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HULS ‘leadiership mennesnts'

The FMCG major is dead serious about the feedback sessions for its performance appraisals

THE HUMAN
¥ FACTOR

SHYAMAL MAIUMDAR

eena Nair, executive direc-
tor (Hurmam Resources) of
industam Unilever (HUL),
galls it "leadership moments™. Each
of the eornpany’s leaders at all lev-
pls goes threugh sueh defining me-
fRents seven times a year. That's
wheh they spen a dialegue with
Ie Feperting 8 them abeut their
perfermanee.
“We call them leadership mo-
ments because it's all about listen-

ing, sharimg and accepting feed-
back, and taking responsibility for
the next step in your junior's ca-
reer. They are rake-of-bredlk mo-
ments for all eur leaders besause
they have te leard te handie these
gkillfully.” Nair says:

India’s largest fast moving con-
sumer goods compamy, which has
just won the Best Employer award
in 8 Hewitt survey, says handling
performanee appraisals is the most
impertamt eeg in the wheell of its
empleyee practices Beeause it gees
a !eﬁg way if establishing the eam-
pany's féﬁ\'ﬂ%&h‘b’i‘n as an empleyer
thal earas far its pesple.

That’s what came out very
strongly in the Hewitt report that
was the culmination of extensive

dialogue with 50 randomly chosen
employees in the company.

That the company takes its lead-
ership moments seriously is evi-
dent from the extensive training
that is given to all leaders on how
ta handle these performanee feed-
Baek sessions. MaRy |eaders have
fallen eff the “lister" (the ter for
pxtremily talented niopre whe 6{-8
8R the fast track

Bﬁ#ﬁi BRealise ey coHlan’t l*i’ﬁﬁ
i these reedback sessions with
the Fequiret émpathy:

At the heart @figh¥ robust per-
formance appriiieal system is, of
course, the methodology and the
transparency. "Half the job is done
it employees believe ii's a trans-
parent and faif syster,” says Nair.,

That explains why all managers are
plotted on a nine-box lkeadership
matiix named LDT (Leadership
Differentiation Toel) that sees hew
well the key reseurees of the ea-
pany have Been developed by maf-
agers. The pesition s then e8M-
munieated ranspaTeHY aRd 63
FRF paths afe shared:

Then there are mechanisms like
the GPS (global people satisfaction)
survey that cover everyone in the
company and seek their feedback
6n peints like employee engage-
ment, infermation shariimg, lead-
eﬁm@ bess-suberdinate Felation-
ship. ieaming and eellaberation and
50 8A: The meve isA't just a Man-
agement fad, sinee ever 9% per sent
rApiRYyees Fespended ie the GBS
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survey last year.

There is a more to HUL's efforts
to improve its employee-friendly
brand. Every managermenit trainee,
for example, is given a tutor, coach
and menter whe guide therm duf-
ing the training peried. A menter
is typieally a seRier Mmanagement
member ineluding Management
Eemmitiee members. There iga
ISQHEE%NB moment here §§ well, ag

{A8ES aFe BRCOHAYRd 18
?88 gl? 81 {gﬁlf 883%&%% ’ﬂl
ae 1§ aken gfg%Ffsa
\ﬁ % ESPﬁ o & F %
llve E%W.g %a en OI' ca
ers II‘I e organis
HUL also takes great pride in the
fact that it has been able te encour-
age employees to eomimit to volun-
teer one heur for eagh day that the
eompany has Been in this country.
Af initiative ealled HUL Sankalp has
helped build a netwerk of araund 70
NGOs that provide multiple velun-
teering apperivmities. EmMployses
are BAEBUrARRH I8 valunieer With
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their families and friends an.d con-
tribute in terms of time, experctise,
material and donations.

There is another vital imttiative
that HUL has taken for its ennploy-
ees —somethimg that goes much
beyend perfermanee appraisals.
1t's ealled the "persomall vitality"
initiative. The company has devised
a vitality index, whieh is the rmeas-
yrement af the personall vitality of
individuah emw 283 Based An faur

parameters — the Bady Mass in-
Hea& (BMD), Blad presshe, bland
chglesterat and higad SHES{

For each employee, these four
parameters are measured and a
scoring is done on a vitality index
seorecard. The lower the score, the
better the persenal vitality of the em-
pleyee epReerned: A seore of 0 to
four puts you in the greem zome, a
senre of five 0 §ix puts you Ia the
amberzene anil a seare afseven and
abelve puts yeu in the redi zene. Eaeh
empleyes s intimated his Br her per-
$eRal vitality scare BF 681aUF Z8R8

while confidentiality is assured. The
first burst of this exercise was com-
pleted im just two te four days.

In the second stage, employees
were encouraged to improve their
persomall vitality scores by con-
dueting workshops all across the
company's loeations, aFranging
events like Vitality Exhibitiens,
Family Day. Walkathens, mutri-
tisnak menw eauRselling ARd § 81,
ThEQugh interactive sessions, the
erpBiBYees Rave Been (aught 3hett
FHS E%E% ?f BML. s H? éHI E

F Ie %% 86%5%32 Wﬁ% ED f?éSF
s€8 nrw 1 mana emen

The result of all this is evident.
Despite being a favourite poaching
ground for Indian companies, HUL
has managed to keep its atirition
level at less than five per sent over
the last four oF five years against
the industry average of 15te 18 per
gent. Very few, it seerns, weuld dis-
agree with Hewitt's eheies.
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