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What Employees Want: 
Cos, Staff are Poles Apart 
Employees and employers are not on the same wavelength in 
terms of  what attracts people to a job and what makes them 
stick, reveals the latest Talent Management and Rewards 
Study for India, carried out by Towers Watson, American 
global professional services firm.

“Employers are very slow to respond while employee 
mindsets change very fast. Once employers have a policy, 
they stick to it for some time, but employees react to factors 
like economic uncertainty,” says Vivek Nath, Towers Watson 
India managing director.

The survey reveals half  of  the organisations do not inform 
their top talent and high-potential employees about their 
status, a trend that gets reflected globally. “This could be 
indicative of  the differentiation not reflecting in their 
reward and development programmes,” says Nath. 

Altogether 96 companies participated in India while the 
employee database exceeded a 1,000. Excerpts from the study.
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are employee priorities that don’t feature in the employer’s view)
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Mumbai: Led by Arun Duggal, former chairman of
Shriram Capital, a battery of corporate heavy-
weights including Keki Mistry of HDFC and Satish
Reddy of Dr Reddy’s Laboratories is coming togeth-
er to set up a forum for directors. The group, which
also includes stalwarts like Saroj Poddar of Ad-
ventz Group, Rashesh Shah of Edelweiss Financial
Services, Shailesh Haribhakti of DH Consultants
and Harsh Goenka of RPG Enterprises, is seeking
to improve the quality of board-level governance in
Indian industry.

The forum is being set up under the aegis of the
Ficci Centre for Corporate Governance, at a time
when new corporate rules have substantially
changed the responsibilities of directors, especial-
ly independent directors, putting far greater onus
on them. There is also a push within Indian indus-
try to improve the quality and effectiveness of cor-
porate governance, and in the process instill confi-
dence in investors.

“The objective of the forum is to enhance the cor-
porate governance practice and standards by hav-
ing better-informed and more-engaged board mem-
bers,” said Duggal, who is the chairman of Ficci
Centre for Corporate Governance. “The Companies
Act 2013 and Sebi guideline have provided a struc-
ture and hardware for governance. What we want to
provide is the software of information, knowledge,
insight and peer learning for board members to be
more effective.”

Membership will be strictly by invitation. The fo-
rum plans to start by inviting board members from
the top 200 BSE companies. 

It is looking to have 500 members within a year and

1,000 in a couple of years’ time.
“Under the new Companies Act, responsibilities of

directors have gone up substantially… overall, the
importance of independent directors has also gone
up a lot and independent directors are asking what
they need to do and how,” said Rashesh Shah, chair-
man and group chief executive at Edelweiss Finan-

cial Services. “This forum will help make independ-
ent directors become a lot more resourceful and help
improve overall board effectiveness in the country,”
he added. This will also help them network and give
them access to a Directors’ Resource Centre.

Former Planning Commission secretary Sudha
Pillai, who is an independent director at several
companies, said the forum will be like a finishing
school. “Well-polished and well-groomed directors
will be the contribution,” she said. It will also look at
the issue of board diversity, Pillai added.

Among the programmes the forum will offer is an
optional four-day board effectiveness course in as-
sociation with the Indian Institute of Management-
Ahmedabad, led by director Ashish Nanda, and
Harvard Business School.

There will also be a Directors’ Resource Centre es-
tablished at Ficci-CCG, which would arrange pre-
liminary advice on governance, legal, financial and
strategic issues as well as other board matters 
for its members.

The resource centre will act as a confidential plat-
form to connect the members seeking advice from a
panel including experienced professional experts
(such as eminent lawyers, accountants, bankers,
consultants, etc.), board chairmen, committee
chairmen and experienced independent directors.
The Directors’ Forum will periodically organise
meetings of members with special common inter-
ests. It will organise annual off-site meeting to delve
into strategic issues, galvanising board effective-
ness, international best practices, etc.

“My experience of different kinds of boards tells
that the performance of boards in the country, in
terms of quality and effectiveness, generally can-
not be said to be of very high order, of course with
exception of some high-quality boards,” said MS
Verma, former chairman of State Bank of India,
who is also a member of the forum. If India wants to
attract investment, the standard of corporate gov-
ernance must improve to make investors feel confi-
dent, he said. “This is what has prompted us to pro-
vide a platform where directors can look for
assistance and guidance.”

In the next two-three years, the forum expects to
yield results in the form of more engaged and in-
formed board members and provide a lot of motiva-
tion to people. 

Now, a Finishing School for Directors
HIGHER STANDARDS Directors’ Forum, formed by corporate stalwarts, aims to improve quality of board-level governance and effectiveness

Our Bureau

Mumbai: Only 10% of employees
define success at work as high per-
formance, says a global career sur-
vey by Right Management, reveal-
ing the disconnect between
employee aspirations and per-
formance demands of employers.

The survey found that 45% of re-
spondents rank work-life balance
as their number one career aspira-
tion, and the top definition of
workplace success is enjoyment
and happiness.

“People are happy and engaged at
work when they are inspired,” said
Shakun Khanna, country head of
Right Management in a release.

Understanding employee career
motivations and aspirations is key
to creating a high performance
culture that motivates individuals
to do their best work.

“When individuals experience ef-
fective career development
through ongoing career conversa-
tions with their managers, they
are more likely to be engaged, mo-
tivated and ready to take on new
challenges,” he added.

The survey also found that the
percentage of employees aspiring
to achieve work-life balance, is
more than double the number of
employees that rank being the best
at what they do (17%) as their top
career aspiration. In Europe, 55%
of employees aspire for work-life
balance, followed by Asia Pacific
(37%) and North America (35%).

Interestingly, millennials (14%)
are least likely to aspire to be the

best at what they do as compared to
baby boomers (22%) and Gen X
(17%). Only 3% of employees 
globally aspire to achieve a promi-
nent position.

Overall, 26% of employees define
success in the workplace as enjoy-
ment/happiness, followed by sala-
ry (19%), doing the best work
(18%), respect and recognition
(15%) and high performance
(10%). High performance ranks
lowest in Europe (8%) and highest
in Asia (14%) and with 12% in

North America.
The survey also

found that leaders
need to show re-
spect, with 53% of
employees saying
respect for their
knowledge and ex-
perience is their
top expectation of
leadership.

Others include
mutual trust (51%),
transparency
(37%), learning and
development (32%)
and a relationship
of equals regardless
of job title (30%).

In Europe, mutual
trust is the top ex-
pectation of leader-
ship. The expecta-
tion for learning 
and development op-
portunities ranks

highest in Asia (34%), followed 
by Europe (32%) and North Ameri-
ca (29%). 

The Global Career Aspiration
Survey was commissioned by Right
Management in Q4 2014 to better
understand career motivations and
how perceptions and motivations
are shifting in the workplace.

The survey covered 1,225 respon-
dents in Canada, the US, Belgium,
France, Germany, Switzerland, the
UK, Australia, India and Singapore.

Work-Life Balance
is the Highest
Career Aspiration 
Employees define
success in terms of
enjoyment rather 
than performance 

14%
Millennials
aspire to be
the best at
what they do

3%
Aspire to
achieve a
prominent
position

53%
Expect
leaders to
show respect
for their
experience

WAYS 
TO

Communication is key in any kind of re-
lationship — personal or professional. A 
breakdown in communication can ham-
per an individual’s productivity as well 
as that of the organisation, and should 
be resolved at the earliest. In a few cas-
es, the team member and leader can set 
things right. But in extreme cases, in-
tervention from the HR department is 
the only way out. At all levels, a bal-
anced mind without any prejudices is 
very helpful, suggests Prachi Verma.

Admit the Error 2
Be open in admitting the error in com-
munication, and face it by communi-
cating to your team leader. “Do not ac-
cept the ‘silent treatment’ as a way of 
life. Use the two magical words ‘Let’s 
talk’,” says Hamsaz Vasunia, head, HR 
at DCB Bank. The e-mail route is best 
avoided.  Have a face-to-face conver-
sation instead.

3 Don’t Get Emotional
Be practical. From the assessing the 
breakdown in communication to ad-
dressing and resolving the problem, 
one has to be open and calm. “Some-
times, excessive emotions stop the ra-
tional brain from functioning. So keep 
your anger or frustration in check. Talk 
it out when you feel more balanced,” 
says Vasunia. “Share your views with 
your team leader in a logical manner,” 
says Keyuri Singh, vice president-HR, 
Blue Star Infotech.

4 Iron Out Issues
“Your team lead will be equally keen to 
resolve the situation as it affects the 
work environment for the entire team,” 
says Padmanabhan. One should take 
the lead in confronting the manager, 
adds Singh.

Acknowledge the 
Breakdown

1

A thorough analysis before concluding 
a communication breakdown is essen-
tial for an executive as well as the 
team. An error in communication can 
occur at your end or that of the team 
leader. Be rational while defining the 
cause of the breakdown. “If your team 
lead was at fault, point it out in a 
subtle way and move on,” Murali Pad-
manabhan, VP & Global Head of L&D, 
Virtusa Corporation.

5 Escalate the Issue
When everything fails, it is best for the 
human resource team to step in, as a 
breakdown in communication can im-
pact the whole organisation. “Discuss 
the situation in a dispassionate manner 
with the HR without getting personal. 
Get the HR to set up a three-way com-
munication with your and the team 
leader,” suggests Padmanabhan. 

Deal with a 
Breakdown in 
Communication 
with the Boss 

Directors’ Forum
What is it?
A peer group of corpo-
rate board members 
from large, prestigious 
companies in India 

It is an independent 
membership-based 
forum that offers many 
levels of engagement to 
serving board members 
to be part of a network 

Who will be 
a part of it?
Board chairmen, com-
mittee chairmen, inde-
pendent directors and 
executive directors

What is its 
objective?
To enhance corporate 
governance prac-
tice and standards 
in India, by having 
better informed and 
more engaged board-
members 

This in turn is ex-
pected to enhance 
investor confidence 
in corporate 
governance 

It is seen contribut-
ing to higher market 
valuations of Indian 
companies

The aim is to create a neutral, high-quality 
platform for board members to exchange 
views and information, to network and also 
seek advice from subject matter experts

Arun Duggal 
Chairman, Icra & FICCI Centre for Corporate Governance

SPRUCED UP

In two to three
years, the 
forum expects
to generate
more engaged
and informed
board 
members
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