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/Dear Readers ,

Greetings from Academy of
HRD,

Ahmedabad!

Q)ns and feedback .

We are delighted to bring forth
the latest volume of “The Hu-
man Odyssey”. As the Organi-
zations across the globe have
adjusted well to the new normal
and learnt the ways of modern
management the learning has
been constant for leaders and
managers for creating well be-
ing practices and empowering
teams.

AHRD also continues to be a
course of learning for its com-
munity. We have a consistent
flow of coursework classes
which inspires our scholars for
world class research. We also
continue to provide manage-
ment development programs
for students and executives.

Happy to share that the fellows

are contributing and writing
their insights as they progress
their journey as researchers.
Hope overall it will be a delight
to go through our initiatives.

Look forward to your sugges-
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Contact Classes

We are happy to share glimpses of our contact class conducted from 9th to 13th
January 2024. It was an absolute pleasure to welcome our scholars of batch 2022
and esteemed faculty members at AHRD. Prof. Rajesh Chandwani, [IMA, &
Chairman Academy of HRD inaugurated the session. Compelling topics such as
Case Teaching & Writing, HR Analytics, Research Ethics, and Applied Behavior-

al Science were explored.



Dr Vinod Kumar, MICA, facilitated a
session on Case Teaching & Case Writ-
ing. The interactive nature of the session
fostered meaningful discussions and
knowledge exchange, contributing to a

conducive learning environment.

Prof. Kathan Shukla, IIMA, conduct-
ed a session on Research Ethics. In this
session, he likely covered various as-
pects related to the ethical conduct of

research . This session on research eth-

ics provided attendees with valuable
insights and practical guidance for con-

ducting ethically sound research.

As part of our commitment
to community engagement,
we also had a heartwarm-
ing visit to the blind
school. It was an eye-
opening experience as we
navigated through the
darkness, gaining a pro-
found appreciation for the
resilience and strength of
those with visual impair-
ments.
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The HR Analytics Workshop, held over two days, aimed to provide participants
with insights into leveraging data analytics for human resource management.

Prof. Mayank Kumar from MICA led the session on the first day.

On the second day, Prof. Vimal Kumar, [IM
Calcutta, and Prof. Rupesh Sharma Jindal
School of Banking and Finance, O. P. Jindal
Global University jointly facilitated the ses-
sion on HR analytics. The two-day HR Ana-
lytics Workshop furnished participants with
an in-depth grasp of utilizing data analytics to

enhance HR management practices.




Dr. D.M. Pestonjee, Chairman Academic Council and Co-Founder of the Acade-
my of HRD, along with Dr. Radhika Thanki Joshi from Culturelytics Pvt. Ltd.,

facilitated a session on Applied Behavioral Science.

We also took the oppor-

tunity to have a dinner with

the Fellows & Faculty.

The contact classes con-
ducted were met with re-
sounding success. The in-

W teractive nature of the clas-
' 7,\%i‘ L

i I'EI‘\’IR';[I B ses promoted collaboration
and knowledge exchange,
enriching the learning ex-

perience for all involved.




[ AHRD EVENTS J

PARTICIPATORY RESEARCH IN ASIA - PRIA

in partnership with the Academy of Human Resource Development (AHRD) and with support from the
A.T.E. Chandra Foundation and the Ford Foundation

is delighted to launch a new initiative

|_ @ _‘ “ACCELERATING ORGANISATION
DEVELOPMENT (OD)
@ @ FACILITATION CAPACITY

IN THE INDIAN NON-PROFIT SECTOR™

ACCELERATING ORGANISATION DEVELOPMENT
FACILITATION CAPACITY IN THE
INDIAN NON-PROFIT SECTOR

A PROFESSIONAL COURSE FOR OD FACILITATORS*

5th February 2024 to 30th June 2024

AHRD, in collaboration with the Participatory Research in Asia (PRIA), is
pleased to announce the onboarding of 30 talented professionals from across the
Indian nonprofit sector to embark on their journeys as Organisational Develop-

ment (OD) facilitators.

The inauguration of the programme took place on February 5th, 2024, symboliz-
ing an important milestone in the realm of organizational development within the

nonprofit sector.




[ AHRD EVENTS J

Workshop on “ Competency mapping & assessment Centers’

INSTITUTE OF
MANAGEMEN
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The Academy of HRD, in collaboration with Institute of Management, Nirma
University, recently organized a dynamic three-day workshop on "Competency
Mapping and Assessment Centre" from February 16th to 18th for students of

Masters program in HRM.

We had the pleasure of engaging with the exceptionally bright students of Nirma
University, Ahmedabad, Gujarat, India, who brought enthusiasm and curiosity
to the discussions and activities throughout the workshop. Dr. Nidhi Vashishth,
PhD, an expert in the field, skillfully facilitated the entire program, ensuring an

enriching and interactive learning environment for all participants.




[ Virtual Classes ]

Quantitative Research Methods & Techniques
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@ The course on “Quantitative Research Methods & Techniques ” for batch 2022
o was facilitated by Prof. Rupesh Sharma, Jindal School of Banking & Finance,
® O.P. Jindal Global University specializing in quantitative analysis, financial man-

agement, and banking.

Prof. Vijayalakshmi C. Prof Vijaya-
lakshmi’s research and consulting inter-
ests include design and delivery of indig-
enous psychometric tests in vernacular

languages, competency mapping and as-

Sharat Mainkar Able Cheriyan Vijay Bhaskar

h Shart Mainr bl Cheryan Viy Shastar

Kalitkar’s iPhone Rahul Chhabra

sessment processes, utilization of exist-

Rahul Chhabra

ing psychometrics for HR processes,

Evaluation of HR processes of both for

The coursework on “Micro OB” for our .
profit and development sector organiza-

new batch 2023 was facilitated by
tions.




Insight Sharing >

Skilled-Based Hiring — why it is the Future of workplaces?

Ms. Meenu Gupta
AHRD Fellow
HR Manager, Nia Ltd. UAE

Gone are the days when people used to
get hired based on only their degrees
and grades, even if they do not possess

For Workers: They now understand
how important it is to demonstrate the
skills they have and learn the skills
they want, especially as jobs evolve
and they seek more rewarding work.
Talent-using skills are 60% more likely
to find a successful hire than those who
are not relying on skills.

For Businesses: Employers are eager
to fill roles in a uniquely constrained
labor market and have begun to focus
on whether people have the skills to get
the job done.

Skills emerge as the currency of to-
day’s labor market intending to ensure
that employers hire the best candidates
who can perform the job tasks effec-

the required skills. We are in the era of tively and efficiently, resulting in im-

a Gig economy, where people are hired
heavily in temporary and part-time po-
sitions. And, these positions can be
filled by independent contractors, free-
lancers, skilled housewives, students,
or just by anyone, the only thing they
need is; asked skills to perform that job
efficiently and not any particular or
fancy degrees or highest grades in aca-
demics.

Studies say that skilled-based hiring
is beneficial and more convenient for
workers as well as for employers,
and this is going to be one of the top
work trends in the future of work-
places.

proved productivity, reduced turnover,
and increased job satisfaction.

The Organization for Economic Coop-
eration and Development found that the
share of highly skilled jobs has in-
creased by 25% over the last 20 years
and that more than a billion jobs world-
wide will be transformed by technolo-
gy in the next decade.

So, it is imperative to understand first
what is skilled-based hiring, why it is
important and how can it be beneficial
and be the future trend in the market.



What is Skilled based hiring?

Skilled-based hiring can be called the
recruitment or talent management ap-
proach where the focus is on evaluating
candidates' or employees’ skills rather
than just their education, work experi-
ence, or credentials. That means identi-
fying and selecting a candidate who
possesses the specific skills and abili-
ties required to perform the job tasks
effectively, efficiently, and with high
quality.

By shifting from traditional “must
have” requirements to “preferred” or
“nice to have,” employers can expand
their talent pools and more people can
transition into better-paying jobs via
the relevant skills they bring to the role,
regardless of their background. Talent-
using skills are 60% more likely to find
a successful hire than those who are not
relying on skills.

Various record show that recruiters and
employers are also changing the way
they source candidates. More than 40%
of companies on LinkedIn rely on skills
to search and identify job candidates.

How to implement Skilled- based hir-
To implement skilled-based hiring se-
lections, organizations or employers
may use assessments, tests, simula-
tions, or other tools to evaluate candi-
dates' technical, cognitive, behavioral,
and soft skills. Also, behavioral inter-
viewing techniques to assess candi-
dates' past experiences and behaviors
that demonstrate their skills and abili-

ties.
Step to follow to implement it:
For External candidates:

1.Remove the barrier to entry with
how you word the job description:
This can be done simply by changing
the word requirements to responsibili-
ties will get you 14% more applications
per view.

2.During the interview phase: Try to
evaluate candidates by asking some be-
havioral questions that allow them to
speak to their abilities and skills. For
example, for a leadership role; empathy
and resiliency are required. And if a
candidate took a few years off to be a
caretaker for a loved one, ask them
questions that allow them to speak to
how they had to leverage those skills
during that time.

3.Ask from where and how candi-
dates learn the skills: To make sure
you’re not structuring your questions to
focus only on traditional, professional
situations. In a situation where they
have taken time to care for a loved one,
chances are they’ve learned skills cru-
cial to leadership, like empathy and re-
silience, all while navigating complex
healthcare systems and budgeting.

For internal candidates or transfer:

Organizations and employers can ex-
pand their talent pool and also include
this process as part of succession plan-
ning and retention techniques by fol-
lowing the below process.




Upskilling + Reskilling = Higher Reten-
tion, productivity, and efficiency.

Why it is important and beneficial for
talent and emplovers??

According to a McKinsey & Co. report,
87% of companies say they have a skills
gap or expect to have one within a few
years. So, employees do consider oppor-
tunities to learn and grow as the number-
one driver of a great work culture. Em-
ployers expect managers to inspire
learning and experimentation and want
to be actively supported to advance in-
ternally.

* When employees are given a chance to
make a move within the company, they
are more engaged, agile, and likely to
stay. And with a skill-first mindset,
there’s a new dimension to what types of
steps count as advancement.

* Nonlinear moves, previously consid-
ered unconventional, are now encour-
aged so employees can learn new skills
and expand their knowledge base.

* The investment in career transfor-
mation will prove to be worth it. Studies
found companies that excel at internal
mobility retain employees for nearly
twice as long.

* Today’s Gen Z or talent's top priority
is professional development. More than
three-quarters of Gen Z employees (who
will soon make up nearly 30% of the
workforce) say that learning is the key to
a successful career. So, they look and
stay at a place where they can continu-
ously develop themselves to meet cur-
rent and future market demands.

Advantages for External Candidates:

Fair evaluation: Candidates are evalu-
ated solely based on their skills and abil-
ities, which ensures a fair and objective
evaluation process.

Opportunities for career growth: Can-
didates who possess the required skills
and abilities have better chances of be-
ing hired and achieving career growth in
their field of expertise.

Potential for higher compensation:
Skilled-based hiring can result in higher
salaries and compensation packages for
candidates who have the necessary skills
and abilities.

Advantages of inside Talent:

Opportunities for career growth:
Skilled-based hiring encourages employ-
ers to promote and retain employees
who possess the necessary skills and
abilities to perform in higher-level posi-
tions.

Better employee efficiency, engage-
ment, and retention: Skilled-based hir-
ing encourages employees to develop
and improve their skills, which can lead
to more job opportunities and increased
job satisfaction.

Recognition of merit: Skilled-based

hiring recognizes the merit and value of
employees who have developed their
skills and abilities, which can increase
motivation and engagement.



Advantages for Employers: Jobs of the Future: Technology, Skills,

Higher productivity: Skilled-based hir- and the Future of Work. Retrieved.from
ing ensures that employers hire candi- https://www.oecd.org/employment/jobs-

dates who can perform the job tasks ef- of-the-future-2019.pdf

fectively and efficiently, resulting in 3. McKinsey & Company. (2021). The

higher productivity. future of work after COVID-19. Re-
trieved from https://www.mckinsey.com/

_ featured-insights/future-of-work/the-
Reduced training costs: Skilled-based .40 of-work-after-covid-19

hiring reduces the need for extensive
training, as candidates already possess
the necessary skills and abilities.

4. LinkedIn. (2021). Global Talent
Trends 2021. Retrieved from https:/

_ ~ business.linkedin.com/content/dam/me/
Lower turnover: Skilled-based hiring i oco/on us/talent-solutions/

results in lower turnovep as ca}ndidates resources/pdfs/
who possess the required skills and, &.p.

abilities are more likely to succeed and .| Tuient Trends 2021 LinkedIn.pdf

stay with the organization.

5. Deloitte. (2020). The future of work:
HR technology and workforce analytics.
Retrieved from https://
www?2.deloitte.com/us/en/insights/
industry/financial-services/future-of-
work-hr-technology.html

6. World Economic Forum. (2021). The
Global Skills Gap and the Future of
Work. Retrieved  from  https:/
www.weforum.org/agenda/2021/02/
global-skills-gap-future-of-work/

So, A skills-first model to find new tal-
ent and grow existing talent from within
is a more equitable and efficient way of
doing things that will not only open
more doors for workers to achieve eco-
nomic mobility but also help them stay
engaged and achieve the careers of their
dreams. Although organizations are fo-
cusing more and more on skilled-based
hiring, the future is where people will
find jobs, be evaluated, and even be pro-
moted based on skills, not just on their 7. Harvard Business Review. (2018).
degrees, grades, or the number of years Employers Are Looking for Skills, Not
they have spent in the same company or Just Degrees. Retrieved from https://
doing the same work. hbr.org/2018/11/employers-are-looking-

References: for-skills-not-just-degrees
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future-of-jobs-report-2020 and Innovation Policies for the 21st
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2. Organization for Economic Coopera-
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Insight Sharing >

Critical Factors for Successful Decision-Making in Business:
Strategies to Empower Your Team and Ensure Organizational

Success

Ms. Meenu Gupta
AHRD Fellow
HR Manager, Nia Ltd. UAE

If you are in position to manage a team,
it is imperative that you hone your lead-
ership abilities and use judgment in your
decisions. For managers, making good
decisions is essential since they set the
tone for the success of the team and or-
ganization. Managers can guide their
teams toward accomplishing their objec-
tives and fostering an atmosphere that
fosters growth and success by making
decisions that are well-informed. Your
choices have an impact on how success-
fully your team accomplishes its objec-
tives and, ultimately, the success of the
company.

Making wise decisions that are in line
with the goals of your team and the
overall vision of the company is ensured
by effective decision-making. It enables
you to recognize and rank the most im-
portant issues, allocate resources wisely,

and successfully manage risks.

Effective decision-making helps manag-
ers establish trust with their team and
show strong leadership abilities. The de-
velopment of a positive workplace envi-
ronment and a culture of cooperation
and innovation depends on this trust.

So, here are some reasons why effective
decision-making is crucial for manag-
ers:

Achieving goals: Managers are respon-
sible for achieving the goals of the or-
ganization, and effective decision-
making is essential for achieving these
goals. Poor decisions can lead to wasted
resources, missed opportunities, and
failure to achieve goals.

Managing resources: Managers are re-
sponsible for managing the resources of
the organization, including time, money,
and people. Effective decision-making
ensures that these resources are used ef-
ficiently and effectively to achieve the
organization's objectives.




Managing risk: Managers must assess
and manage risks associated with their

decisions. Effective decision-making
can help minimize risks and ensure that
the organization is prepared to deal with
potential challenges.

Building trust: Effective decision-
making can build trust among employ-
ees, stakeholders, and customers. When
managers make good decisions, it shows
that they are competent and trustworthy.

Innovating: Effective decision-making
can drive innovation within the organi-
zation. By exploring new ideas and ap-
proaches, managers can help the organi-
zation stay competitive and adapt to
changing environments.

In summary, effective decision-making
is crucial for managers because it im-
pacts the achievement of organizational
goals, management of resources and
risk, building trust, and driving innova-
tion.

And, below tactics can be used by man-
agers and team leaders to confidently

and clearly negotiate complex situa-
tions.

To start with, first and fore-

most-

"Before you hit the 'decision button,' hit
the 'pause button' first! Take a moment
to reflect and make sure your choices
are solid."

Different ways and decisions making
models that can helps managers to un-
derstand the situations and make deci-
sions more carefully and successfully:

- Rational Decision Making

The rational decision-making model
makes the assumption that decisions are
made after collecting and analyzing ob-
jective, structured, and organized infor-
mation. The paradigm encourages the
decision-maker to comprehend the cir-
cumstance, compile and analyze the Un-
derstand the situation

Define the problem
Define objectives
Diagnose the problem
Develop alternatives
Evaluate alternatives
Choose best alternatives

Implement alternatives

data, and then decide what course of ac-
tion to pursue. The rational decision-
making process involves eight steps:



Define the
problem

Implement
alternatives

Choose best
alternatives

Define
objectives

The rational decision-making model
seeks to do this by removing biases and
the possibility of error. It is assumed
that:

* Managers are well informed about the
circumstances.

* Managers have the knowledge and
tools necessary to properly assess all
available options.

* Managers are capable of removing bi-
ases and misconceptions and seek to
make the best choice possible.

e There are no time or financial re-
strictions.

This model is the best representation of
how the decision-making process would
operate in an ideal world where all of
the presumptions are true. But we are
aware that not all of those presumptions
can be true. We have the bounded ra-
tionality paradigm for this reason.

2- Bounded Rationality Model

The bounded rationality paradigm pre-
supposes that several organizational and
personal constraints limit the ability to
make reasonable decisions. Due to the
assumptions of this model being signifi-

cantly more accurate, this is the type of
decision-making that happens most fre-
quently in organizations:

* Due to perceptual constraints, early
alternatives and solutions are swiftly
embraced.

» Managers frequently lack access to the
data they require.

* Managers are unaware of all the op-
tions and are unable to foresee the out-
comes of each.

* Decisions are constrained by organi-
zational goals.

o Diverse stakeholders' competing
interests may require a decision to
be compromised.

When a complex decision needs to be
taken, a human being will scale down
the issue to a manageable size because
of the limited quantity of information he
or she can digest. The decision is made
acceptable and satisfactory by reducing
the number of options and the amount
of necessary information. This is also
called as The Satisficing model.

The same phases are employed in the
decision-making process in the bounded
rationality model, but instead of consid-
ering all information and all options,
those aspects are restricted to the quanti-
ty the decision maker is willing to gath-
er.



3- Linear Model of Decision Making

List the benefits and drawbacks of each
option possibility while making a linear
decision. You have engaged in linear
decision making if you have ever com-
piled a list of advantages and disad-
vantages related to a certain choice.

The decision maker must then give
each of his advantages and disad-
vantages a numerical "weight" in order
to create a genuinely linear decision-
making process. Consider the situation
where you were deciding whether or
not to recruit a highly qualified but
pricey applicant for a position in your
office. Your model of linear decision-
making could resemble this:

On the positive side, you gave the most
significant reasons a 3; on the negative
side, you gave the most significant rea-
son a -3. This makes it simple for you
to combine the two sides together and
total them. A high score recommends
hiring the applicant, whereas a low
score recommends against it. It appears
that you won't be hiring this applicant!

4- Intuitive Decision Making

According to the intuitive decision-
making paradigm, managers decide by
drawing on their own judgment and pri-
or experience. When a decision is novel
and the managers lack prior expertise
with this type of situation, or when
there are significant degrees of uncer-
tainty or complexity surrounding a spe-
cific problem, this model of decision-
making is frequently used.

Managers are likely to rely on intuition
and gut feelings when they are present-
ed with complex, unclear situations and
are unable to swiftly obtain the
knowledge they need. Managers should
choose the linear model if they have to
choose between this model and one that
1s linear, such as the one we outlined
before.

5- Garbage Can Model

The garbage can approach is one where
managers generate ideas and prospec-
tive decisions by randomly using infor-
mation about issues, participants, solu-
tions, and opportunities. The garbage
can model does not always result in
good solutions, unlike the other deci-
sion-making models we studied, be-
cause the problem does not always
come before the alternatives and solu-
tions.

For instance, it's possible that the cor-
porate office of a company was just
made aware of the advantages of work-
ing in a "open environment" where
workers are free to communicate and
interact. Before it is even proven that
their office has problems with collabo-
ration, senior management may support
this 1dea and begin exploring for ways
to remove cubicle walls and improve
their atmosphere.
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Here are some tips to help you make
better decisions:

Clearly define the issue: Begin by out-
lining the issue you are attempting
to resolve. Be explicit in describing
the result you wish to attain and the
options you have.

Compile information: Gather as much
knowledge as you can about the is-
sue and possible fixes. This could
entail conducting best practice re-
search, speaking with experts, and
consulting with colleagues.

Evaluate the data: After gathering in-
formation, thoroughly examine it to
spot patterns, trends, and potential
threats. You should base your deci-
sions on this analysis.

Think about the impact: Consider
how your choice may affect your
group, your company, and your
stakeholders. Think about the imme-
diate and long-term effects, and
compare the advantages and disad-
vantages of each choice. Involve
others: Seek input from others who
may be affected by your decision or
who have expertise in the area. This
may include colleagues, stakehold-
ers, or external experts.

Decide: Pick the best course of action
and stick with it based on your find-
ings. Be sure to explain your choice to
others and to communicate it clearly.

Assess the choice: After you've made
the choice and put it into action, assess
its success. Did it produce the desired
results? What insights did you gain
from the procedure that might guide
your future choices? So, we hope next
time you are in a situation to make
tricky and effective decision, these
models could help you to the success of
your team and organization.
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