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EDITORIAL

As we look back on all the people and organization
development interventions that we have partnered with
organizations for across industries in the past 2 decades
in India, there are a few vital insights that emerge.

The atomic Power hero - InspireOne technology's
Master-O technology talks about the power source of
effortless skilling through byte size learning.
All of the above can be leveraged based on the role
played by the HR leaders. The newsletter, therefore,
above all is an acknowledgment of the contribution of
the unsung and emerging heroes of corporate
transformation - the HR leaders.

Mitochondrial Ninjas at
your Service

Master-O: Evolving Skills
in the Digital Age

A tribute to the new
emerging human resource
professionals who are not
just surviving but rather
have evolved and are
driving the businesses to
perform by building mul genera onal human
capital.

The gra fying business
results empowered by
employee engagement is
enlivened through the
“Mitochondrial Ninjas at
your Service”.

Know how digital
technologies will con nue
to make skill development
eﬀec ve, engaging and
eﬀortless.

Arming the Modern
Samurai Heroes with
TACK Solu ons
Responsible for top line
business performance,
the sales force heroes
come alive through
“Arming the Modern
Samurai Heroes with TACK
solu on”.

Talent Framework Case Study
Business transforma on journey of an automobile company.
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Emerging Timeless
Heroes

DIGITAL LEARNING

The role of Human Resource leader - the ones who want
to create business impact and emerge as business
leaders themselves - is nothing short of that of a
Superhero.

The other stories will focus on the emerging trend of
“Customer Oriented” way of selling to create force
multipliers in terms of sales capacity and capability, a
business transformation journey of an automobile
company based on the deployment of a talent
framework.

SALES SOLUTIONS

The cover story expounds on our key insight / response
to the question “What were the critical success factors”
in the initiatives that did well?” Apart from the
traditional CSFs of having measures of success,
leadership sponsorship, energy and the right business
reason for doing the interventions, we realized that key
CSF was the hitherto unrecognized role of the HR leaders.
Sustainable business impact was only achieved in
projects where the HR leaders engaged with a business
mindset, drove us (literally up the wall at times!) for
contextualization, applicability and measures, cajoled
their own leadership team to stay the course, influenced
leaders across levels and held equity and credibility with
the business.

CASE STUDY

The articles of this issue of U&I elucidate some of those
insights.

And no mean superhero - superhero with multiple
superpowers - strategic insight, business acumen,
inspirational, influential, ability to align customer and
employee value propositions and to be heard and
listened to by all critical stakeholders! Being a partner /
consultant / support function is passé, HR leaders need
transform into business leaders.

LEAD STORY

From the
Editor’s Desk

Emerging Timeless Heroes
The Human Resource Leader

“Human Resources Isn't A Thing We Do. It's The Thing That Runs Our Business.” - Steve Wynn

T

he quote above, precisely elucidates the
transi on that the HR func on and leaders need
to make to ensure sustainable customer and
employee compe ve advantage for their organiza ons.
Empirical research suggests that the few HR leaders who
made this transi on, have enabled transforma on,
enhanced employee value proposi on and thereby
enhanced customer and shareholder value for their
organiza ons.
The excep on now has to become the norm. This
transi on is no longer a choice for HR leaders, it is a
compelling objec ve, if the func on has to leverage its
poten al as an enabler of strategy vis-à-vis an
administrator.
Discerning customers spoilt for choice, a ﬁercely
compe ve market place, innova on and communica on
at lightening speeds, all, require organiza ons to be agile
and responsive. The pivotal resource for bringing in
agility and responsiveness is the Human Resource.
The CEO and the CHRO, therefore, share a focus on one
essen al ques on: How do we architect a human capital
strategy that is aligned with business priori es and
capable of rapidly adap ng to a shi ing compe ve
landscape?
The opportunity therefore is not just for the HR leaders to
transform into business leaders it is also for all business
leaders to lead with a strategic HR mindset. This Cross
pollina on of leaders and mindsets will be the game
changer.
The HR func on and leaders have to take center stage
and play lead roles. They have to grab the opportunity to
be the “heroes” and not restrict themselves any longer to
the realm of being “the support cast” (func on).
They have the unique advantage of having talent and
business related insights and having a place on the table.
The share of voice on the table has to be increased. As
per a research conducted by Henley Centre for HR
Excellence, right skills and human capital seem to be the
number one concern of a CEO.

I 02

Considering the compe ve edge that right workforce
brings to the market place makes it the most cri cal to
business. Expecta on from the human resource leader is
to go beyond the func onal agenda and on to more
strategic organiza on agenda.

Adop ng a Systemic Approach
In contrast to the func onal view of HR, a systems
perspec ve reemphasizes aligning the en re human
resource strategy to the organiza on strategy.

“HR leaders have to grab the
opportunity to be the ‘heroes’ and
not restrict themselves any longer
to the realm of being ‘the support
cast’ (func on).”
Establishing the interrela onship between the Customer
Value Proposi on and the Employee value proposi on.
The proposi on to be delivered to the customers will
decide the type of employees who will be able to deliver
that proposi on. Talent acquisi on should therefore,
focus on sourcing and assimila ng the desired talent.
Talent development should focus on the competencies
required to deliver that proposi on. Subsequently, the
performance management and incen ve compensa on
system must deﬁne desired employee behaviors and
reward those behaviors in meaningful ways when goals
are achieved. Equally important, the goals and desired
employee behaviors developed and rewarded by the HR
system are en rely focused on achieving cri cal business
priori es. The business aligned HR leader will also deploy
the right Employee value proposi on to ensure engaged
and value crea ng talent.
For a ﬁrm's HRM system to have a strategic impact, to be
a source of shareholder value, therefore, it is, crucial that
HR leaders develop the capacity for systems
understanding.
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“Developing Talent” and “Rela onship building”
behaviours tradi onally touted as being key
competencies for HR leaders are now hygiene level
competencies. High Performance behaviours for HR
leaders now include strategic thinking and problem
solving, Business Acumen, Inﬂuencing and Achievement
related behaviours. All competencies required for
Business Leadership not func onal leadership.

Inspiring
People

Achieving
Excellence

Dave Ulrich, a University of Michigan professor and a
leading consultant on organiza on and talent issues
conducted research with several C- Suite candidates
across industries for almost a decade. The research team
examined scores on three categories: leadership style, or
how execu ves behave and want to be perceived in
group se ngs; thinking style, or how they approach
situa ons in private; and emo onal competency, or how
they deal with such things as ambiguity, pressure, and

Achievement
Orientation
Competitiveness
Dependability
Detail Orientation
Initiative
Organized
Risk Orientation
Self Control

The Big Challenge - Oblivious to the
Paradigm Shi
Most HR professionals struggle for credibility in eyes of
their senior management and are rarely recognized as
strategic business partners. The gravity of the situa on
however lies in the fact that many HR professionals are
themselves oblivious to the paradigm shi that is taking
place with respect to their profession.
As is said a er every low there is a high. The big
challenge itself poses the big opportunity to change the
game. HR can choose to lead by example and can
con nue to be the “emerging and the here to stay” super
heroes of their organiza ons.

The Big Opportunity - Heroes of Organiza on
Performance
In spite of the historic bias against the CHRO func on, the
rising status of HR leaders is not en rely surprising. Over
the past 20 years Jim Collins and other management
theorists have focused on talent strategy as the prime
determinant of corporate success.
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“Most HR professionals struggle for
credibility in eyes of their senior
management and are rarely
recognized as strategic business
partners.”

Asertiveness
Authority
Decisiveness
Energy
Inﬂuence
Social Assuredness

DIGITAL LEARNING

HR leaders have tradi onally reported to the COOs or the
CFOs and lacked real inﬂuence in the C-suite. Today, they
o en report directly to the CEO and are the CEO's key
advisers. Companies while searching for HR leaders now
focus on higher-level leadership abili es and strategy
skills.

Aﬃliation
Concern for Others
Development
Sociability
Team Orientation

SALES SOLUTIONS

Analytical
Complexity
Innovative
Learning Orientation
Multi tasking
Vision

CASE STUDY

Engaging
Talent

LEADERSHIP TRAITS

Evolu on of the Human
Resource Leader as a Business Leader
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The Key ﬁnding: Except for the COO the execu ve whose
traits were most similar to those of the CEO was the
CHRO.

LEAD STORY

Finding and retaining the right people for
an organiza on is easy when every ac vity
is aligned to the Business Goal. The
systemic big picture is to a ract, develop
and nurture a workforce mapped to your
business strategy.

Creating
Strategy

risk taking. The prevalence of their abili es was gauged
among the diﬀerent types of execu ves.

EDITORIAL

Empirical work and experiences suggest that the failure
to appreciate these “subtle interac ons and unintended
consequences,” are the single greatest challenge facing
tradi onal HR managers as they make the transi on.
Organiza ons have o en witnessed star performers hired
from other companies not achieving the same level of
success in their environments. Let's take the case of a
mul -na onal recruitment for a Category head. One of
the key requirement was that the prospec ve employee
should be from one of the Top 10 Business schools with
experience in a fortune 500 company. A er intensive
search Human resources ﬁnds a “star performer”. With
the right track record the new employee has all the
makings of repea ng his stellar performance. However,
the new product, the market place and the organiza onal
culture somehow does not enable that
success and a discouraged and disgruntled
“star performer” ﬁnally leaves a er a short
tenure. A lose-lose outcome for the
individual and the organiza on.

The global corporate canvas today is ﬁlling up with
examples of HR leaders who have moved into business
roles and business leaders who have moved into HR roles
recognizing the poten al of impac ng business as an HR
hero.
“Ul mate responsibility of CEOs is to make sure that
what they ini ate will con nue and that they develop the
men and women who will carry on the work. So for me,
it's very logical to have former CHROs as CEOs, because
they have experience developing people.” Bernard
Fontana has served as CEO of the Swiss cement company
Holcim since 2012 - and earlier in his career he spent
three years as the chief human resources oﬃcer at
ArcelorMi al,
While words have power but real ac ons speak even
louder. The real HR heroes are already playing a very
cri cal role in shaping their Organiza on's Performance
in recent mes. Few of them share their journey here (in
this edi on of U&I). The case in point they discuss is
where through Human Resource interven ons a business
challenge was transformed and contributed to the
organiza on's success through inspiring performance.

Impac ng the Eco-System to show
EBITDA Result through Competency
Development
An infrastructure giant wanted to develop its
general managers to be able to perform as
strategically oriented and inspiring leaders. It was
felt that the growth envisaged for the company
would be possible only if the leaders were able to
develop a strategic view to innova on and
problem solving and inspire higher level of
performance from their teams. While the
mandate focused on the development of the
leaders, the HR leader Pankaj was very clear that
the right eco-system that supports the behavior
development also needed to be created. His
incisive understanding of his leaders and the
ecosystem and the drivers and barriers to their
development, enabled InspireOne to create a
comprehensive development journey aimed to
ensure and sustain business results. Pankaj's
involvement and insights helped InspireOne to
build and implement the journey and create the
desired business impact on the EBITDA and
desired proﬁciency levels for the leaders on
strategic thinking and inspiring. As an HR leader
who was connected to the business needs, the
ecosystem and his talent proﬁle, he was able to
keep development and business goals aligned.
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Achieving Business Performance
through Sales Force Training
A major player in the agri business wanted to
develop its sales force to enable growth in sales
through a service approach. It was felt that a
major diﬀeren ator for the company would come
through the level of service that it can provide
even during the sales process. Kalpesh,
organisa on development leader with the
company was very clear about and exac ng of the
solu on that InspireOne was designing. He
collaborated with IO with his insights on what the
actual customer experience should be and also on
what his sales team must experience during the
development process. His interven on helped
build relevance and business insight into the en re
solu on. His uncompromising stand on the quality
and applicability of the solu on ensured that
business results were evident in early days.
Adap on of the change by the sales team was
therefore faster and enduring. The power packed
workshops were eﬃcacious in achieving the
objec ves for both sales and service alike. Through
Kalpesh's and InspireOne's joint collabora on
some of the best modules in Sales and customer
care for the agri industry have been created.
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Case Study
Inspiring Performance - (InspireOne) IBM Talent Framework™ (MFG 6.0)

LEAD STORY

About the Company

N

CASE STUDY

amed as one of the most innova ve Indian
companies by Wall Street Journal, this
automo ve manufacturing company is one of
India's leading organiza ons. From total quality
management award to garnering highest customer
sa sfac on index (CSI) it ranks right up as one of the
most respected organiza ons of the country.

Current Scenario
The Key Challenge

Some of the other challenges that the company was
facing were - ar cula ng job descrip ons, deﬁning

I 05

The Solu on
Under this backdrop the IBM Kenexa Talent Framework
became a more viable op on. Since IBM Kenexa leads
the ﬁeld in competency-based, job speciﬁc, func onal
skills proﬁles, the Talent Framework enables
organiza ons to drive be er business outcomes by
quickly and clearly communica ng what 'great' looks like.
Addi onally, the Talent Frameworks are interna onally
benchmarked. With ready-to-use skills infrastructure in
place, the Talent Frameworks allows companies to focus
on itera on and valida on in customizing it to their
organiza onal needs, rather than developing content
from ground zero. U lizing the IBM Kenexa Talent
Frameworks saves considerable me and money.
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Other Challenges

Yet another other challenge was that of me -, the team
realized, that to internally build the framework and
implement a solu on from scratch, would require
minimum investment of 12 to 18 months with mul skilled and eﬃcient resources. This would also result in a
huge opportunity cost, hence was not workable.

DIGITAL LEARNING

Taking the lead, the Organiza on and Development team
explored mul ple op ons that would ﬁt their need. The
team was looking for a standard framework that would
accurately correspond to the roles and levels that exist
within the company for present and future contexts.
Ideally, the framework needed to be benchmarked with
interna onal companies and compe tors, as the
organiza on also operated in a global environment.

competencies and mapping proﬁciency levels for new
and future roles. Addi onally, the current LMS and other
ERP systems needed to get integrated with a robust
talent framework, so that there is a strong integra on via
technology that the organiza on had invested in. This
would also help in linking with direct needs of the
business.

SALES SOLUTIONS

In line with their strategy of business growth, the
organiza on was considering solu ons to impact their
talent deployment. The organiza on realized that while
the past was glorious, si ng on the ancient laurels is not
a progressive a tude in a vola le business environment.
Given the new market scenario, the past success formula
was no longer relevant. The external context had
changed and hence, the internal change to align with the
external change for compe ve advantage was required.
Talent was recognized as the key driver of this internal
change. The gap iden ﬁed was - a need for a more
scien ﬁc talent framework and process. As a large
conglomerate with mul ple products lines the roles and
responsibili es were becoming more complex. While the
leadership competencies were deﬁned, in par cular, the
technical roles and competencies were not in place.
Ge ng the best out of people was not possible without a
scien ﬁc base that deﬁnes and measures all
competencies expected of that role.

To meet this speciﬁc requirement of the organiza on, InspireOne oﬀered the IBM - Talent framework™ for
manufacturing job skills. The Manufacturing Talent Framework contains the following:
11 Job Families
Names
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

259 Jobs
# Of Jobs

3D Prin ng (Addi ve Manufacturing)
Administra on Manufacturing
Advanced Manufacturing Process
Engineering
Facili es & Plant Management
Manufacturing Opera ons
Manufacturing R&D
Quality Management
Safety and Security
Sourcing and Procurement
Supply Chain and Logis cs

Job descrip ons, proﬁle, primary responsibili es and
expected proﬁciency levels for incumbents in the role.

(09)
(13)
(13)
(53)
(22)
(43)
(28)
(25)
(14)
(10)
(29)

Mapped to each unique competency
tools for applying your framework
Learning reference
Interview ques ons
Development goals
Coaching ps
Performance wri ng assistance

380 Competencies
Technical
Manufacturing
Other func onal

96
134

Core /Founda onal
Business
Individual
Leadership
Management

45
42
41
22

IBM Manufacturing Talent Framework Library Overview

Scan the QR Code to know more about IBM Kenexa Talent Frameworks

Implementa on Methodology
To make the solu on framework more impac ul organiza on wide, Inspire One® / IBM oﬀered an enablement
workshop to familiarize the senior HRBP team with the func onality and applicability of the framework. This built the
conﬁdence of the team to use the framework eﬀec vely.

The Outcomes:
Till Date

Calculated Posi ve Impact

Reduced me from 18 months to 3 months
Solu on for all 39,000 employees of the company
Talent development process made sharper with
the competencies deﬁned in a clear and
measurable way.
Ÿ Work in progress to educate the managers to
integrate the framework within the management
processes of the company.

Talent Development

Ÿ
Ÿ
Ÿ

87%

Employee Engagement

80%

Talent Reten on

68%

Workforce Produc vity

65%

Sourcing & Recrui ng

60%

Learn more about our talent framework and other solu ons.
Log on to h p://inspireone.in/leadership-development/ or simply scan the QR code
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The objec ve remains unchanged - enhance revenues.
But the rules of the game have changed.

TACK's focus on the last few years has been to create,
design and deploy solu ons that allow that ﬂexibility of
sales skills and also focus on the non-sales people as
being the game changers. Some of the solu ons that
TACK has worked are shared here.
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A global, enterprise communica on giant undertook
an organisa on wide ini a ve for its delivery
managers. To understand and deliver on their roles as
partners for upselling and cross selling, through the
trust, value and insights established during the
process of delivery.

We at Kaspersky Lab, South Asia, are primarily a Sales & Marke ng unit that deals with customers around the
clock. Con nuous communica on with our customers and business nego a ons are cri cal. Undertaking
the Communica on & Nego a on workshop through TACK Interna onal (InspireOne) helped us to iden fy
improvement areas and also take the correc ve steps in plugging the gaps thereby enabling us more capable
in handling customers, customer issues and in nego a ng with our customers to our advantage. The fact that
teh IO team had a thorough, in-depth insights of stakeholder need, background and market condi ons
coupled with TACK's subject ma er knowledge helped in making the programme very prac cal, relatable,
bespoke and thereby... very successful.”
MD South Asia, Kaspersky Labs
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Client Speak

“The ‘sales team’ may no longer be
restricted to the ‘sales people’ it
encompasses the ENTIRE
ORGANISATION.”

DIGITAL LEARNING

1. The customer's ﬁrst moment of truth is the sales
interac on. Promises are made in that moment of
truth, compe ve advantage is established, trust is
established, value commitment is made. The major
breakdown in delivery happens in the transi on
between what is promised and what is delivered. The
sales force have to be aligned to the Customer Value
Proposi on and the authen c delivery of it. The sales
person has to take on the responsibility of the
“delivery of the promise” vis-à-vis being the “charming
suitor” alone.

a. Repeat sales is enabled by the sales team through a
customer oriented approach - to understand the
pulse of the customer, the pain points and the
strategy of the customer. Relevant customer
focused cross and upselling moving away from “this
is what we have to oﬀer” towards “this is what will
help you be successful”.
b. Repeat sales is also enabled through the delivery
team that understands that responsiveness and
customer focused problem solving will largely
decide if the customer is going to buy again. So
delivery has to have a goal of repeat sales.

SALES SOLUTIONS

Like the samurais whose armour is designed for mobility
in the ba leﬁeld; a strong sales team too needs to be
armed with skills designed to give ﬂexibility in the sales
playﬁeld. Addi onally the ‘sales team’ may no longer be
restricted to the ‘sales people’ it encompasses the
ENTIRE ORGANISATION. The sales capacity and capability
becomes the mul plier just by shi ing the paradigm to
“every one sells in a customer focused way”.

2. Exis ng Customers create higher value than new
customers. Nothing earthsha ering there. How
exis ng customers can be converted into customers
for life, involves cross pollina on of the service
mindset in the sales force and the sales mindset in the
service and delivery sales force.

CASE STUDY

he vola lity and complexity in the business
environment are crea ng high levels of
uncertainty for buyers and sellers alike. The
Corporate Execu ve Board reports that globally, most
leaders expect a major change in their environment in
the coming six months. The already ﬁerce world of sales
becomes even more treacherous. If that was even
possible!

LEAD STORY

The “Customer Focused” Sales landscape - undeniably the only way to grow.

EDITORIAL

Arming the Modern Samurai Heroes with
TACK Solutions

EDITORIAL

Master-O: Evolving Skills in the Digital Age

G

overnments across the globe are rebalancing
growth by focusing more on domes c demand
rather than on global requirements.

Changing Landscape of Skills

Yet, while certain hard skills would lose importance over
me, other types of skills are likely to evolve because of
technological disrup ons, such as robo cs and machine
learning.
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How does this Aﬀect Skill Development in
the Future?
In addi on to the changing landscape of skills and
advances in technology, the key factor that is also
disrup ng how employees develop skills is the perceived
lack of me.
According to behavioral psychologist B J Fogg at Stanford
University, me is a cri cal factor in our percep on of
how to complete a task. A task such as skill development
is likely to be perceived as a “never ending task” or a
“task which takes a long me to complete.” This is also
evident in the seemingly low comple on rates of various
MOOCs despite them providing courses from the best
professors and prac oners across the globe.
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ENGAGEMENT

In the case of technology related skills, for ﬁelds such as
autonomous driving, augmented /virtual reality, machine
learning, many believe that the full impact of these
technologies to business models and hence employability
skills is evolving at a fast pace but is yet to be fully
realized. This would imply that for a vast number of
tradi onal technology skills, their relevance would fast
decay, as also men oned in Deloi e’s 2017 Global
Human Capital Trends report.

Hence while demographic and technology
transforma ons will render a whole list of tradi onal
skills as irrelevant, a vast number of skills will evolve over
me and some may con nue to have perennial
importance.

DIGITAL LEARNING

It is no wonder then, that many tradi onal skills are now
facing a very real and imminent existen al crisis. To put
this in context, the latest report tled “The Future of
Jobs” by the World Economic Forum cited that on
average, by 2020, more than a third of the desired core
skill sets of most occupa ons will be comprised of skills
that are not yet considered crucial to the job today.

For instance, in professional services, the ability to build a
story through data analysis and collaborate across virtual
interac ons with peers will be the key to increasing the
revenue per employee metric - a cri cal produc vity
metric in the industry.

SALES SOLUTIONS

A farmer in rural China cannot aﬀord to not have a
smartphone with Internet access to ﬁnd weather updates
and El Nino condi ons and it’s impact to the crop yield. A
job aspirant wan ng to interview with IBM’s cloud
compu ng business in India would be well advised to
learn a course on Machine Learning. A new rela onship
manager at a bank ought to understand how blockchain
can transform his bank’s transac ons making ﬁnancial
services more secure and dynamic.

“By 2020, more than a third of the
desired core skill sets will be
comprised of skills that are not yet
considered crucial to the job today.”

CASE STUDY

At the same me, the pace of digital transforma on
con nues to disrupt tradi onal industries implying that a
skill development ini a ve is likely to fail if it does not
have a digital approach at its core. The current state of
the job market demonstrates this aptly.

Such disrup ons that completely replace exis ng
occupa ons and job categories are likely to subs tute
speciﬁc tasks, freeing workers to focus on new tasks and
leading to rapidly changing core skill sets in these
occupa ons.

LEAD STORY

“To think protec onism is becoming prevalent in an increasingly digital (and borderless) age is quite
paradoxical!”

To further exacerbate the “percep on of me” problem,
we perceive ourselves to be increasingly more busy today
than we have ever felt in the past:
1. Some studies suggest our a en on span is actually less
than a goldﬁsh at eight seconds
2. In certain jobs, a worker has as li le as one to three
minutes of idle me which appear throughout the day in
10 to 15 instances
3. We spend as li le as 1% of our me on learning,
amoun ng to just 24 minutes in a week!
In such a scenario, not only are our requirements to learn
new skills perennial, but our me to learn is increasingly
shrinking!
Fortunately, learning approaches are rapidly evolving
from relying on just ﬁ ng learning content into any carry
able or wearable device to approaching learning from a
mul -disciplinary perspec ve.
For instance, the concept of bite sized learning has been
around since the advent of eLearning (or at least since
the ini al drawbacks of eLearning were iden ﬁed).
However, only now have we realized that true bite sized
learning is not just about reducing content to ﬁt within a
device, but equally about how user experience inﬂuences
the way content is consumed, how game design blends
with learning content to increase engagement and also
how behavioral psychology helps to nudge a learner to
complete a goal in small, and incremental steps.

To that end, Fitbit is a great example of how a product
can blend wearable technology with behavioural science
to help improve ﬁtness. A er all, ﬁtness can also be
viewed as a skill through which you can achieve your goal
of losing weight, increasing muscle, etc.
In a similar manner, skill development for nearly every
discipline will have to take three things into
considera on:
1. How to reduce the perceived lack of me (think
behavioral science)?
2. How to make learning a fun ac vity rather than an
“added chore” (think game design)? and
3. How to increase the relevance of a skill instantly rather
than imminently (think microlearning or what I like to call
microskills?

“Studies suggest our a en on span
is actually less than a goldﬁsh at
eight seconds”
As the concept of lifelong learning takes centerstage,
governments, companies, individuals and learning
providers will con nuously evolve their approach
towards skill development to take advantage of the
underlying changes in the skills landscape. To further fast
track this approach, digital technologies will con nue to
provide new found advantages that have the poten al to
make skill development more eﬀec ve, engaging and
possibly … eﬀortless.

Master-O : Improve Skills, Eﬀortlessly
Master-O is a mobile solu on that makes learning eﬀortless and
improves business performance by combining learning content,
game design and behavioral science.

Instant and
addic ve game
designs

Interac ve learning
content
(Microskills™)

Analy cs for
u liza on and skill
gap analysis

Authoring tool
for custom
content

Learning campaigns
with leaderboard,
points and badges

Visit us at for www.masteroapp.com learn more or write to us at hello@masteroapp.com and we
would be delighted to connect with you.
Scan the QR code to get a live experience of Master-O from your phone
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EDITORIAL

Mitochondrial Ninjas at your Service
The powerhouse - engaged & inspired employees

So what are the Mitochondria for organisa ons? Engaged
and inspired employees. While knowing that answer may
not involve rocket science, knowing how to keep
employees engaged and inspired needs a supernormal
ability to gauge the pulse of this mitochondria, unique
insights basis what the pulse communicates and then the
agility to respond and act. The stakeholders uniquely
posi oned to have all these “superpowers” - the HR
leaders - the emerging and meless heroes.

“80% of the market value of
businesses is now accounted for by
its “non-physical intangible assets.”

Engaged Employees - The Mitochondrial
Ninjas of Organiza ons

The Future is here - Enter the Millennial
Ninjas

This necessitates us to re-look and reorganize our ways of working that take
into considera on how we engage
into more adult-to-adult conversa ons
and rela onships at our workplace,
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ENGAGEMENT

Of course, it is more complex than that. We now have
millennials occupying 70 per cent of the workforce. They
are demanding more collabora ve
workspaces that give them greater
autonomy and responsibility. They are
looking for work that makes a
diﬀerence and is linked to larger
purpose.

DIGITAL LEARNING

It is es mated that 80% of the market value of businesses
is now accounted for by its “non-physical intangible
assets”. When these assets - the people - are engaged at
work, they become the powerhouse of any organiza on.
However, the lens that we adopt for unravelling the
problem of why employee engagement prac ces do not

Most organiza ons compulsively focus on the culture
change itself at the expense of recognizing what, in
principle, engages people and creates real value with
customers. Employee engagement, more o en than not,
gets personiﬁed as a parent-child rela onship, and like a
petulant or mischievous toddler, people do not want to
play and disengage.

SALES SOLUTIONS

M

get embedded or create impact in the organiza on's
ecosystem is that of a 20th century context. The idea of
an employee engagement interven on is that of it being
a top-down ini a ve, commanded, controlled and
hierarchically distributed among the top leadership
alone. The demerit of such an approach lies in its
mechanis c view. This results in the change being
perceived by people as something that is 'done to them'
and hence, is resisted.

CASE STUDY

itochondria are ny organelles living inside
our cells. Tiny looking, but of massive
signiﬁcance. They are responsible for
producing most of the cell's energy through a chemical
process. What would life be without them? Well,
scien ﬁcally speaking, there wouldn't be any because
without mitochondria, higher animals like us would
possibly not exist as our cells would be incapable of
producing the oxygenated energy.

LEAD STORY

“Mitochondria is the powerhouse of the cell”

diﬀerent organisa onal cultures and structures, that align
with how people really are, rather than what they do.
We need a paradigm shi that recognizes the signiﬁcance
of the mitochondrial ninjas and puts them ﬁrst. The
results of such a shi can be gra fying to the
organiza on's business results. And it can be done. All it
takes is courage and leadership that is transforma onal.

‘
Pu ng People First ’
As early as in the 1980s, Bri sh Airways' chief execu ve,
Sir Colin Marshall, foresaw what is s ll unrecognized by
most. Sir Colin Marshall recognized that the heart of
engagement & produc vity lies in pu ng his people ﬁrst
(derived from TMI's concept of Pu ng People First ).
What followed was unparalleled business results that
transformed Bri sh Airways from a loss-making state
enterprise into the world's largest
and most proﬁtable interna onal
airline. (Grugulis and Wilkinson,
2001)

So how can we Move Employee
Engagement From Being a Mirage to a
Reality at all Times?
Enablers of engagement have researched for decades and
are known to all and sustainable engagement is s ll a
mirage. While the volumes of research indicates the
drivers of engagement, what they do not take into
account I that the playing ﬁeld has changed.
Engagement can no longer be restricted to being an
“annual event”, triggered by a survey and followed by
ac on planning for the rest of the year. The mitochondria
of today's organisa ons are far more dynamic, they need
constant s mula on and what s mulates or engages
them is also dynamic.
Therefore the cri cal success factors for engagement in
yester years are no longer relevant.

“

We can't solve problems by using
the same kind of thinking we used
when we created them.”
- Einstein

In more recent mes, HCL
Technologies adopted a similar
philosophy to transcend business
results. With their 'Employees ﬁrst,
customer second' business philosophy, Vineet Nayar,
CEO, has turned the tradi onal management hierarchy
upside down.
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Engagement and inspira on is almost like a real me
ongoing relentless agenda. Annual Surveys are not
enough, constant pulse checking - LISTENING to the
VOICE of the employee at all mes is a must. One me
root cause analysis will not work, ongoing ANALYSIS is the
need. One me ac on planning is ineﬀectual, constant
response and ACTIONS are needed.
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EDITORIAL

Transcending Business Results through your Mitochondrial Ninjas
Organiza ons are:

LEAD STORY

Inves ng in Big Data and analy cs to become data-driven

Being more agile and driving change on a more consistent basis

CASE STUDY

Finding employees today are demanding more transparency & honesty

Listen

Pulse

Onboard

Exit

Poll

Recogoni on

83% of employees said they
would par cipate in an employee
listening program*

Act

62% of baby boomers surveyed
believe management will act
on their input, compared to 78%
of millenials*

HR prac oners who use mul ple
listening methods rated thei r
organiza onal performance and
reputa on 24% higher than those
who do not*

*“Amplifying employee voice: How organiza ons can be er connect to the pulse of the workforce,”
IBM Ins tute for Business Value and IBM Smarter Workforce Ins tute, October 2015.

Learn more about crea ng your workforce of mitochondrial ninjas by partnering with InspireOne | IBM
Engagement Surveys - h p://inspireone.in/employee-engagement-survey/ or scan the QR code
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ENGAGEMENT

Con nuously listen, analyze and act on employee insights to improve business performance.

DIGITAL LEARNING

Census

Analyze

SALES SOLUTIONS

InspireOne | IBM
Employee Voice

Unwind with Dilbert and Toxy
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