gh ljkguh; gS ysfdu gekjs ifr dks 25 o"kZ IykaV esa dk;Z djrs gq, le; fudy x;k rc dgh 
vHkh ekSdk feyk vxj Hkfo"; esa vki pkgsaxs rks eq>s [kq’kh gksxh vkSj eS t:j IykaV dk Hkze.k djuk pkgqaxhA eSa vki 
lHkh dk fny ls vHkkjh gwa ftlus] vki Hkh tkfu, dk;Z dh dk;ZØe dh’kq:vkr dhA /kU;okn 

dkfeZd foHkkx& /keu HkV~Vh@,lthih
fHkykbZ bLikr la;a=k

^^vki Hkh tkfu,^^ QhM&cSd izi=k

Ñi;k gk¡ vFkok ugha n’kkZ,a fnukad% 29.11.2016

gLrk{kj ¼dkfeZd dh iRuh½  ------------------------------------------------------
uke Jherh % ---------------------------use ckbZ ---------------------------

ifr dk uke % ---------------------------Jh Hkw[ke yky lkgw ---------------------------
foHkkx %---------------------------,l-th-ih- 6 ---------------------------
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Raghuvendra Raj, fond-
ly called Raghu by his 
friends and colleagues, 

suddenly became glum look-
ing at his performance grade on 
his computer laptop screen. His 
company had adopted transpar-
ency policy a few years back and 
accordingly all the managers 
were communicated their annual 
performance grades through IT 
enabled electronic Performance 
Management System (e-PMS). 
He had been graded as under-
performer even though through-
out the year he had successfully 
completed many difficult tasks 
and had been applauded both 
by his immediate supervisor, Mr. 
Rajeev Bhatt as well as his Head 
of the Department of Hot Strip 
Mill (HSM), Mr. Praveen Shekhar. 
He had subsequently been trans-
ferred to a newly commissioned 
Plate Mill(PM) department of an-
other unit of his company just af-
ter conclusion of the last financial 
year, which also concluded the 
performance appraisal calendar 
as per the e-PMS. Mr. Shekhar, the 
Head of the Department (HoD) of 
HSM, too had been transferred 
out to a new unit a little over 
two months before his transfer. 
As such the assignment of per-
formance grades had been done 
under leadership of Mr. Samresh 
Desai, the new HoD of HSM. 
Raghu hardly had any interaction 

with Mr. Desai before he joined 
his new assignment in PM.

Raghu was expecting promotion 
this year based on his previous 
years performances and also out-
standing grade he received last 
year. Now his chances of getting 
selected had been adversely af-
fected due to tough competition 
for a few openings notified by the 
company.
Although it was one hour past the 
normal closing hour for the office, 
most of Raghu’s colleagues and 
also his supervisor, Mr. Vinod 
Babu were busy finishing their 
work and assignments. Plate Mill 
was working on a very important 
project which was required to be 
finished in time in view of the 
company’s projection to its stake-
holders. The employees of the de-
partment were chosen from dif-
ferent units to be part of the team 
managing the project execution. 
Most of them had very good track 
record. Raghu’s job was very criti-
cal as it involved integration and 
coordination of jobs of others in 
the department. Previously, he 
had completed a special certifica-
tion program in computer appli-
cation for project management, 
and therefore, at present, because 
of his skills was the most compe-
tent manager to perform this cru-
cial role. Within no time the word 
of the transparency screen having 

been opened spread within the of-
fice and there was an atmosphere 
of subdued jubilation as most of 
the managers had been rated as 
promotable and also many had 
extraordinary grades. Not feeling 
like talking to anybody Raghu 
shut out his laptop and headed 
for his home.At home Raghu was 
not his usual self and looked un-
usually morose. His wife could 
make out something was amiss, 
and, on her persistent prodding 
Raghu divulged that it will be dif-
ficult for him to get promoted this 
year despite slogging relentlessly 
for last few years in his previous 
department.
Next morning Raghu was getting 
ready for the office but his usual 
morning energy was missing. His 
wife knew that this was not suit-
able time to proffer suggestions. 
However, when Raghu was get-
ting into the car to drive to office 
with usual pleasantries, she sub-
tly hinted at talking to his super-
visor in his previous department. 
She had met him on number of 
occasions and knew he wished 
Raghu well.
In office, in the morning itself, 
Raghu’s supervisor, Mr. Vinod 
Babu was waiting for him and 
immediately asked him his 
grades. He got worried when 
with a shrug of hand Raghu told 
him his grade and also expressed 
his deep disappointment and 

Performance Management System –
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disgust with his management in 
previous department. He knew 
that this will blow-off Raghu’s 
fair chance of getting promoted. 
He too was aware of Raghu’s 
extraordinary track record and 
had also seen him working dili-
gently in his present assignment 
during last few months, and, 
genuinely wished for his promo-
tion. Raghu was important for 
his department and there was 
no way they could lose him and 
his performance without it show-
ing on his department’s perfor-
mance. He also knew that Raghu’s 
motivation will get affected as 
it will be difficult to make him 
focus exclusively on his job. In 
his subsequent conversation, 
he too suggested that he should 
talk to Mr. Bhatt, his supervisor 
in the previous department to  
know the truth and what trans-
pired to land him into this diffi-
culty. He was hoping that previ-
ous supervisor might give any 
genuine reason which can placate 
a crossed and irritable, but an oth-
erwise very reasonable Raghu.

Brooding over suggestions both 
at home and office Raghu fi-
nally mustered enough cour-
age and strength to confront 
his previous supervisor. He de-
cided to call him in night when 
he expected Mr. Bhatt to be less 
preoccupied. After a few ring 
Mr. Bhatt responded on the other 
side and the following conversa-
tion ensued.

Raghu: Hello Sir, this is Raghu 
this side.

Mr. Bhatt: Yes Raghu, good eve-
ning! We are talking after a long 
time. It’s really nice that you called 
me up. But I know the new assign-
ment must have kept you busy. How 
are things?

Raghu: Most of the quality time 

during the day is taken by office Sir 
and also there are weekends when one 
is forced to go to office to avoid slip-
pages on official commitments. 

Mr. Bhatt: I know Raghu. You have 
always been sincere with your com-
mitments and I am sure with your 
personal qualities life and destiny 
will have a lot of great things in store 
for you. My best wishes are with you.

Raghu remained silent for some time 
… 

Mr. Bhatt: Raghu are you listening.

Raghu (after a pause) : Yes Sir … but 
things do not seem to be working my 
way.

Mr. Bhatt: Yes Raghu, tell me your 
problem. I’ll be more than eager to 
help you.

Raghu divulged to him about his un-
derperformer rating and sought rea-
sons for the same
Mr. Bhatt: Well Raghu now I can 
understand… despite your under-
performer grade let me confess that 
you are a winner for me ….

Raghu: But Sir, why this grade then, 
I was under impression that with 
your backing and support my good 
grades are confirmed … Now I find 
my promotion, which earlier I con-
sidered as more than guaranteed, is 
itself at stake …
Mr. Bhatt: I can understand your 
feelings Raghu. But let me complete 
the picture for you … till then I sug-
gest hold back your reaction.

Raghu: Yes Sir, I am listening.
Mr. Bhatt: A month back Mr Desai, 
the new HoD had called me to his 
room and questioned me about you. 
He was working in e-PMS and was 
finalizing grades of all people within 
the department. I told him all about 
yourself what you have been lis-
tening from me, and Mr. Praveen 

Shekhar, when you were here. Mr. 
Desai after some time told me that 
he was keen to see a good future for 
you, but at the same time conveyed to 
me, that being a hardcore production 
man he’ll not like anyone, at present 
working in his department to feel 
demotivated due to his grades. You 
see Mr. Shekhar too has his career at 
stake … and he has a number of years 
left for the same. He has a number of 
ideas up his sleeves, and will like to 
drive his people on it. I repeated my 
strong pitched support for you, and, 
the only promise I could extract from 
him was that he will try to accommo-
date your interest by asking for more 
than his share of outstanding grades 
in his department. You see the strict 
enforcement of the bell curve apprais-
al concept hardly leaves any scope for 
HoDs to rate all their subordinates as 
high or extraordinary.

Instead of responding Raghu kept si-
lent for some time

Mr. Bhatt: Raghu I know it’s a 
setback for you but as a senior and 
well-wisher I can only suggest, 
that there is no use brooding over 
something that cannot be undone, 
I suggest you start afresh with new 
goals and targets. I’ll reiterate that 
despite this setback, everything is not 
lost for you.
Raghu: I can now understand Sir. 
Thanks to your narrative of develop-
ments on my appraisal at least some 
part of my pain & emotional turmoil 
has been taken care of. The thought 
that kept hounding me all through, 
was that how can you go against me 
and not contest for me despite know-
ing my stakes over and above my 
contribution.

Mr. Bhatt: I’ll keep Mr. Shekhar, and 
a few other people, posted about this 
sad development Raghu. Let’s see 
what can be done. I cannot see any-
body not being sympathetic towards 
you. I know the amount of good word 
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that has been spoken about you.Mr. 
Desai too will not be happy but of 
course you can expect him to defend 
the grades he has assigned.
Raghu: Thanks Sir, definitely this 
conversation and your kind words 
and support have taken a lot of pres-
sure off me. I’ll try to focus on my 
future goals and consciously try to 
overcome this setback.

Mr. Bhatt: Fine Raghu. My best 
wishes are with you. Take care and 
see that you do apply for review of 
grades, just in case that becomes an 
issue in way of your grades being 
rectified.
Raghu: Ok Sir. My regard for you 
has only grown with this discussion. 
Bye.

Raghu applied for review of his grades 
but the same was turned down with a 
perfunctory remark – “… the review 
committee had examined the case and 
had found no merit in the same …”
Raghu came to know through 
Mr. Bhatt that a lot of senior people 
had spoken to review committee for 
review of his grades, But, the same 
could not materialize as the commit-
tee that year had taken a stand not 
to review any case. A lot of cases of 
review had been filed, a few deserv-
ing, but many non-deserving ones 
but being campaigned & followed-up 
by a lot of senior people.Managing 
Director too had been under pres-
sure from many powerful people 
outside the company to take care of 
a few cases. He was least interested 
in displeasing these people by accom-
modating a few cases and not others. 
Raghu in the meantime had started 
focusing on his job. During this pe-
riod of turmoil he had given time to 

develop his professional bio-data and 
listed the same over a number of job 
portals, and also, shared the same 
with many head-hunters. They also 
helped him refine his bio-data and 
circulate it within their network. 
Raghu for long had been planning 
to develop his bio-data, but his busy 
schedule apart from low motivation 
to work on it, made him procrasti-
nate over it in the past. Perhaps this 
setback gave him the opportunity 
to think over and give it a priority. 
Further, as was suggested by job con-
sultants, the type of jobs and activi-
ties he had been working on during 
last few years had enriched his bio-
data. Raghu was really pleased with 
himself and gloom was giving way to 
the realization that some great oppor-
tunity was beckoning him.

About three weeks later in one of 
the job interviews, when Raghu 
was asked about his expectation 
from the company, he inquired 
the interview panel about their 
appraisal system. The chairman 
of the interview panel informed 
him that as theirs was a new 
company, managers are working 
on a lot on different projects and 
activities. Many of these proj-
ects and activities are being per-
formed in teams. So what they 
have done is have fifty percent 
weightage on team goals and fifty 
percent weightage on the goals 
the individual appraisee is lead-
ing. So theoretically if a manager 
completes all his individual and 
team assignments, he stands to 
be rated cent percent performer. 
Also, all managers can be rated 
cent percent performer as their-
performance grades are based 

on goals they accomplish, rather 
that subjective and comparative 
assessment of the appraisee po-
tential for future performance. 
He was told this overcame the 
need for bell curve system, which 
frequently was being cited for 
misuse and unfairness. The new 
breed of employees not only 
sought good compensation from 
employers,but also valued chal-
lenges in their assignment, and, 
their achievements and accom-
plishments to be fairly evalu-
ated. In the detailed discussion 
it transpired that the company 
had invested a lot in IT systems 
to facilitate their appraisal pro-
cesses based on tasks achieved. 
The potential was being assessed 
through a separate “Assessment 
Centre” which was part of the 
Assessment & Development 
Centre (ADC).
Raghu looked excited and head-
ed to call his wife and Mr. Bhatt 
to break the news of his decision 
to join the new company.

Case Questions
• What measures do you sug-
gest to improve the Performance 
Management System of Raghu’s 
previous company?
• What were the signifi-
cant elements of difference 
in Performance Management 
System of the two companies 
mentioned in the case?
• What could be made out of 
counselling skills exhibited by Mr 
Bhatt?
• Identify the factors which can 
help in a successful counselling 
program.
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Building a 
Performance Oriented Culture

rebirth of SECI occurred when it 
was converted from a not – for - 
profit to a commercial entity. This 
smooth transition can be traced to 
the Human Resource initiatives 
and practices, which have, since 
then, centered on striking a fine 
balance between employees’ pro-
ductivity as well as profit maxi-
mization. The Human Resources 
function has placed high empha-
sis on integrating employee con-
tribution with the financial and 
business metrics, thereby contin-
uously monitoring and remodel-
ling the employees’ efforts, filling 
in the gaps wherever observed by 
means of skill enhancement and 
reallocation of roles, in line with 
the gap analysis. To illustrate, the 
Earning per Employee has steadi-
ly risen from Rs. 25.39 Lakhs in 
2013-14 to Rs. 9.19 Cr in 2015-16, 
which is a humongous 3519% in-
crease. Concurrently, the percent-
age of Staff costs to Turnover has 
drastically decreased from 73.2% 
in 2013-14 to 1.32% in 2015-16. 
This is well within the industry 
standards of the staff costs not 
exceeding 2% of the total costs. 
This speaks volumes about the 
employee productivity and can 
be directly attributed to the ini-
tiatives taken by the Human 
Resources division within the 
organization which has ensured 
that the working environment 

remains conducive, highly com-
petitive and aids to employee effi-
ciency. Training has been a major 
focus area and the self-evaluation 
as well as review by the report-
ing authorities with respect to the 
training needs of an employee are 
regularly reviewed. In the year 
2015-16, 54 number of employ-
ees out of a total strength of 63 
employees for a total of 292 man 
days were deputed for training 
which amounts to a healthy  85%. 
SECI has nominated its employ-
ees for quality trainings not only 
in India but also overseas, orga-
nized by reputed associations 
such as AIOE and HIDA. SECI HR 
has successfully introduced the 
concept of Return on Investment 
(ROI) in human capital, linking 
it directly with the investment in 
human capital and its effect on 
the revenue generation within 
the organization. Further, ow-
ing to the constant endeavours of 
HR along with the business ver-
ticals, SECI has successfully ven-
tured into Project Management 
Consultancy(PMC). SECI has 
taken up assignments on turnkey 
basis for several clients, mostly 
CPSUs, in order to enable them 
in meeting their Green Energy 
commitments. The HR philoso-
phy of the management has been 
fashioned around developing 
employee potentials, enhancing 

Solar Energy Corporation 
of India Limited (SECI) is 
a Government Company 

with 100 percent Government 
Ownership, under the admin-
istrative control of the Ministry 
of New and Renewable Energy. 
SECI is active in the solar and 
wind energy segments pres-
ently, and envisages to venture 
into other renewables. The main 
revenue streams are Solar Power 
Trading, Consultancy and Project 
Monitoring, Roof – Top Scheme, 
Fund Handling Fees and other 
operational activities. 

SECI was established in 2011 as 
a not-for-profit organization and 
an initial funding grant of Rs. 
2000 Crore was allocated from 
the Government towards the 
structuring and facilitation of 
operations by SECI. However, 
the proposed funding did not 
flow to the organization leading 
to the slowdown and in some 
cases, non-starter of envisaged 
business processes resulting in 
the minimum utilization of the 
employee capital available within 
the organization. In such uncer-
tainty, the onus lay on the Human 
Resources to ensure that both, 
the employee morale as well as 
the business profitability remain 
accelerated and elevated. With 
renewed efforts and continuous 
liasoning with the Ministry, the 

Shilpi Singh, Manager (P&A)
Brijesh Kumar, Deputy Manager (P&A)

Divya Sethi, Senior Officer (P&A)
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their skills, using potentials for 
development and career plan-
ning, creating a climate of trust, 
openness, cooperation and team-
spirit to bring in overall efficiency 
in the organization at all levels. 
Another vital area which HR has 
managed to successfully regu-
late has been Attrition. Judicious 
positioning of the human capi-
tal according to their skillset has 
been instrumental in restricting 
the attrition rate in SECI that 
currently stands at 10.1% which 
is miniscule for a relatively new 
organizationand speaks volumes 
about the employee satisfaction 
levels prevailing in the orga-
nization. Even in Recruitment, 

Manpower planning has been 
executed scrupulously to avoid 
mismanagement and the num-
ber of employees inducted in the 
organization have not increased 
haphazardly but proportionately 
in a controlled manner, keeping 
in line with the business demands. 
Even when it came to personnel 
policies, despite SECI being a 
relatively young organiza-
tion having being incepted just 
about 5 years ago, it has come a 
long way in implementation of 
personnel policies. During the 
year 2015-16, 5 number of per-
sonnel policies were enacted, 
re-engineered and updated by 
the SECI Board. SECI has also 

been conferred with the 50th 
Top PSU’s organization with 
innovative HR Practices Award 
in the Asia Pacific HR Congress 
at Bangalore. SECI has also pub-
lished all its Personnel Policies in 
English and Hindi as a “Personnel 
Manual” and circulated it wide-
ly. The Personnel Manual has 
received special appreciation 
from the Hon’ble Minister for 
State (Independent Charge) for 
Power, Coal, New & Renewable 
Energy and Mines Mr. Piyush 
Goyal. SECI strives for the adop-
tion of the latest HR Best prac-
tices and is committed towards 
establishing its position in 
the centre stage in the field of 
Renewable Energy.
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Training the Tank Truck Crew:
Compliance and Beyond - The Case of 
Cochin Terminal, IoCl, Kerala

Sworaj Kumar Baral
Human Resource Officer, Kerala State Office

The marketing division of IOCL deals with 
storage, receipt and delivery of petroleum 
products. While storage is dealt by aptly 

trained employees of the corporation, a major 
chunk of receipt and delivery functions comes onto 
the scope of road transport, thereby involving Task 
Truck (TT) crews to be the carriers of these critical 
products as and when required. In Kerala, as fig-
ures go on to reveal a surge in accident rates, safety 
in transport surfaces as the only panacea. 
Kerala’s road safety statistics further elucidate the 
same. Although the state accounts for only 3% of 
the Indian population, its contribution to Indian 
road accidents is as high as 10% making it only be-
hind large states like Maharashtra and Tamil Nadu. 
The Kerala police account the trucks for an average 
of 7% of the total accidents in Kerala. However, the 
fatality rates in truck accidents are way higher in 
than any other form of transport. Hence, awareness 
and attitudinal orientation towards safety emerges 
as the need of the hour.
The case undertaken here is of Cochin Terminal of 
IOCL where this problem has been given an HR-
introspection finally reaping encouraging benefits 
directing to sustainable business competitiveness.

A brief outlook at Cochin Terminal
Commissioned in 1998, the highly automated 
Cochin terminal has a total licensed storage capacity 
of 76000KL of POL in Naptha, MS, Ethanol, HS and 
Kerosene. While product receipt is usually through 
pipelines from KRL of BPC, dispatch of products 
is extensively carried out through the Tank Trucks. 
Cochin Terminal maintains an exhaustive supply of 
petrol, diesel and 2 grades of kerosene to 10 out of 
14 districts of Kerala.

TT Crew: An important part of the 
business ecosystem Cochin Terminal
The transport network consists entirely of Tank 
Trucks. 584 tank trucks belonging to 56 transport-
ers carry the petroleum and diesel and around 100 
more carry the 2 grades of Kerosene. Tank trucks 
cover a gamut of 1350 customers, 660 of which are 
the retail outlets and the remaining being prime in-
dustrial customers like KSRTC. With 450-500 task 
trucks being filled everyday in the 18 bays, need-
less to say, this mammoth network rests largely on 
the flawless and continuing service of some 1300 
TT crew; making them an indispensable part of the 
business ecosystem. And training them in the trans-
portation of such critical products is mandated, 
thanks to OISD 154.

OISD 154: In a nutshell
OISD, the government body devoted to the cause 
of culmination of safety in all operational aspects 
of the oil industry came up with the standards on 
“Safety Aspects in Functional Training.” Course 
module 5.4.6 gives the broad guidelines of training 
to the TT crew. A one day training session has been 
mandated to meet the objective of educating on safe 
driving and prevention of road accidents and evok-
ing prompt and correct response in any emergency 
situation. The course content is inclusive of hazards 
of petroleum products, safety in transportation of 
petroleum products by road and on how to act in 
contingencies. 

Training of TT crew: Compliance and 
beyond : 2015-16
An exhaustive training schedule was planned by 
the Chief Terminal Manager. In this regard, team 
Cochin Terminal joined hands with the Research 
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Institute, Rajagiri College of Social Services to pro-
vide a series of well designed training programmes 
to its workforce. The cost borne was around Rs 3.13 
lakhs.

Training Objective
The training objective was specified on the follow-
ing lines:
• Providing awareness on Motor Vehicle Act on of-
fences, punishments and fine as violation of the Act 
to the TT crew. 
• Enhancing their knowledge regarding road rules 
and regulation. 
• Highlighting the major causes of road accidents 
and to educate the drivers on defensive driving and 
Monsoon precautions. 
• Enhancing the knowledge of its drivers on safety 
measures related to transportation and allied as-
pects of petroleum products. 
• Equipping the driver participants with skills in 
First Aid. 
• Attitudinal grooming of the crew to inculcate 
safety as a habit rather than compulsion. 

Preparing the training calendar
Although the objective had been clearly set, stand-
ing before the training team was the herculean task 
of imparting safety as a habit to a team of as many 
as 1300 TT crew in sessions no longer than a day. 
Apparently, a very effective training calendar had 
to be laid down. 
The Supply and Distribution team played a crucial 
part in the designing of the training calendar. It was 
of primary concern to ensure an effective training 
schedule without any disruption to the tank truck 
filling and transportation. A thorough discussion 
was undertaken by the S&D team with the trans-
porters before laying down the training calendar. 
The schedule is elaborated below in table 1:

Total trained: 1277 crew members of MS/ HSD Tank Trucks 

S.No. Date No. of Participants Faculty Layout

Agency IOCL

1 12.10.2015 60 2 1

2 20.10.2015 60 2 1

3 29.10.2015 62 2 1

4 06.11.2015 57 2 2

5 10.11.2015 48 2 2

6 17.11.2015 48 2 2

From Attendance to Empowerment
With a target to ensure a 100% attendance by the 
entire TT crew, the training team had to go an extra 
mile. The previous sessions had been organized as 
per the OISD guidelines however a 100% coverage 
couldn’t be ensured. Numerous discussions and 
countless follow-ups with the transporters bought 
in the assurance that the TT crew were participat-
ing in the sessions. To ensure complete compliance, 
it was brought into circulation that any crew mem-
ber who missed out training would be suspended 
for a period of 6 months. The tiring perusals cou-
pled with the “hot-stove” rule did its trick and for 
the first time in 2015-16, the sessions saw a 100% 
attendance.
Another feature of the sessions that celebrated HR 
was the faculty layout for the sessions. Each session 
had a senior executive from the RTO, medical ex-
pert from Kerala Medical Association and one of-
ficer of the Terminal to juxtapose the lessons learnt 
to the context of the terminal. Interestingly such 
sessions were given exclusively to young officers to 
deal with , empowering the new age workforce as a 
trainer and ensuring responsibility –sharing in the 
training chain from top to bottom. The faculty lay-
out is presented in table 1.

The training session: Targeting from 
awareness to attitude
The sessions were all held in vernacular language.
The broader guidelines had already been laid down 

7 24.11.2015 59 2 2

8 04.12.2015 62 2 2

9 10.12.2015 60 2 1

10 15.12.2015 60 2 1

11 18.12.2015 60 2 1

12 23.12.2015 62 2 1

13 29.12.2015 61 2 1

14 31.12.2015 60 2 1

15 08.01.2016 65 2 1

16 12.01.2016 70 2 0

17 19.01.2016 70 2 1

18 22.01.2016 70 2 0

19 27.01.2016 66 2 1

20 29.01.2016 69 2 1

21 05.02.2016 48 2 1

Table 1
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As evident from the analysis, the holistic impact of the training program was very satisfactory. With such en-
couraging results in the training evaluation, the reflections in the job had to be the significantly rewarding.

Reflections of the Training: Tangible Benefits

Improvement in VTS Tracks
Vehicle Tracking System, popularly referred as VTS , was adopted to monitor the speed of the tank trucks 
during their trips to ensure a check on over speeding. The protocol is to suspend a Truck for a day for first 
instance, for a week for the second for a month for the third and a black-listing it for the fourth instance, 
every time it over speeds beyond 60 kmph during carriage of the products. As evident from table 3, the 
number has had an appreciable reduction after the training session.

Statement Response

Very Good Good Fair Poor Total

Overall Reaction to Training 158 (75.24%) 49 (23.33%) 3 (1.43%) 0 (0%) 210

Relevance of the topic to work in general 142 (67.61%) 58 (27.62%) 10 (4.76%) 0 (0%) 210

Relevance of training in ensuring daily adherence to rules 120 (57.14%) 77 (36.67%) 13 (6.19%) 0 (0%) 210

Efficacy of instruction 161 (76.67%) 36 (17.14%) 8 (3.81%) 5 (2.38%) 210

Efficacy of visual aids 126 (60%) 47 (22.38%) 29 (13.81%) 8 (3.81%) 210

by OISD, to customise them and impart them for 
a ‘Keralite’ understanding was the challenge. Each 
session focused on 3 broad lines of training:
• Road Safety: General ideas on hazardous petro-
leum products were elaborated. Law pertaining 
to road safety were illustrated and peculiarities 
on the transportation of petroleum products were 
highlighted. Awareness on ITDG guidelines and 
Vehicular Tracking System was imparted. 
• First aid: The “how to’s” of first aids were dis-
cussed by medical experts. 
• Attitudinal grooming: Particular sessions like 
“qualities of a good driver” were conducted where 
focus was on adhering safety as a habit. Various 
cases were presented to the TT crew and then ap-
proach to such contingencies was observed in line 
with safety. That safe operations are indeed a part 
of business ethics, was appealed.

Apart from classroom lectures, PowerPoint and 
multimedia presentations, demonstrative mode of 
training was adapted where via role plays maxi-
mum engagement of TT crew was seen. Again cases 
were presented and brainstorming was carried out 
on the cases to unanimously stimulate the learner’s 
aptitude and inculcate the right approach.

Training evaluation
After each training session a feedback format was 
circulated and learner’s response was obtained. To 
develop an idea on the impact of these sessions, a 
sample study was conducted exclusively for the 
case. 10 feedback forms were randomly chosen from 
the 21 sets pertaining to each session. The bilingual 
form had a common parameter of recording the re-
sponse and took the response on 5 parameters. The 
study then conducted on 210 samples is laid down 
as follows in Table-2 :

NIL Reported accidents for 2016-17
Three MS and HSD TT accidents were reported in 
2015-16. For the year 2016-17, the number was a 
golden zero.
A Tank Truck carrying ATF was reported of an ac-
cident in July 2016, hence the training team has in-
cluded the ATF TT Crew in the Training program 
for 2016-17.

Quarterly Overspeed Report (2016)

Report Date Speed Violation

Jan-Mar 378

Apr-Jun 309

Jul-Sep 248

Oct-Dec 165 (56.61% reduction from first quarter)

Table 2

Table 3
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An Introspection of the 
training from the Kirkpatrick angle
To gauge the success of this training program, Kirk-
patrick’s levels of training evaluation could be de-
ployed as an effective tool. The analysis has been 
laid down as follows:

Level 1: Reaction
The reaction to the training program was very posi-
tive . The participants seemed to thoroughly assimi-
late the learning as evident from the response to the 
first question in the Table - 2.

Level 2: Learning
As evident from the responses to Query number 2 

and 3 in table 2 the degree of acquisition of the req-
uisite knowledge, skills and attitude for displaying 
safer driving habits was satisfactorily high.

Level 3: Behaviour
The behavioural reflections of the learning were in 
the form of tangible benefits like the reduced VTS 
penalties.

Level 4: Results
Nil accidents were reported in 2016-17. The results 
are being attempted to be made repetitive by novel 
additions to the current training programme like 
100% vision tests for TT crew, ‘infortaining’ training 
aids etc.

Conclusion 
Cochin Terminal went on to become the first ever location in entire oil industry in the country to 
implement the 3 essential aspects of the demonetisation move - RFID integration of all trucks, cash-
less payment to all its contract workmen and cashless transaction at its canteens. The traces of success 
of this achievement cannot be unlinked from the same grit and determination with which a 100% TT 
crew training status was achieved in 2015-16.
IOCL proudly embodies “Care, Innovation, Passion and Trust” as its core values. Care has been right-
fully portrayed when the terminal went on to display a concern for its stakeholders and not just its 
employees for a program that demanded mere compliance. The steps in ensuring 100% attendance 
and involving employees as trainers were innovative indeed. Tireless Perusals to make the program 
a behavioural learning was a feat of passion. The entire session worked out in a flow owing to the 
trust that the stakeholders shared in the common cause of learning. Cochin terminal successfully 
transcended the core values of the company into a legacy of learning.
The legacy lives on.
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A Unique & Differentiated HR Practice to Ensure Availability of

Skilled Manpower in Workmen 
Category at each Refinery Location

Rashmi Tiru, Chief Manager (MS&ER), Indian Oil Corporation Ltd, 
Refineries Headquarters, New Delhi

This paper presents an HR initiative of 
Refineries Headquarters of Indian Oil (hence-
forth referred to as IOC(R), aimed to contrib-

ute to the skill development efforts for the benefit 
of the larger society and tomeet skilled manpower 
requirements of refineries in specific, by seizing the 
opportunities at right time and creating differenti-
ated scheme.

Objectives
• Fill vacancy on day one by 2019 
• Selections within 9 weeks by 2018
• Skilled Manpower for Projects by 2022
• Standardised Guidelines and Processes

Background
Availability of skilled manpower on time is an im-
portant issue for the industry. While there is severe 
deficit of skilled manpower, an urgent need is felt to 
reduce vacant & induction training man-day losses. 
Large projects at site face shortage of skilled labour 
necessitating high mobility sometimes disturbing 
local balances and upsetting the expectations of the 
neighbourhood. Whether this is a crisis or an op-
portunity? One noted economist has remarked that 
crisis always generates the opportunity. 
Even Govt. of India has launched Pradhan Mantri 
Kaushal Vikas Yojana in 2014 with Mission to train 
300 million people in various skills by 2022. 

HR Initiative of IOC(R)
When we talk of improving availability of skilled 
manpower in workmen categories, two issues 
emerge; firstly, imparting necessary skill-training 
to the youth; secondly, providing manpower in the 

shortest possible time. Being a GOI PSU, IOC(R) 
follows the GOI guidelines in the matter of recruit-
ment. Vacancies are notified in press on all India ba-
sis and the recruitment exercise takes about 6 to 9 
months time to complete. A number of vacant posi-
tions in refineries continue for long time, sometimes 
posing safety risk arising out of work related ennui 
and loss of alertness. IOC(R) assessed the crisis, car-
ried out SWOT analysis, examined the opportuni-
ties and drafted a plan in 2013, to address the issue 
of shortage of skilled manpower with following ob-
jectives in mind:
• Make Apprenticeship Scheme (under Apprentices 
Act, 1961) more attractive 
• Need to broaden applicant base – Shift from State 
to All India Base
• Standardization of Recruitment Guidelines & 
Processes across the Division
• Improve Transparency & Ensure Compliance of 
Directives
• Reduce Recruitment Cycle Time.
• Based on development on the proposed amend-
ment in Apprentices’ Act 1961 (Section 22: Offer & 
Acceptance of Employment), examine opportuni-
ties for employment of trained ex-apprentices, to 
attract more and better candidates.

IOC(R) Introduces significantly high 
Stipend to Apprentices in 2013 
IOCL Refineries have been engaging Apprentices 
in the trades/disciplines of Chemical, Mechanical, 
Electrical, Instrumentation and Boiler in all its 
Refinery locations in terms of obligations under 
the Apprentices Act 1961. Intake of Apprentices 
for every Refinery location was earlier decided by 
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the concerned Regional Directorate Apprenticeship 
Training (RDAT). However, even these small num-
bers could not be filled. The same was attributed 
to very low rate of stipend prescribed under the 
Statute.
As a first step to move on the plan drawn, IOCL(R) 
introduced additional stipend of Rs 5000/- over & 
above the statutory rate of stipend so as to make 
the total amount of stipend reasonable and simi-
lar to a living wage. Refineries witnessed increase 
in numbers applying and accepting the offer of 
apprenticeship. 

Govt Amends the Apprentices Act 1961 
The Amendments received ascent of Hon President 
of India on 5th Dec 2014. The Amended Rules 
were notified on 16th June 2015. Amended Section 
22 of the Act allowed “Every employer to formu-
late its own policy for recruiting any apprentice 
who has completed the period of apprenticeship 
training in his establishment”. The Rules amend-
ed in Dec 2015 prescribe for an increased stipend 
for 1st, 2nd and 3rd year of Trade Apprenticeship 
to 70%, 80% & 90% of minimum wage of semi-
skilled worker. The Rules also prescribe en- 
gagement of a minimum 2.5% and maximum 10% 
of the total workforce including contractual 
workforce in a financial year, which is significant-
ly higher than the previous Intake prescribed by 
RDAT/BOPT.

IOC(R) Reviews Plan of 2013
The Plan Drafted in 2013 was reviewed in 2015 and 
again in 2016. Key issues are presented below in 
two parts; first dealing with deliverables & second 
with the process part:

Scheme to recruit 
trained Apprentices put in place
• With amendment in the Apprentices Act, 1961 
stipulating engagement of a number equal to atleast 
2.5% of total workforce, IOC(R) has fixed the tar-
get to engage 500 apprentices, distributed amongst 
nine refinery units, on the basis of All India Press 
Notification (Open Selection) to be in conformity to 
the guidelines for recruitment in a Govt PSU. The 
qualification & medical fitness parameters have 
been aligned with that required for recruitment 
against regular pay scales.
• The Scheme of Differential stipend has been 

continued even after significant improvement 
brought in the rate of stipend to Trade Apprentices 
Linked to percentages of minimum wages), an 
additional amount of Rs. 2500/- shall be paid 
by IOC(R).
• The stipend of Technician Apprentices (Diploma 
Holders), is not covered under the amendment. 
However, IOC(R) has decided to pay stipend at 90% 
of minimum wages and also the additional stipend 
to Technician Apprentices. 
• Ex-Apprentices with training in the same refinery 
are better fit as need for induction training is mini-
mised. Accordingly, drawing power under amend-
ed Section 22, a Scheme for offering employment to 
ex-apprentices has been created. Upon engagement 
through the open selection process and completion 
of Apprenticeship Training, they undergo an inter-
nal selection processand employed in regular scale 
of pay. Those who do not qualify, may find employ-
ment with other agencies.
• To maximise employment opportunities in 
IOC(R), the maximum age for engagement as ap-
prentice has been kept at 24. With age ceiling of 
26 in IOC(R) and relaxation equal to the period of 
training available, these ex-apprentices may get be-
tween 2 to 4 chances to appear for the selection in 
the same refinery. 
• In order to provide such ex-apprentices who do 
not find an employment, gain more experience 
with a consolidated stipend, another scheme of 
‘Internship Training’ if applied within 12 months of 
completion of Apprenticeship, has also been intro-
duced. Number of such positions to be offered is 
decided by a refinery.

These interventions have resulted in refineries 
receiving overwhelming response against the 
respective notifications. With completion of 
the exercise at each refinery location, the much 
higher number of 500 positions are likely be filled 
this year.
With two cycles of such engagement, every refinery 
shall have adequate number of trained ex-appren-
tices for employment against vacancies in regular 
roll as well as help others find employment with 
agencies taking up work with the refinery.

Standardization of Recruitment 
Guidelines & Processes
• Prior to 2014, rules remaining the same, different 
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practices were followed for recruitment in work-
men category by respective refineries. The practices 
were influenced by local culture, past practices and 
traditions. Non-uniformity in guidelines & prac-
tices in various Refinery locations often became a 
cause for litigations.  
• Considering developments in the environment 
including engagement of apprentices on All India 
open selection basis by IOC(R), likelihood of higher 
percentage of ex-Apprentices available for recruit-
ment in future, opportunity to candidates to ap-
pear in multiple selections against notifications by 
respective refineries, need to ensure compliance of 
Govt Directives & Guidelines, to remove ambigui-
ties, bring about more transparency and improve 
availability in shortest time by following standard 
work processes, the recruitment modalities in-
cluding guidelines with respect to qualification & 
experience parameters were further reviewed and 
standardised bringing all Refinery locations on a 
common platform. 
• Standardised formats for each stage of recruit-
ment process, for application formats and call let-
ters have since been provided, 

• A Centralised online Application Portal at IOC(R) 
Office at Delhi has been created to promote digital 
culture, which is now being availed of by Marketing 
Division as well. The Portal is capable of generating 
call letters, generating emails to candidates, e_col-
lect method of accepting application fee, generat-
ing reports, generating assorted question paper sets 
and displaying results at interim and final stages.

• Optical Readers are available/getting procured at 
respective refinery locations for digital processing 
and uploading answers online.

Reduction in Recruitment Cycle Time
• There are broadly 22 steps in a recruitment cycle. 
Till 2014, one recruitment cycle was taking approxi-
mately 46 weeks to complete. A Work Break Down 
Study followed by a Why-Why and a Makigami 
Analysis projected the non-value adding sections of 
the activity chain, besides projecting sections that 
could be performed concurrently.

• Steps involved in recruitment process has been il-
lustrated as under :
• Couple of factors which are time consuming and 
contribute heavily towards lengthy recruitment cy-
cle thus defeating the purpose of timely placement 

of manpower, were identified.
• Firstly, scrutiny of huge number of applications 
received before written test was consuming approx. 
8-12 weeks and huge man-hours. It was also prone 
to high chances of errors leading to litigations at 
times. It has necessitated submission and collection 
of huge sets of documents and arranging secured 
storage for months. Application ratio could be 1:20 
or even 1:60, whereas candidates called for inter-
view was anywhere between 1:3 and 1:5. It was an 
avoidable activity as scrutiny of a maximum of only 
5 candidates per post was sufficient. 
• Secondly, dispatch of call-letters (approx. 3 
weeks) at various stages by post required at least 
three week time. 
• IOC(R) now operates ‘Centralized internet gate-
way’ for receipt of on-line applications. Call-letters 
are generated and sent through the online system.
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• Improvements above has brought down the cycle time by 21 weeks. 
• The Process before and after Standardisation and some centralisation, are depicted through Makigami 
Charts, as shown below :

Earlier recruitment cycle:
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Improved recruitment cycle
• After 2-3 cycles of apprenticeship engagement, a 
trained pool of apprentices will be created which 
will facilitate further reduction in cycle time for 
recruitment against regular scale of pay from 25 
weeks to 9 weeks.  
• However, the cycle time for selection of 

Apprentices on All India Basis currently taking 25 
weeks, is under further study to reduce the same by 
another 3 weeks.
• Format Based Processing have been introduced 
for mistake proofing (Poka Yoke) and also to ensure 
error free completion of recruitment activity with 
defined stage-wise timelines. 
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Sample Format  – Poka Yoke or Mistake Proofing

Benefits
• With the introduction of differential stipend in 
addition to sizeable increase in statutory stipend 
rates, there has been high increase in the engage-
ment ratio of Apprentices. IOC(R) expects to fill all 
500 positions this year.

• Significant saving in man hours, (sayupto 76%) 
due to elimination of a wasteful activitiesfrom the 
work processes.

• Reduction in cycle time in recruitment process. 

• Error free recruitment activity boosting morale & 

productivity of employees.
• Uniform practice across Refineries Division.
• Availability of recruitment result instantly to the 
candidates
• Reduction in RTI Complaints
• Contributing to ‘Digital India’ launched by Govt. 
of India

Path forward......................
• Reduce the Open Engagement/Recruitment Cycle 
to 22 weeks.
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important than their number for 
the development and progress of 
the country. If we want to make 
our human resources useful, we’ll 
have to improve their quality.

Evolution
HRM is primarily concerned with 
the management of the manpow-
er of an organization. The evolu-
tion of Human Resource Mana-
gement has progressed from the 
time when people were abused in 
slave like working conditions to 
now modern environment where 
people are valued and respected 
and viewed as strategic partners 
to organizations. The efforts to 
organize people gained momen-
tum in the beginning of the in-
dustrial revolution which led 
to a great emphasis on “labour 
management”.

Period of industrial Revolution
The momentum for the industrial 
revolution grew through the 17th 
century and the seed of HRM 
were sown in Western Europe 
and USA. It was said that the 
“Industrial Revolution is the most 
important event in the history 
of humanity since the domesti-
cation of animals and plants.” 

This period marked the conver-
sion of economy from agriculture 
to industry based. In addition, 
technical advances were also oc-
curred, for example the Spinning 
Jenny and the Steam Engine. 
These advances created a need 
for improved work methods, pro-
ductivity and quality that led to 
the beginning of the Industrial 
Revolution.

Post Industrial Revolution
Various studies were done and 
many experiments were conduct-
ed during this period which gave 
HRM altogether a new mean-
ing and importance. The father 
of Scientific Management, Mr. 
F. W. Taylor developed his ideas 
on scientific selection of workers 
based on qualifications and also 
argued for incentive-based com-
pensation systems to motivate 
employees. Many companies es-
tablished departments devoted to 
maintaining the welfare of work-
ers. The discipline of Industrial 
Psychology began to develop. 
Industrial psychology, along 
with the advent of World War I, 
led to advancements in employ-
ment testing and selection. Mr. 
Abraham Maslow explored what 

Human Resource Manage-
ment today has become 
a function of paramount 

importance in corporate sector. It 
is front end of all enterprises as 
it deals with most valuable asset 
that is human asset. In early days 
it was as simple as any other pro-
fession of that time but in last few 
years there is a drastic change in 
the profile of Human Resource 
managers. HR is now expected 
to ‘‘add value’’ to the organiza-
tion. Most of the organization 
have started focusing their vision 
& mission on their employees af-
ter realizing their vital role and 
contribution.
Managing generational diversity 
is emerging as important chal-
lenge of Human Resource profes-
sionals. The growth of Human 
Resource in India was also be-
cause it emerged as the world’s 
largest democracy. India has the 
second highest population in the 
world with the high proportion of 
young people. With demographic 
dividend which India has in its 
favour, we are bound to excel 
over others in time to come. We 
should use this wealth to evolve 
our development model.
The quality of its people is more 

Garima agarwal
Executive (HR), SCOPE

The Changing Face of
Human Resource 
Management
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motivated people beyond surviv-
al and introduced his theory “The 
Hierarchy of Needs” and found 
that individuals respond to mo-
tivation that meets their lowest 
need at a particular point in time.

Global Perspective
Post liberalisation the world be-
came a global village, accordingly 
human resource manager became 
global manager. More globaliza-
tion means more competition and 
more competition means more 
pressure to become “world class”. 
To achieve this, the HR manager 
is now expected to be productive 
and alert in employee affairs and 
that of the organization. They are 
expected to embrace technologi-
cal advances in the way their or-
ganisation transact business. 

It is a need to embark on improv-
ing in technology in daily tasks 
such as preparing manuals and 
specifications for work sched-
ules and expectations. These can 
range from the hiring process, in-
terview process and the training 
process.

The HR manager also has to be 
conversant with the country’s la-
bour laws. HR members should 
be sensitive to the needs of the di-
versified group of employees and 
understand their social culture 
backgrounds while at the same 
time uphold the standards of the 
organization.

Growth of HRM in India
The world’s first management 
book, titled “Arthashastra” writ-
ten by Kautilya who is also 
known as Chanakya, codified 
many aspects of human resource 
practices in ancient India which is 
a proof that Indians understand 
the importance of resource man-
agement from the very beginning. 

A big part of this book deals with 
the internal administration like 
King’s training, his safety and 
security, the appointment of min-
isters and other officers, salary 
scales of officials and describes 
the duties of the various execu-
tive officers.
HRM in India could be traced 
back to the period after 1920 
when emphasis was on welfare 
of labour in Indian factories & 
Personnel function came into 
existence. In 1931 The Royal 
Commission of Labour recom-
mended the appointment of la-
bour welfare officers. A number 
of labour and industrial relation 
laws were introduced in this pe-
riod and personnel managers 
began performing industrial rela-
tion as a very significant role. All 
these developments formed the 
foundation of the personnel func-
tion in India.

Trade Unions
The objective of the Trade Unions 
is to maintain and improve the 
working lives of the workers and 
regulate the relation between em-
ployers and workers. The Trade 
Union movement started in India 
at the end of the First World War. 
The workers working in the in-
dustries or factories were sub-
jected to long working hours and 
very less wages. With growing 
unrest, workers started to protest 
and form unions, which would 
fight for their rights and voice 
their grievances. The Government 
was compelled to give them legal 
recognition by passing the Trade 
Union Act of 1926. The establish-
ment of ‘Bombay Mill Hands’ 
Association is considered as the 
first phase of the trade union 
movement in India. In the next 
phase, the Second World War 
increased the industrial unrest 

in India; as a result there was a 
marked increase in both the num-
ber of trade unions and of orga-
nized workers.

HRM Post Independence
There were numerous factors 
which were impeding the growth 
of HRM during this period like 
abundance of cheap labor, high 
authoritarian culture, instabil-
ity in employment, unhealthy 
growth of trade unions & techno-
logical backwardness. India put 
primacy on adopting self-reliance 
in its economic development 
policies and thus preferred an 
import-substitution model of de-
velopment. It set up the Planning 
Commission in 1950 to formulate 
national plans. Since then, ‘mixed 
economy’ approaches emphasiz-
ing both private and public enter-
prise were adopted.
The passage of industrial policy 
resolution of 1956 and the adop-
tion of socialist patterns of society 
as our national goal, led to delib-
erate enlargement of the role of 
Public sector Enterprises. During 
70’s to 80’s Human Resource 
had a great past in Public Sector 
Undertakings. PSUs attracted 
highly competent people during 
this tenure. It used to be a presti-
gious thing for most engineering 
graduates from leading educa-
tional institutions to join organi-
zations like NTPC, BHEL, BEL, 
HMT, HAL etc.

HRM after 1990’s
From the beginning of 1990’s, 
HR as a function has continued 
to experience significant trans-
formation largely driven by the 
globalization, technology and 
other external market condi-
tions. As International firms en-
tered the Indian market bringing 
with them innovative and fierce 
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their existing human resources.

Challenges Faced by HR 
Professionals
A decade ago HR practises were 
only concerned with the transac-
tional work like payroll, benefits 
and administration but, now it 
focuses on strategic initiatives 
like mergers and acquisitions, 
talent management, succession 
planning, industrial and labour 
relations, ethical considerations, 
diversity and inclusion. New and 
ever-changing challenges not-
withstanding, human resource 
management continues to be cru-
cial for the success of a firm. If we 
talk about Indian Public Sector 
Enterprises, they have evolved 
over decades and undergone 
significant changes to contribute 
immensely to the success story of 
India. In the changed paradigm 
HRM has following challenges:

• Challenges of Managing Glo-
balisation: In post liberalisation 
period assimilation with econom-
ic order on global basis has be-
come very essential for survival 
of enterprises. HRM must ensure 
that the enterprise does not exist 
in isolation.

• Challenges of Managing Cha-
nge: Winston Churchill said that 
“if you have to be successful you 
should change and if you have to 
be perfect you have to change of-
ten.” He also said “If you change 
your mind, everything will 
be change around.” Therefore 
change management is probably 
most important aspect for HRM.

• Challenges of Knowledge 
Workers: In any enterprise there 
are hardly 20% who are knowl-
edge workers. They should be 
identified as “Gold Workers”. 
Even though such workers are 
in minority in the enterprise, 

their ideas and work output give 
better return.
• Challenges of Leadership 
Development and Succession 
Planning: Employees should be 
prepared for role model position 
and the enterprise must recognise 
the potential of such employees 
through assessment centre. HRM 
must prepare a cadre of potential 
employees for assigning higher 
responsibility.

• Challenges of Creating a 
Consistent Corporate Culture: 
The culture of enterprises should 
be based on ethics, integrity, 
transparency and as corporate 
citizen.

• Challenges of Managing 
Talent: Failure to manage tal-
ent will lead high attrition rate 
and effect enterprise adversely. 
Employees are the biggest assets 
of any organization; if we take 
good care of them it will increase 
their loyalty towards the organi-
zation. Employees tend to stay 
longer with the organization that 
show respect to them and cares 
about their individual success.

• Challenges of Recruitment 
and Retention: Enterprises have 
to not only recruit the best stuff 
but should ensure that they are 
retained in the company for suffi-
ciently long time. Retaining talent 
is the biggest challenge, so keep-
ing HR policies updated in accor-
dance with the best practices.
• Challenges of Capacity 
Building and Training: Updating 
and professionalization with bet-
ter skills are essentially required 
appropriate training module. 
Incidentally SCOPE has started 
its APSE for training and devel-
opment of executives of PSUs. 
Expenses for training should be 
considered as investments with 
good returns.

competition, which forced the 
Indian Companies to adapt and 
implement Innovative changes in 
their HR practices.

The period following the 
Economic liberalisation, India be-
came an attractive business des-
tination for investors the world 
over. The liberalisation of the 
Indian economy has created a 
pressure on the Indian HRM func-
tion to become more creative and 
innovative. Liberalisation created 
opportunities for resource mobi-
lization and HRM issues became 
more important with the firm’s 
expansion and diversification.

Human Resource 
Development in Indian 
Organizations
Nowadays, Human Resource 
Management is known as Human 
Resource Development. HRD 
is a more dynamic and critical 
component of organizational de-
velopment. However over the 
period of time HRD as a concept 
and practice have gone through 
different stages of metamor-
phosis. HRD departments were 
started with a view to promote 
competence-building and work 
motivation. The need was ful-
filled to a large extent by the late 
1980’s. By the early 1990’s, the 
focus of HRD changed from HR 
for its own sake to HR for busi-
ness. Today in a globally com-
petitive market its presence and 
role is well understood. Various 
PSEs like Hindustan Petroleum 
Corporation Limited (HPCL), 
Bharat Petroleum Corporation 
Limited (BPCL), Bharat Cooking 
Coal Limited (BCCL), Heavy 
Engineering Corporation Limited 
(HECL) and Bharat Heavy 
Electricals (BHEL) have used in-
novative HR practices to enshrine 
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expertise. Few of the new direc-
tions of role of HRM can be:
• To act as a mediator between 
the company and individuals.
• Actively involve & suggest 
company’s upcoming strategy 
formulation.
• Try for things to happen better, 
faster & cheaper.
• Provide a safe, healthy, happy 
workplace and providing perfor-
mance linked bonuses.
• Provide support to managers 
in case of disciplinary issues by 
counselling and guidance.
• To help employees to assess 
their competencies, values and 
goals so that they can identify, 
plan and implement develop-
ment plans.
• Developing structured pro-
grams and material to help accel-
erate learning for individuals and 
groups.
• Ensuring a motivational cli-
mate in the organization by pro-
viding opportunities for career 
growth & development.
• Utilization of 360 Degree 
Performance Management 
Feedback System.
• Employ Open house discus-
sions and feedback mechanisms.

Key Factors that Motivate 
and Engage Employees
It is important for management 
to carefully plan activities and 
events that will stimulate em-
ployee motivation. Management 
can influence team motivation by 
creating a fair and friendly envi-
ronment. There are few impor-
tant motivating factors like sense 
of accomplishment and recogni-
tion, level of enjoyment, feeling of 
advancement etc. which increase 
the engagement of employees at 

workplace. 
Therefore the erstwhile factor 
of motivation has shifted more 
towards, skill and professional 
development rather than mere 
belongingness.

Trust, Commitment and 
Loyalty in Employees
Loyalty in employees is defined 
as being faithful in the workplace 
but nowadays employees have 
decreasing sense of commitment 
to the organization, rather they 
have commitment for recogni-
tion along with skill and profes-
sional development. To deal with 
this problem managers need to 
display a willingness to protect 
their employees, they need to 
set a personal example by show-
ing high level of knowledge and 
skills. Gain respect by admitting 
mistakes and sharing appropriate 
information with employees.

Importance of Empathy in 
the Workplace
In today’s global market it is the 
utmost important for a business 
leader is to connect and commu-
nicate effectively with the em-
ployees that requires both under-
standing and empathy. 
Empathy is all about the aware-
ness of other people’s feelings. It 
is the key elements connected to 
the Social Awareness. The basic 
premise of human resource is hu-
man relation and human relation 
is composed of two important 
ingredients; these are Intellectual 
Quotient (IQ) and Emotional 
Quotient (EQ). Harvard research-
ers have inferred that it is 90% 
EQ is responsible for success as 
compared to 10% IQ. They have 
also gone further to say that IQ 
remains at the outer cortex of the 
brain whereas EQ is deep inside.

• Employer Employee Relation: 
Better relation with employee can 
be expected only through motiva-
tion, trust, and recognition and of 
course with better package.

• Developing Better Community 
Relation and Environment 
Protection: Expenses towards 
CSR is rather investment having 
better returns, sometimes even 
better than technology and pat-
ents. It is a means for better com-
munity relations.

• Compliance with Regulatory 
Norms and Meeting Risk Mana-
gement, Risk Assurance and 
Risk Advisory: HRM must gear 
up itself to meet the challenges 
because of various regulations 
and the risk involved conducting 
in the business enterprises. A pro-
active and strategic approach will 
have extra mile for the enterprise.

The biggest challenge for HR in 
PSEs is to change the perception 
of seeing PSEs just a place with 
no challenging task. Hence, in 
a quest to make Indian PSE’s as 
world class organisations, it is 
very much vital to harness the ca-
pabilities to their employees and 
HRM needs to be empowered. It 
is heartening that our PSEs have 
started changing with time and 
are recruiting talented youths 
and are preferred work destina-
tions now.

Way forward in HRM 
Practices
Organizational excellence and 
safety can be developed by fol-
lowing the best HRM practices, 
which will enhance the level of 
social responsibility and efficien-
cy in the employees. To ensure 
good PSU management, man-
agers needs to be skilled at HR 
management, along with other 
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Emotional Intelligence is increas-
ingly relevant to organizational 
development and developing 
people, because the EQ principles 
provide a new way to understand 
and assess people’s behaviours, 
management styles, attitudes, in-
terpersonal skills, and potential. 
The cause of high attrition rate is 
low motivation level among em-
ployees due to missing sense of 
belongingness which impacts the 
employee’s productivity and ulti-
mately threatens the well being of 
organization.
In any organization Empathy 
is most required among middle 
managers and senior execu-
tives because their actions af-
fect the large number of people. 
It is important for the managers 
and executives to understand 
the feelings and the emotions of 
their team members in develop-
ing closer relationship with them. 
Through empathy, trust is built in 
the team and when trust is built, 
good things begin to happen. PSU 
must take benefit from this ideol-
ogy and rather emphasising on 
the curriculum Vitae, make sure 
that common sense, empathy and 
EQ as a trait in the person to be 
recruited. The best management 
of HR would be to penetrate deep 
into the liberalisation aspect and 
take the advantage of this under-
standing between employer and 
employees.

Role of HR in Corporate 
Social Responsibility
Today, HR professionals are 
also taking an active role in or-
ganization’s Corporate Social 
Responsibility (CSR) strategy. 
Organisational and individual 
CSR goals can be aligned with 
HR’s intervention because HR 
is well-equipped to encourage 

employee participation in CSR 
programmes, implement and 
monitor these initiatives and doc-
ument their success. If the values 
of a company and its employees 
are aligned, then the morale and 
commitment of the employees 
will increase and will help in 
building long-term employee 
engagement.
In India, the Companies Act 2013 
stipulated that all companies 
with a net worth of at least Rs. 
500 crore, or turnover of Rs. 1,000 
crore or more, or net profit of at 
least Rs. 5 crore, must spend two 
per cent of their three-year annu-
al average net profit towards CSR 
activities in a particular fiscal.
CSR is growing importance in 
employer branding. To embed 
CSR, HR needs to give employ-
ees the right support and train-
ing and can play a significant role 
here by proactively reaching out 
to the employees to understand 
the kind of causes they would 
like to support and updates on 
the progress of such initiatives 
can be sent to the CSR depart-
ments that can further modify 
its programmes to suit the inter-
ests of employees. The goal of 
HR strategies from a CSR per-
spective is to manage and opti-
mise employee and stakeholder 
relationships, whether they are 
investors, public, government 
or any other stakeholder. It mat-
ters for employers because if the 
employees nurture their profes-
sional relationships, the business 
by default enhances its brand and 
reputation.
Studies by world renowned HR 
consultants indicate that invest-
ment by corporate sector in dis-
charging CSR gives sometimes 
even better returns than pat-
ent and technology. These are 

intangible benefits to the corpo-
rate which allow them to sustain 
for long time in their corporate 
history. HR as a function has a 
special role to ensure that the 
company must reflect a culture 
where philosophy is “business of 
doing business is something be-
yond business” and that is com-
munity relation based on CSR.

Concluding Remark
Public sector enterprises have un-
doubtedly played a crucial role in 
saving the country from the va-
garies of the global economic cri-
sis and contributed in making of 
modern India. During the global 
slowdown, where the large mul-
tinational companies almost went 
bankrupt, our PSUs performed 
better as compared to private 
entities. 
Competent and motivated em-
ployees help an organization in 
translating corporate objectives 
in to reality and good HRM prac-
tices can lead them to economic 
growth. It is better to infer at 
this stage that there has been 
paradigm shift in the concept of 
HRM itself. HRM in the past has 
become antique, what was yes-
terday is not being seen today. 
Organization not in favour of 
change shall decay and become 
extinct with time. 
Considering the latest best prac-
tices in HRM, SCOPE has orga-
nized International HR Summit. 
Faculty has been drawn from ex-
perts like industry, professional, 
researchers and others. Panel 
discussion has also been planned 
on spot. The lesson learnt shall 
be shared after the program for 
improving professionalization 
and for adaptation of best prac-
tices in HRM by public sector 
enterprises.

ARTICLE
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Auditorium 

The centrally air-conditioned SCOPE Convention Centre at SCOPE Complex, Lodhi Road, 
New Delhi provides excellent conference facilities to PSEs, Govt. Departments, Autonomous Bodies, 
Institutions/NGOs etc. The Auditorium and other Conference Halls are equipped with projector and 
screen facilities, sound & light control room with recording & P.A. facility, etc.  Details of the capacity of 
the Auditorium and other Halls, which are available on nominal tariff are given below.

The Auditorium having capacity of 310 persons (300 
Chairs + 10 Nos. Chairs at stage) capacity equipped 
with mikes on dias and podium on stage.

Mirza Ghalib Chamber 

The chamber having capacity of 108 persons (102 
Nos. Chairs + 6 Nos. Chairs on Dias) equipped with 
mikes on table, dias and podium.

Tagore Chamber

The chamber having capacity of 92 persons (86 
Nos. Chairs + 6 Nos. Chairs on Dias) equipped with 
mikes on dias, tables & podium.

Bhabha Chamber

The chamber having capacity of 44 persons (24 Nos. 
Chairs on round table and 20 Nos. Chairs on sides) 
equipped with mikes on dias, tables & podium.

Fazal Chamber

The chamber having capacity of 25 persons (15 Nos. 
Chairs on round table and 10 Nos. Chairs on sides) 
capacity with board room type sitting arrangement 
equipped with mikes.

Conference Facilities at SCOPE Convention Centre
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Business Centre Annexe II

The Business Centre having capacity of 7 persons 
equipped with multi point Video Conferencing 
System (1+3), at three locations at a time for National 
& International both.

Banquet Hall

The banquet hall having capacity of 500 Persons for 
the purpose of lunch & dinner.  Sitting arrangement 
could be done for 90 persons.

Annexe I

The Annexe-I having capacity of 25 Persons.

The Annexe-II having capacity of 25 Persons.

Tansen Chamber at UB

The Tansen Chamber having capacity of 50 persons 
having stage and podium.

Amir Khusro Chamber at UB

The Amir Khusro Chamber having capacity of 50 
persons having facility of stage and podium.

For Booking & Tariff details please contact

1st Floor, Core No. 8, SCOPE Complex, Lodhi Road, New Delhi - 110003 Phone: 011-24311747, 011-24360101 •  Fax: 011-24361371
STANDING CONFERENCE OF PUBLIC ENTERPRISES

Mr. Nitin Kulshrastha, Asst. Manager, Engineering (Elect.) 
Mobile: 9313989067  •  Email: scope.convention@gmail.com

Mr. M. L. Maurya, GM (Tech.) 
Mobile: 9313375238
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Conference Facilities at SCOPE Minar Convention Centre

Convention Hall

SCOPE Minar, an architecturally conceived in the form of two high rise curvilinear  tower blocks sitting on a four 
storey circular Podium Block, is strategically located in Laxmi Nagar District Centre, Delhi -110092 and housing 
around 40 PSEs of repute. It is one of the known buildings of East Delhi. It has a very size Reception Foyer giving 
ambience look inside the building. There is a green environment all around the SCOPE Minar with large size 
planters all around.  The building  is also having state of art Convention Centre, comprising four halls i.e.

A large sized Convention hall having sitting capac-
ity of 300 delegates. Various seminars, training pro-
grammes, presentations, get to gather etc. are con-
ducted in Convention Hall. It provides ambient and 
peaceful environment for the programmes. 

VIP Lounge

VIP Lounge having sitting capacity of 60 delegates. 
The executives and higher level officers, Directors, 
CMDs can use it as waiting lounge also.

Meeting Hall

Meeting hall having “U” shaped table, with a meet-
ing capacity of 65 delegates.Most widely used for 
small size meetings and training programmes, 
group discussion, power point presentations etc. 

SCOPE Academy of Public Sector 
Enterprises

SCOPE Academy of Public Sector Enterprises 
(APSE) conducts induction level programmes for 
PSEs executives.  It has three training halls, one 
with capacity of 40 persons and two halls with ca-
pacity of 30 persons each for training purpose.  

There is a  wide space for vehicle parking that cater for a capacity of 700 cars, including the newly built good quality Banquet 
Hall wherein 300 delegates can comfortably dine at a time, makes it special to deliver an all-round conducive meeting envi-
ronment .

For Booking & Tariff details please contact
Mr. M. L. Maurya, GM (Tech.) (M) 9313375238  and Mr. Shubh Ratna, DCE(C), SCOPE Minar

(M) 9873398242, (O) 011-22458176, 22458178  •  Email: scopeminar.convention@gmail.com  •  shubhratna@yahoo.co.in
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Ms. Anita Kapoor 
Manager(SFCA)
(M) 9810648197, 24360559
e-Mail: sfcascope@rediffmail.com

Mr. S. K. Sharma
(M) 9891781484, 24365739
e-Mail: sfcascope@gmail.com

SCOPE had set up an Arbitration Cell known as 
SCOPE  Fourm of Conciliation  and  Arbitration 
a(SFCA)  mainly to settle disputes between PSUs 
and its associates .  This was inaugurated on 9th 
January, 2004 by Shri Santosh Gangwar, the then 
Hon’ble Minister of State for Heavy Industries, 
Public Enterprises and Parliamentary Affairs, 
which was attended by the then Secretary, Ministry 
of Heavy Industries and Public Enterprises, Joint 
Secretary, DPE, CMDs and other senior officers of 
Govt. of India and PSUs.
SFCA has framed its own rules prescribing consoli-
dated fee structure and expenses with the assurance 
that arbitration proceedings shall be completed in 
the shortest possible time and shall be more eco-
nomical in comparison to other institutions. A 
panel of expert Conciliators and Arbitrators has 
also been drawn which consists of retired Judges 

of Supreme Court, High Court, retired Secretaries, 
Joint Secretaries of Govt. of India ,  Chief Executives, 
Directors and senior officials of Govt. of India 
and PSEs, besides Advocates and C.As and other 
professionals.
The Forum has its own infrastructure with a spa-
cious Arbitration Hall having sitting capacity of 15 
persons with all the modern facilities such as projec-
tor for live projection of record of proceedings on a 
large screen with free service of  mineral water, tea/
coffee and biscuits.  High tea and lunch can also be 
arranged by the Forum on request in advance at the 
cost of the parties by authorised caterer of SCOPE.
PSUs are requested to advise the concerned of-
ficials to avail facilities of the Forum and re-
fer cases to SCOPE Forum of Conciliation and 
Arbitration(SFCA).

For further details please contact For booking and tariff details please contact

1st Floor, Core No. 8, SCOPE Complex, Lodhi Road, New Delhi - 110003 Phone: 011-24311747, 011-24360101 •  Fax: 011-24361371
STANDING CONFERENCE OF PUBLIC ENTERPRISES

Mr. M.L. Maurya, General 
Manager (Technical)
Mobile No.9313375238.

SCOPE Forum of Conciliation and Arbitration (SFCA)
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