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'Human Resources'- the magic
words are murmured by everyone
in one context or the other. All
businesses around the world are
continuously looking for better
ways to recruit smart brains.
Much has been said and written
about the factors behind the HR
factors. Many companies are con-
sidering some innovative ways to
impart skills, train, re-train and
motivate employees as they are
the key issues. Why then in a
country like India, recruitment
melas are looked at as prestigious
events while turnovers are more
for every quarter in companies
engaged in IT /ITES,
Construction, Engineering,
Manufacturing and the like. 'The
right man for the right job' may be
the HR mantra. On the lines of
this saying, candidates are inter-
viewed; the good or better among
the brain pool is offered the letter.
All is good for the first few months

and slowly from somewhere a pun-
gent smell of dissatisfaction
spreads across the corporate floor.
Where does the innings start? The
functioning style of management,

the way projects are planned, in
the impressive art of delegation of
work, the manner in which con-
structive utility of manpower is
exercised and the sense of job sat-

isfaction blended with job security
are the dependable factors for a
lasting cordial relationship with
the employer. The distaste initial-
ly starts with absenteeism, stay-
ing away from work without per-
mission and the final renuncia-
tion of the bondage with one's
company results in an unhappy
note. The recruitment team that

relaxed for a while suddenly gets
into feverish action and the team
members stop not till the goal is
achieved. On an average, an
employee with rich experience in
India or abroad also shows low
enthusiasm and the heat is on the
down beat. As India 

is emerging successful in the
global arena, it has been an
improvement on the economical
status of an individual - billing
wise or growth wise. Many strate-
gies were evolved over a period of
8 - 10 years but it has been not easy
to analyze the psychological
changes and attitude of an
employee on the long run. We
could call this run to span a few
months as is the trend. A serious
look has to be given to leverage the
human capital and support them
more effectively. Bucket with a
hole or filling the overhead tank
with taps open is not a healthy
trend. This effect will drastically

lead to saturation level of enthusi-
asm in Recruiters as well. How
good is our Indian HR system? It is
high time that the delivery model
had a revamp.

Ninety percent of the HR activi-
ties end up in the routine chores of
paper, interviews, reference
checks, hiring, payroll and firing
letters. As this swallows the maxi-
mum time, HR professionals have
little or no time to concentrate on
other strategies or find time to
keep abreast of the latest trends in
HR. Hence soon they get stamped
as 'obsolete'. 'On-line integrated
management' is a better remedy as
it involves transparency, cost
effective and paperless atmos-
phere. If this system which is in
operation in some corporates is
put to use in all the organizations
in India, a quicker coordination
would be achieved among employ-
ees, heads, departments and
organizations.

More important, influencing the work culture is
a manager's best opportunity for creating high
performance. "Culture" is a 24-hours-a-day train-
ing program that exists inside any organization.
It's teaching and influencing all the time.
Sometimes it's teaching what we like it to and
sometimes it's not. It's very difficult to "swim
upstream" against the culture.

For example, you can teach value added and
long-term relationships all you want, but if the
work culture is really about short-term, adversari-
al relationships with clients, that's what you're
going to get--that plus a lot of confusion.

The best of all possible worlds is a consistent,
positive, reinforcing culture--and good sales man-
agers are discovering that the best way to lever-
age their efforts is to manage the culture. After
more than 10 years of research, we've come up
with five factors that are critical to create and
maintain a high-performance work culture. Listed
in order of importance, they are:
1. A Shared Sense Of Mission Or Purpose. It's

the culture equivalent to purpose. It answers
the questions "What's expected around here,
what do we do, and why do we do it?" If the
only answer that you have is "making money,"
be prepared for your people to ask for as much
as they can get for doing as little as they can.
On the other hand, if you've taken the time to
establish a mission--and especially if you've
taken the time to involve your people in the
process--that larger sense of mission will help
people focus on achieving their part of the mis-
sion.

2. Clear And Attainable Goals. People perform
best when they have specific goals. Goals that
are reachable yet that stretch them. Don't tell
people what to do, or how to do it, but give
them the map, the destination, and sometimes
the general direction in which to start.

3. Frequent Objective Feedback. People learn
quickly and work well when they are told how
they're doing. Debrief and summarize every
joint call you make. Don't assume that people
know how they're doing or know what you
think. Lead with positive information first, but
always be honest, objective, and specific. Help
your people learn from every selling experience.

4. Positive Rewards For Appropriate Or
Approximate Performance. Selling is like
playing tennis: Very few
people get it right the first
time. Sincere, positive
reinforcement ("You did
that really well." "You
really understand this."
"You're doing a great
job.") helps people
learn. Catch people
doing something
right, and tell them
about it.

The One that satisfiesCreating the best
work culture 
The work culture is the key 
to high performance.


