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Introduction

This e-book gathers its insights from tHRob - Yaksha eVALU@E Webinar 
on “How to attract, grow, engage, measure, and retain employees in 
2022”. In the discussion, Sahil Nayar, (Senior Associate Director at KPMG), 
Ms. Annapurna A., (Head of HR & Admn. of Fime India Private Limited) and 
Sindhu Kalyanasundaram, (Director of Sarva Happiness and Ignite 
Akademi) answered questions around the biggest challenges of the HR 
paradigm today.

Going further this e-book is going to reveal the secret sauce of “How to 
‘HR’ in today’s world” and will answer messy questions for organizations 
related to strategy, culture, and policies that will help them not just attract 
and engage but also continue retaining top talent. 

Dig in to create a competitive advantage for your organization using 
talent strategies. 



In the war for talent today, we have to 
use innovative processes and 
policies to attract top talent. But the 
e�ort doesn’t stop there. Once 
employees are onboarded, they 
need to be engaged. Employee 
engagement is a misnomer for 
setting up a few fun activities and 
hoping the employees are engaged. 
Organizations need to connect with

These engaged employees have to upskill and reskill keeping in mind the 
growing demands of their job role. Organizations need to e�ectively map 
skill gaps of employees and showcase value in learning opportunities to 
their employees. While appraisals will always be at the centre of the 
reward cycle, employers have to move away from conventional 
appraisals and figure out better ways to recognize and reward top 
performing talent. And organizations have figure out how to put the 
human back in HR using technology to create an engaged and 
productive workforce.

the employees on a deeper level to truly engage their workforce.

Summary
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Our old methodologies to attract top talent no longer work today. We 
now need to leverage innovative processes and policies in order to recruit. 
One interesting way of approaching this is to look within the organization 
for talent. See if it’s possible to cross-skill existing employees or change 
their job roles to fit the requirement. Hiring fresh talent is not always the 
answer as they might not be job ready. Since the past two years, it has 
become inevitable for us to see business in a di�erent way, to see talent in 
a di�erent way. We need to step back and strategize.

There are a few things that organizations are doing, the ones with deep 
pockets and a lot of funding. They are playing the money game even 
though in their mind they are aware that it’s not sustainable. This thought 
process is myopic given that it is only a short-term plan.  Recruiters are 
trying to ensure that once you woo the candidate, the candidate 
becomes an employee. Even if it means buying out notice period or 
staying in touch during the notice period.

But all of this is on the surface level. On a deeper level, to attract the right 
talent and deep engagement is very critical as it aligns people to their 
purpose and to the kind of work that you do. Let’s discover how to engage 
your workforce while ensuring their growth in the organization. 

Attract - Insights on Attracting Top
Talent to Join your Workforce 

Look within the organization
O�er a competitive compensation
Extend deep engagementHow to attract top talent?

QUICK TIPS!
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If we continue to conduct lemon and spoon activities, the employees are 
not going to be engaged because again, we are only catering at the 
surface level. It’s high time we start thinking about going down to deeper 
levels of understanding and ask – Are we kindling inspiration? Are we 
kindling pride? Are we kindling that sense of belonging? If we answer yes 
to all these questions, only then is an employee holistically engaged.  

Grow and Engage - How to Connect
with Employees on a Deeper Level?

So employee engagement 
does not start with fun, it 
starts more at the level of 
trust. How much trust are we 
creating with employees? 
How much do employees 
trust us and believe us and 
agree that the organization 
is a great place to grow, and 
believe that they are a part of 
a family?

An employee who is engaged has one 
intrinsic trait – that is the sense of belonging. 
It is that feeling that makes the employee 
think, this is my company, these are my 
people, this is my team, these are my 
customers, these are my product and 
services, and these are my deliverables. So 
there’s a strong link between sense of 
belonging and ownership

Sindhu Kalyanasundaram
(Director – Sarva Happiness and Ignite Akademi)

We’re at an age where the attention span is limited, there is information 
overload, and we as a generation of human beings seem to be very 
transient and satisfied at the surface level. Nowadays you find companies 
trying to lure people by shooting flashy videos, having back-to-work 
programs, sending gift hampers and flashing them all over social media. 
While these are good, sensitive gestures, sometimes we overdo it so that 
it appears to be catering only to the surface level of the mindset. But 
employee engagement is more than that.  
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When the pandemic happened, the world went online. People didn’t 
know how to manage emotions, how to manage remote work. So much 
stress got built at home and at work. And all of us were trying to figure out 
solutions. By the time all of us adjusted to the pandemic, another wave hit 
us – the talent wave. Now the HR is seeing two pandemics – one is the 
COVID-19 and another is the pandemic of talent. How do we deal with 
this? 

Here's a very important tip to keep your employees engaged: Don’t 
ignore the smallest of information when it is coming from the employees. 
You don’t have to be the HR to do that. The immediate manager can do 
this, they are in the best position to know what is happening. If your 
employee tells you they or their spouse is sick, ask questions. It doesn’t 
waste your time. If you spend five minutes with that employee, they 
become productive for the whole day. But if you don’t spend that time, 
they will be demotivated. They will think, my manager doesn’t even 
bother when I tell them such an important thing. So even if it calls for 
more action from our side, so be it. Put that extra e�ort.   
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Keeping the Candidates Engaged
before they Join the Organization

We can get the performance manager or a business leader or an HR 
person to talk to the candidates and catch up over co�ee or virtual co�ee, 
etc. But beyond asking hi, hello, how are you, people find it di�cult to talk. 
We are also constrained as to how much we can reveal about the 
organization. But certain things can work.

We also have to consider the needs of the 
individual. What are the things that make this 
person happy? There is no manual for this. We’ll 
know the priorities of the person only when we 
connect with them. Then we’ll automatically find 
moments of truth or moments that matter where 
we can create an impact. And this is going to be 
very customized, very personalized and not a 
standard email saying three days for you to join.  

Keeping the person updated, which is information sharing about 
what is happening in the organization, so the person feels involved.
Taking the opinion of the person, or suggestions from the individual 
asking them, what would you do in a situation like this one? So 
you’re making the person a part of your decision making process 
even before the person has joined. 
You can actually start talking about projects that are underway and 
by the time the person joins, the candidate knows what is that 
you’re plotting as a project for the them. This way that they 
automatically get into the groove, start thinking and understanding 
the challenges in the organization’s ecosystem. 
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We need to keep in mind that 
knowledge can help you talk but 
skill sets help you deliver.

Sahil Nayar
(Senior Associate Director – KPMG)

Measure – Highlighting the
Importance of Upskilling 

The need for upskilling is obvious but not everyone is doing it. Some are in 
their comfort zone thinking it’s not required. But each of us at some point 
in our career have hit a level of incompetence. And because we never 
expected it, it jolted us. Therefore the ability to learn, unlearn, relearn and 
upskill should be a daily a�air like brushing your teeth and not once a year 
o�site phenomenon or once a year training program.

When we talk about trust and accountability, these words can become 
trite with usage. Looking 20 years back, people seldom used this 
terminology. That’s because these were intrinsic to the way every person 
in the organization was responding to dynamic situations.

Consider the case of a primary school teacher. A year back when schools 
began online, it was very di�cult for the parents, students and schools 
alike. Here was a primary school teacher who was teaching art to a group 
of children. Now this teacher had a huge responsibility in keeping these 
kids engaged. So let’s forget about trust, ownership and accountability 
and see what she did.

People who have been in the industry 
for a long time have used the 
pandemic to reinvent themselves, to 
do higher courses and certifications. 
People have on the job as well as 
academically built their skill sets 
during this pandemic time.
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There were about 20 children on the screen online and she was trying to 
teach them how to draw. All of a sudden, one boy started crying 
uncontrollably and it was very embarrassing for the parent who was 
sitting there. The teacher asked the boy why he was crying but he 
wouldn’t respond. After some time the mother intervened and said that 
the boy was born with cojoined fingers. Two of the boy’s fingers were 
cojoined and so he couldn’t hold the pencil like the other children and he 
felt embarrassed about it. 

Now if you were the teacher, what would you do? Would you show 
empathy? Would it be sympathy? Would it be responding? Would it be 
thinking on the spot? What this teacher did was she stuck two of her 
fingers together and said, we both have been blessed with magic fingers. 
I’ll teach you how to hold the pencil. She beautifully navigated through 
the screen and the boy was taken aback and he was so happy to see 
someone who was just like him. And over the next 45 minutes he 
thoroughly enjoyed the art class and now everyday he looks forward to 
the art class.  

Now why are we talking about the primary school teacher here? She did 
not have time to think – Am I going to build trust? Am I going to show 
empathy? Am I going to show sympathy? What are my gestures going to 
mean? What’s going to be my action? It was just simple presence of mind. 
And how does presence of mind get built? It gets built when you are able 
to see the person on the other side of the screen not as an employee or 
team member or student but as a human being with their own feelings, 
emotions, thoughts, aspirations and that is the crux of employee 
engagement. How much are we able to transcend the barriers that 
professional life draws around and look at the person in a humane 
manner is what matters.
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So when it comes to employee engagement initiatives, though we may 
have a lot of fun activities that may just scratch the surface, how much we 
are able to relate to the human being in a person is very important. This is 
to ensure we do a service to this person. When we employ that person, 
we’re doing a service to that person. They are also doing a service to our 
organization. It’s a very symbiotic relationship. How are we going to grow 
together in this journey? How are we going to build trust? This should be 
the crux of any recruitment process, even any exit interview and 
employee engagement initiative. 

Let’s now consider that we have been successful in engaging our 
workforce. How do we now make sure we retain them? Read further to 
understand.  
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Retain – Going beyond
Performance Appraisals

Years ago, appraisals were not called 
performance appraisals, they were called 
annual confidential report. We have to see 
that appraisal doesn’t become an annual 
event. You should have daily conversations 
about performance, productivity, retention, 
and understanding the talent.

Annapurna A
(Head – HR & Admn., Fime India Pvt. Ltd.)

It’s important to make the 
appraisal easy for the 
appraiser and the appraisee. 
Let them have good, small 
discussions and have a tab 
on what’s happening while 
making sure there is a high 
transparency around the 
metrics. It should be clearly 
defined what the bare
minimum is for the role and what is beyond that.

And when a person is doing really well, we need not keep it in closed 
rooms. We should publish it and tell that these employees are doing really 
well. This process is also getting evolved. We are testing a lot of tools and 
techniques here. Technology has become a great enabler, but again let’s 
not leave it entirely to technology, it is after all the appraisal and a sentient, 
a human being is required there.  

Here listening is very important, it’s a great skill to have because 
employees expect that their manager is listening and will give honest 
feedback which in itself is very di�cult. Most of the times we give 
sandwiched feedback. We say, OK, you guys have done very well. But it’s 
better to be just honest and tell what went well, what didn’t go well, what 
I wanted, what I’m expecting from you. So clearly the traditional ways are 
not working.  
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The Great Resignation and
the Great Reshu�e 

All said and done, we put e�orts but the outcomes may not be in our 
control. We are in a time period when the job market is in a state of flux. 
Let’s try to understand how the workforce makes their way through this.

The world is seeing the Great Resignation and the Great Reshu�e. 
Considerable portions of the workforce are reshu�ing among the major 
players of the industry. It’s not just compensation that is causing this. 
There are multiple factors, compensation surely being one of them. A lot 
of people resonate with purpose. They see which of the organizations 
they would like to work for. What about those organizations do they like? 
And therefore start associating themselves with those organizations for a 
simple reason that you want to work with people you like and are 
comfortable with. 

Let’s now consider pin code jobs. There are times we travel two hours one 
way to work and today we are asking organizations if they have an o�ce 
in our pin code and vicinity. Because we don’t see the value in travelling 
for two hours one way to work when we can be as good in our jobs if not 
better working from home. So this whole mindset of command and 
control has moved to make way for empower and empathize. And 
fundamentally if organizations have made that shift, to allow their work to 
be measured on results and not how many hours you logged, then those 
are the organizations that are seeing the best of talent work for them. 

The Great Resignation The Great Reshu�e PIN Code Jobs
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How to put the Human back in
HR using Technology? 

 The way to bring in the human factor in technology is to take a step back 
and ask – do we need technology in every aspect of our work and our 
lives? Can we do without technology in certain areas? For example, if we 
want to have a one-to-one, can we do it without technology? Can we just 
take that person out for co�ee to talk to them? Can we just pick up the 
phone and talk to that person? Do we actually have to have everything 
automated?  

People are looking for a personal connection. People want people to talk 
to them, to relate with them, to emote with them, to laugh, to cry, to cheer, 
they just want that human factor in them. And that is where we have to 
leverage technology and see how can we be more human and connected 
with people rather than automating everything.

The most beautiful things in life are those 
that cannot be seen or touched, they can 
only be felt with the heart.

Hellen Keller

What feelings or emotions are 
we kindling with the people 
around us such that it makes 
them feel valued and stay on 
with the organization.
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Conclusion

We have gone way past the old ways of recruiting. In the 
post-pandemic world, more than anything, it is important to 
connect with the candidates on a deeper level as it aligns people to 
our purpose and to the kind of work that we do. To ensure that we 
engage with employees deeply, we need to create a sense of 
belonging. Beyond that, as L&D and HR professionals, it is imperative 
to upskill your employees for them to achieve career growth. 
Performance appraisal is another tool to help your workforce 
develop in their career.
All this while, we need to listen closely to the employees when they 
communicate their needs. At the time of the Great Resignation and 
the Great Reshu�e, attracting and nurturing good talent can be a 
challenge. But if you are genuine in your approach and treat the 
workforce kindly, you can form deep connections with them 
allowing you to transcend the barriers we face today.  
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Key Takeaways  

HR is currently facing the tug of war for talent. Only 
employee-centric strategies are going to help them win.
Look within the organization for talent and cross-skill them to fit 
the new role
An employee who is engaged has one intrinsic trait – that is the 
sense of belonging
Knowledge can help you talk but skill sets help you deliver
Organizations that allow work to be measured on results and not 
how many hours you logged, are the organizations that are 
seeing the best of talent work for them
We’ll know the priorities of the person only when we connect 
with them. Then we’ll automatically find moments of truth or 
moments that matter where we can create an impact.
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