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Creating Employee Experience

Talent Acquisition

Tools Branding Social Media

* Under 40% of » Branding for
companies’ talent organzational influence
acquisition functions can yields 43% more high-
meet business needs quality applicants

« 30% of companies still
are not using social
media to recruit

Mobile

Talent Community

* Only 36% of companies
have mobile-friendly
application processes

* 77% of the workforce is
open to a new position
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What is your current recruiting strategy?
How is your company positioned in the market?
Glassdoor
Company reviews
Candidate surveys
Are you taking advantage of social, mobile, and talent community recruiting?
What technology tools are you using?
ATS

CRM
Centralized recruiting platform

How do you track results?
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Making the most of your employment brand marketing and communications.

&ﬁ'

Deploy
Communications

Send newly
developed

for career site Social Media/ messages
funCtionaIity, Mobile Technology throughout all

building on : channels
existing brand Build out
appropriate
channels to

Define the
strategic vision

enhance D
communications
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* Social media has had a game-changing impact on how
companies source and recruit critical talent across all industries

55% of recruiters say they have
changed their mind about a
candidate based on social media
posts

70% of companies are using social
media to recruit

93% of recruiters are likely to look at
candidates’ social profiles

Source: Talent Management, Jobvite 2014-15
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6 | 5

billion global
mobile subscribers

India mobile
internet
penetration is

&5

Only 29% of
companies
are using
mobile
strategies —
but 44% plan

97%
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Mid Level -

Referrals

Entry level technicians —

Newspaper advt
Job Portals

Tie up with Tech Institutes . _
Social Media

Industry specific
publications

Senior Level —
LinkedIn

Tie up with education
Referrals

institutes
Agencies Job Fairs

Regional News Channels

Local News papers /
Publications

30%

40% LinkedIn

Referral / Social
Walk-ins/ Media
News paper
advt ob Sites

20%

Placement
vendors
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Retaining Strategies

Problem Statement —

VVYVYY

Manufacturing industries facing around 20% Employee Turnover (Hay Group, 2013),

Studies suggest that losing a talented employee in most organizations cost up to 4-5 times of his salary (sharma, 2011, pp. 2-3),
Whenever employees leave, the organization loses their hard-won knowledge and acquired skills.

When those employees go to a competitor, the loss is compounded

Dysfunctional

Voluntary < Avoidable
Turnover < <

In-Voluntary Un-Avoidable

The Forces model identifies eight distinct motivational forces that act as the direct motivators driving quit decisions

Affective forces: i.e., lack of positive emotional attachment to the organization

Alternative forces: e.g., receiving an attractive job offer or believing in such possibilities in the future

Behavioral forces: e.g., low costs of leaving the organization

Calculative forces: low possibility of attaining important values and goals such as career development and promotion in the
future when remaining in the organization

Normative forces: e.g., wanting to be closer to family

Contractual forces: e.g., breach of the implied contract by the side of the organization

Constituent forces: e.g., lack of attachment to co-workers and work group

Moral/Ethical forces: e.g., believing that switching jobs regularly is good and that staying long means stagnation.

This taxonomy of motivational forces provides a summary of the numerous predictors of voluntary turnover and retention.
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. There are plenty of opportunities available outside to them and that induces
them to leave the present organization they are working with.

It is found that the job in the manufacturing industry demand high skill set and
competencies and there is a mismatch between the training provided to the
employees and suitable skill to perform the job.

It is found that most of the respondents have been experiencing the high
amount of stress in their work that causes them to lower their performance
level, productivity and health.

. The respondents feel that organizations doesn’t provide adequate leaves to the
employees and it doesn’t have any work life balance programs for the
employees to maintain their work life and personal life

. The women respondents working in the industry feel that getting married can
cause them to leave the present organization attributing various societal reasons
like seeking acceptance of husband and in-laws, moving to husband’s place.

. The study found that unusual shifts and odd shift timings discourage the
employees to stay

It is found that there is less transparency in the performance appraisal system
and the performance feedback is also not communicated to the employees to
know the gap in their performance.

Respondents feel that the salary packages one receives is not the main factor for
the increasing rate of attrition, as most of the respondents have been paying
better salaries by their respective organizations.

Most of the female respondents feel that the domestic responsibilities like
taking care of parents, in laws and children causes them to leave the profession
and join some other profession.

The factors which cause attrition
among the employees working in
manufacturing industry —
Unfriendly Working Conditions —

1.

U

52%
. Lack Of Social Interaction At Work

Place — 60%

. Lack Of Training And Developmental

Opportunities —37%

High Amount Of Work Stress —73%
Role Confusion —28%

Ineffective Organizational Policies —

Performance Appraisal and
Feedback - 67%

Career Management - 54%
Compensation and Reward
Management — 38%
Communication Policy - 51%
Leave Management —56%
Motivational Policies — 88%

7. Marriage Is The Reason For Attrition
-33%

8. Loss Of Interest Is The Reason For
Attrition —57%
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Respect

3 R’s Of Employee
Retention to retain
employees and keep
satisfaction high:

Recognition

Reward

The Eight Central processes of the Kei’s Employee
Retention Wheel are:
Values for employing are communicated to
employees.
Communicate to job seekers and attract
candidates who will fit in the job.
Employers seek if the attitude of job seekers
will match their environment.
Employers check job seeker’s ability and
their skills before selection.
Make new employees to understand the
reason for success of business and prepare
them to work for further support.
Employers provide essential information to
carry on work effectively.
Giving opportunity for employees to work
together and measure their effectiveness
through training.
Employees duly rewarded with extra
incentive income.

Retaining Strategies

Paint a clear and exciting vision for the future. Employees stay longer
when they buy into the future of the business and are excited about
the opportunities for their own growth and development.

Leaders and managers need to make sure that every employee is clear
about how their role contributes to growth and success. Changing
business objectives into personal objectives and measuring these
continuously can achieve this. Tools such as a Balanced Score Card
work particularly effectively.

. Assess your Employee Engagement strategies. Improving employee

engagement is a long-term strategy but it increases productivity and
enables organizations to grow faster and more sustainably.
Recruitment is often reactive. A person leaves and there is a mad dash
to find a replacement. It is far more effective to put in place a strategy
that continuously looks for highly talented and skilled employees.
Engaged employees are the best advocates for your company.
Motivate them to refer and recommend your organization to others.
Market yourself externally as a company that is growing and has a
clear vision of where it wants to be.

. The best staff will already be in employment and are never those

proactively looking for a position. Tempt them to be in direct contact
with you.

Be sensible with your job descriptions. Because we suffer from a skills
gap, there is a temptation to combine roles and responsibilities. After
all, having one person do two people’s jobs makes financial sense.
Unfortunately it won’t help your recruitment and finding someone
with a broad skill set across diverse areas will impede your recruitment
and can damage your reputation as an employer.
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It is desirable to plan Employee
retention strategy by covering
following aspects

Identify and prioritize key
employees that present a current
or future retention risk,

For each key retention group,
clarify reasons for wanting to
retain them,

With each group, need to take
interviews, and opinions, ( entry —
reasons for taking this job, on the
job — reasons for staying, to
ascertain what need to do to retain
other group employees and also
for future reviews, and exit
interviews to assess what went
wrong )

Making the interviews with
employees independently and
keeping them confidential for best
results,

Using the information that is
collected to clear, quantifiable
retention goals for each group of
employees.

Retaining Strategies

Actions -

1. Focus on providing Hygiene factors - compensation, benefits and physical aspects of working environment
(health, safety, and comfort)

2. Thrust on Motivating factors - Feeling of achievement, Recognition, Challenging work itself, Career
advancement, Increased responsibility, Opportunity for growth as a person

3. Building Organizational culture - Good culture is usually typified by quality of excellence, openness in
communication, participation in decision making, and high standard of safety.

4. Undertake review of existing policies and improve current practices on flexible work arrangements.

5. Provide possible work breaks and interval to the employees to get relief from their work.

6. Open Communication always helps the organization, the employees’ doubts with regard to performance
standards and performance expectations must be communicated prior.

7. Tryto make the job more enriched so that employees can feel a sense of satisfaction and pride in their
work.

8. Loyalty can’t be bought, companies can introduce loyalty programs to motivate their employees to stay
back with their organizations.

9. Build learning relationships in all directions and hold all participants responsible for their success.

10. Select the candidates who fit into the role and train them accordingly and make it as a continuous practice
in the organizations, so that the employees never feel inferior to perform their role.

11. Strengthen Career Development and Career Progression Programs in return it help the organization to
retain their employees.

12. Provide whole job experience to the employees to maintain their interest in their work and it motivates
the employees to stay back with the organization.

13. Recognize the employees. Appreciating the skill and performance acts as the energy booster to the
employees and induces them to achieve higher performance standards.

14. Retention must be intertwined and blended in the organizational strategy formulation. Organizations
must maintain a rewarding, encouraging a participative culture in the organization. This definitely pays off
to the organizations with having loyal workforce who are skilled, trained and motivated workforce.

15. Build A Great Place to work

16. Encourage and create Great Managers — as people leave managers (GMI)
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Talent Evaluation

S Specific What will be accomplished? What actions will you
take?
Three types of goals: based on time, focus and topic 1 [Measurable What data will measure the goal? (How
. 4 h? H ?
1. Set realistic goals. e oW e
. A Achievable Is the goal doable? Do you have the necessary
2. Keep a track on achievement. skills and resources?
3. Build OwnerShlp & ACCOUI’ItabIhty around goals R Relevant How does the goal align with broader goals?
\Why is the result important?
- Time-Bound What is the time frame for accomplishing the
50

Common types of goals are to:

o Increase something

o Make something

o Improve something

o Reduce something

o Save something

o Develop someone (yourself!)

SMART criteria?

Job descriptions are valuable communications tools they help to:

*Define the job and expected results

*Select the best qualified candidates

*Determine the best processes to accomplish tasks and projects

*Establish performance objectives and goals

*Identify knowledge, skills and abilities to select and develop

*Reward employees equitably and appropriately

*Companies usually develop employee performance standards directly from a
thorough and well-written job description. As an employee, it is important to
understand the roles and responsibilities outlined in your job description and your
expected performance levels
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S — Specific - When setting a goal, be specific about what you want to accomplish.

Who — Consider who needs to be involved to achieve the goal (this is especially important when you’re working on a
group project).

What — Think about exactly what you are trying to accomplish and don’t be afraid to get very detailed.
When — Goals need to be timebound, you should at least set a time frame.

Where — This question may not always apply, especially if you’re setting personal goals, but if there’s a location or
relevant event, identify it here.

Which — Determine any related obstacles or requirements. This question can be beneficial in deciding if your goal is
realistic.

Why — What is the reason for the goal? When it comes to using this method for employees, the answer will likely be
along the lines of company advancement or career development.
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M — Measurable - What metrics are you going to use to determine if you meet the goal? This makes a goal more

tangible because it provides a way to measure progress. Milestones are a series of steps along the way that when
added up will result in the completion of your main goal.

+* As the “M” in SMART states, there should be a source of information to measure or determine whether a goal
has been achieved. B The M is a direct (or possibly indirect) indicator of what success for a particular goal will
look like.

+* Sometimes measurement is difficult, and managers and employees will need to work together to identify the
most relevant and feasible data sources and collection methods.

+» Data collection efforts needed to measure a goal can be included in that goal’s action plan.
+» Even if a perfect, direct measurement source is not immediately feasible for a given goal, the discussion about
the desired end result (why this goal is important) and what the measurement options are (what success might

look like) is an important and valuable part of performance planning.

+* Measurement methods can be both quantitative (productivity results, money saved or earned, etc.) and
qualitative (client testimonials, surveys, etc.).
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A — Achievable This focuses on how important a goal is to you and what you can do to make it attainable and
may require developing new skills and changing attitudes. The goal is meant to inspire motivation, not
discouragement. Think about:

+* how to accomplish the goal,
++if you have the tools/skills needed,
% if not, consider what it would take to attain them.

R — Relevant Relevance refers focusing on something that makes sense with the broader business goals. For
example, if the goal is to launch a new program or service, it should be something that’s in alignment with the
overall business/department objectives. Your team may be able to launch a new program, but if your division is
not prioritizing launching that type of new programs, then the goal wouldn’t be relevant.

T — Time -Bound Anyone can set goals, but if it lacks realistic timing, chances are you’re not going to succeed.
Providing a target date for deliverables is imperative. Ask specific questions about the goal deadline and what can
be accomplished within that time period. If the goal will take three months to complete, it’s useful to define what
should be achieved half-way through the process. Providing time constraints also creates a sense of urgency.
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Mid-yeor e vy
performance review

JUL-SEP

Overall performance rating

Buceeds | Bceeds  ISEESER
expectatons | expectatons.

Exceets | Bxceeds
expectaions | expectations

Below Below Exceeds
expectatons | expectatons expectations

Below Below
expectatons | expectations
Below
expectations | expectatons.

Below
ions

Needs  Belw  Sucessily  Eoeeds  Excepional

aton  epectaions  achieved  expectaions

The ‘What’

The ‘How’

Successully  Exceeds
achioved ~ expectations

Below
expectations
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Talent Development

Organisational

Development LEERErE

Assessment
&Development

& Performance
Enhancement

Sales and Sales
Management




are vourlZlzd

Creating Employee Experience

Talent Development

Some Head Winds

Coaching programs will draw greater scrutiny
Coaching will continue to be a key tool for executive and leadership development. Organisations expect to see clear success criteria as
a part of any engagement to get real returns on this type of a development investment

Demand for basic skills training is expected to re-emerge

Due to volatility in the business environment and budget constraints, programs devoted to developing basic skills often take a back
seat. Highly focused training modules designed to meet specific short-term needs or pressing business challenges take prominence
over such programs.

Globalisation will shape more leadership programs
While some organizations have had a global dimension in their leadership development initiatives, most companies realise that they
must play catch-up or lose ground in an increasingly integrated, competitive global marketplace.

Companies will turn to training to build employee loyalty

As attrition rates increase, senior management is expected to turn to the Human Resources (HR) teams to build closer relationships
with high-performing workers. Organisations will increase their focus on leadership and personal development programs in order to
improve retention and engagement.

Workers will be more assertive about high-potential programs

Up till now, the process of selecting candidates best suited for high-potential programs has been discreet and low key. However, with
the selection process becoming more open, ambitious individuals have begun to volunteer enthusiastically for any kind of leadership
development offering.
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Aspects Critical to Business Success

Functional Know-how
[Domain specific knowledge]

Process Abilities
[Skills critical to success]

Values
[Guiding Principles]

Competencies
[Behaviors critical to role]

Focus on the above through the following

- ~ Front Line/ Junior J [ Mid J { Leaders ]
Culture Building Technicians Management Management
D S —— Programs across employee groups & levels | _ _ @ o o o o e >
focused on embedding a Value based culture
Capability Umbrella programs Programs based on
Building mapped to Traln!qg Needs
Competencies for Identification
frontline
Career T APTAN PILOT ... Accelerated Developmént,

Development

To 15t Level Suepvisor To 2nd Level Supervisor For Hi-Po’s/KCRs
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the 70 : 20 : 10 model

Learn & Develop
Learn & Develop Learn & Develop through

through th.rough. structured courses
Critical experiences relationships & programs
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We know that employees

join organizations & leave managers GREAT
MANAGER

INSTITUTE"

At the heart of a Great Company is Great
Employee Experience

An organization’s Employer Brand is significantly impacted by
the quality of their People Managers.
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GREAT
MANAGER
INSTITUTE

Ebancieg 1R Carsphance weh Eficmncy

Forbes

Magazine

MANAGERS
ARE THE
LINK.

Assessmnet
&
Development

\ of People
anagers S
HR Consulting Recognize
and HR | 2 Great People
Solutions

Manager

People
Manager
Award

We partner with GMI to provide organisations with a program to build Great
People Managers




1aRE YourlZT{

Creating Employee Experience

Great Managers Institute and ShareYourHR ,
" = MANAGER

INSTITUTE™

* GMI and SYHR are dedicated to build and celebrate great People Managers who delivery great
employee experience

* GMI and SYHR share a common philosophy towards people practices and how they are implemented

* SYHR and Karma along with its mission to provide people solution to its clients globally will also
propagate GMI mission of identifying Great Managers

* GMI and SYHR will work together in forums to share practices and solutions that build great working
places

* GMI and SYHR will partner to develop managers to aspire to be Great Managers and vie for the
coveted “Great People Manager”




YHARE YOUR[Z[=]

Creating Employee Experience

Performance Bonus payout Grid

Rating Others HiPo's

Exceptional 115% 130%

Exceeds Expectation 105% 120%

Successfully Achieves 100% 105%
Below Expectation 0% 0%
Needs Action 0% 0%

Non - Financial

Financial metric (50%
Proposed PB Structure LLEWE] ic (50%) metric (50%)

Target Percentage

Achievement  Payout

D t t
Ratio of Financial to Company Financial ef)ar m.en o
non-Financial Performance Financial individual
Performance Performance 90-94 50
measures
Revenue & EBIT 95-99 75
Leadership 50% : 50%
Middle Management 40% : 60% 20% 30% 60% 100- 101 105
Support Staff 30% : 70% 10% 20% 70% 102 - 105 120)
Operation Staff 30% : 70% 0% 30% 70% 106 + 130|
Junior Staff 0% : 100% 0% 0% 100%

Subject to approval
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Sales Leader

Team /
Operations
HOD

e Works on
start to finish
of bid/deal

e Generates
lead

* Follow up
¢ Deal closure

Bid Support
Team

Support
Employees
who work
across bids

e Support
teams not
eligible
- Human
Resource
-Administration
- Technology
- Finance
- Legal

Liasoning
Team

Relationship
Managers /
Operations
Lead / HOD

¢ All those
who are
responsible
for organic
growth
within
existing
contract base

Operations
Team

Operational
delivery

o Efficient
management
of client

e Account
growth
within
existing
contract base

Identify
eligible
members

Issue Calculation Preparation o

o incentive of incentive final list of
Signing of avout pot eligible
contract pay .u o members

letters in 15 Validation by Approval by
days Finance MD/CEO

Sales Commission

Client

New Client

New Business

(New Logo)

off
shore
delivery

Payout
T&C*

Existing Client

Off shore
delivery

New Business

(Existing Logo)

On shore
delivery

Additional Business

On shore
delivery

(Account Growth)

Off shore On shore
delivery delivery

Sales Incentive Plan

v" Eligibility - All permanent employees
excluding MD/CEO

v" Role or contribution — Identified at the
beginning of the deal

v" Incentive pot will be calculated on the
actual net revenue billed & collected
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Esat Process

Rollout
the
Survey

Docume
nt
Findings

Formulat
e Action
Plans

Execute
Action

Esat Process ' '
1 2 3 4 5 6
S_trongly Disagree Slightly Slightly Agree Strongly
disagree disagree agreeB agree Esat Frequency

Dip-stick

Strongly disagree Disagree Agree Strongly agree

» To all employees who are 6 months plus
in the system

' > Segregation —
/ » Top/Middle/junior levels

. » Company & department/Location

wise
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Customer
." = Satisfaction

Engagement Drivers Engagement Business
_______________________________________________________________________________ Outcomes Outcomes
i = Senior leadership i i“““““““““i _____________ Talent |
“ | * Line Manager Lo i 66. * Retention
o = Co workers ! ! ! ' ’ = Absenteeism
_8 ! = Trust in Action = Career Opportunities ! | : = Wellness
©: .5 = Learning and development | | l
== 1 ® Brand . 1 ! 1
= | = Customer Focus " Recognition ! : :
q:) i Performance Management | . Advocacy
o P |
OJ : 1 ! 1 .
el : ! ! Operational
= : | ! * Productivity
(] ! ! i . | = Safety
| EXPERIENCE A Y |
| & Loyalty
| L | " NP
! ! | | = Retention
i * Work Tasks i i i
i » Ethics & Integrity = Empowerment/Autono i i i
! = Diversity & Inclusion o my | | |
i = Talent and Staffing * Communication * Work Life Balance i i | Financial
i = Safety i | i =M = Revenue/sales
i = Enabling Infrastructure i i Satisfaction i —= growth
e Action Areas - - - - s c i \: Op. Income/margin
-~ Engagement - / \- Total shareholder
Score

return
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Agree

Engagement Behaviours * ‘

\ | would not hesitate to
Advocacy | recommend where | work to 9%
\! J/a friend seeking employment

y  Loyalty / | am excited to go to work

| am motivated to do my

Satisfaction
\ / best every day

Performance Management System drivers

Performance appraisal setting expectations, measurement criteria is clear

57%

15%

Employee Satisfaction

Strongly agree

 Goassetformeatworkarerealistic

My supervisor discusses my performance evaluation with me

| am motivated to contribute more than is normally required to complete my work

%—/ Work Environment drivers

I have a good relationship with my supervisor

| am aware of what my colleagues in other divisions are doing

General drivers

My voice is being heard by the management

| am aware of the vision, mission and values of the company

Employees treat each other with respect

Reward & Recognition drivers

My company rewards and recognizes the good work done

| am recognized by my supervisor in front of my other colleagues for my
performance and it helps me perform better

Policy related drivers

| am aware of the HR policies

List two company policy which works as road blocker for you to perform well
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Quarterly Yearly | Sparkle Awards The Reward categories
1) Class of 20__(Ops & Ops Support)
These awards are held every quarter. The period for rewarding the employees will be from 2) Class of 20__ - Supervisor
January to December. The awards will be held in each site/department locally 3) Class of 20__- Team Manager
4) Class of 20__ - Support -
Employees from Jr Employee to Mid Level Management will be rewarded 1. Support/Enabler selected by Regional/Department Head

2. Corporate selected by CEO/MD
Half Yearly | Sparkle Awards

5) Best Operations Team
These awards are held in the month of July every year. The period for rewarding the 6) Best Support Team
employees will be from January to June. The awards will be held in each site locally. 7) Best Corporate Team

8) Best Service Delivery Leader
Employees from Jr Employee to Mid Level Management will be rewarded. 9) Best Support Leader

10) Best Corporate Leader

Annual | Sparkle Awards
CEOQO’s Award for Excellence
These awards will be held in the month of January every year. The period for rewarding the

) ) . . 1 Leadership Excellence Award (Operations) — Leadershi
employees will be from January to December. The awards will be held in each location/HO. ) cadership Excellence Award (Operations) ~ Leadership

Level

2) Leadership Excellence Award (Support including
Corporate) — Leadership

3) Emerging leader Award (Ops)

Employees from Jr Employee to Mid Level Management will be rewarded.

The H2 awardees are selected for the period July to December and are given an iSparkle
certificate at a local R&R process function.

4) Emerging leader Award (Support)
5) Emerging leader Award (Corporate)

The winners of the Half yearly H1 & H2 | Sparkle awards qualify for the Annual | Sparkle 6) CSR Award
Awards. Annual Awardees are selected from this pool. 7) Award for Woman Leadership
8) Sales Leader with significant contribution to growth
Global Awards 9) Operations Leader with maximum automation/tools
deployment
These awards will be held in the month of March every year. The period for rewarding the 10)  Operations Leader with HR Orientation

employees will be from January to December. We will be awarding the créme d le créme

(Top 100) performers across the company. C) Chairman’s/MD Award:

) ) These Awards will felicitate the employees who walk the talk with
Employees from Jr. Employee to Leadership level will be rewarded regards to our Values/Culture and those who have ingrained these

behaviors in their day to day activities.
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Employee Wellbeing

Employee
HAPPINESS
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Our Wellness Program LV9 5175158?%5
LVG dﬂlﬁmiﬂ, ASH

Healthy work force = Happy work force = Increased productivity

LVG SYSTEMS, based in California, USA, provides quality educational programs and workshops to promote personal health,
fitness, protection and safety. We strive to improve the health and well-being of individuals through a holistic approach

All the programs are reputed for being tailored to the needs of individuals, irrespective of their age group or fitness level.

LVG programs are known to be popular for their simplicity, effectiveness and positive results.

LVG* SYSTEMS STRESS PREVENTION PROGRAM

- Recognize the signs and symptoms of Stress in themselves and others.
- Understand the causes and effects of Stress and its impact at the individual, departmental and organizational levels.
- Learn methods for enhancing positive health, reducing and preventing unnecessary Stress through a variety of LVG*:
o Breath, Concentration, Progressive Relaxation, Meditation, Mental Imagery, Mindfulness, Self-Massage and yogic
exercises.
- Learn the seven dimensions of wellness and integration states of physical, mental, and spiritual well-being.
- Learn how these seven dimensions act and interact in a way that contributes to creating a culture of well-being .

Stretch & Breathe Women

Programs




Share vour/Tz!

Creating Employee Experience

Tech Enabled Solution

SYHR Middle Ware

Our purpose designed Middle
Ware ensures an enhanced
intuitive interface. Capability to

Recruitment, ATS,

b Employee link to any external HRMS ngffrlr?]b?)lne
[} Database a”g Life system and link to employees Insight, One
yole via an apg:less platform Solution

Management.

Replicate-able

Employee good practices,
GO Onboarding, L&A, building @
Employee experiences E
Engagement leading to

improved retention

Valuable insights to
the HR Team =
Better Policies -

Design = Improved
HR Delivery Q

Strong governance

and CXO / Board v
level dashboards B

Payroll, End of .
$ Service settlement, Em p|0yee EXpe“ ence
Payroll compliance.
/ ? Employees are able to access vital personal

information, CEO messages, policies, pay-

e slips and communicate with the HR team via
compliance online an app less user-friendly environment. The
= e H-/ ease of information access, efficient
Dynamic addressal of query, proactiveness of
25 2eElel employee communication builds employee

experience

Scanning Employee .
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Tech Enabled Solution

Top 3 reason
they left

Barely on
board

Felt their boss was

O ajerk
Work was different

“ than they expected

0 Changed their
7 2 0/ mind on work

0 type
Employees left a job

during first six
months

(=~ D s hammamgrea com oD s AN 192 a -~ o
- o . ERLEEE =

Fetruary 2019 = CARM vmad Ofice Sasmtm o)

Maharashtra Minkmem Wages Rules, 1963

Form II

Fde 37(1)
Muster - Roll-cum-Wages Register

s o4 S Aty W ESatnas (1] S LA P S et o4 oty e S318

T et e T
— i e |, | e |
P e |
- ; ——— T —
-

FEMALE
Employees

2005

Ne v hires
-39

Left e...ployment
-305

Leadership

Engagement Behaviours

40 30

20 30
% %

40 40
% %

- Managers and
professionals

Strongly disagree Disagree

MALE
Employees

2225

New hires
+479

Left employment

-499
" Junior Staff
Agree Strongly agree

1

I would not hesitate to

Advocacy recommend where | work to
\ [ 2 friend seeking employment

L Loyalty 1 am excited to go to work

| am motivated to do my

| Satisfaction
best every day

//
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Management Consutants Put. Lic.
Enhancing HR & Compliance with Efficiency

HR Compliances

Compliance Tools Payroll
> Edoc > My Payroll Buddy
» ECheck D > Payroll processing —
> VCheck L&A, Expenses,
E Variable pay, F&F
Consultation Compliance
: Ggo'dfeto build , Filing all monthly &
gtrugtures bay ” Annual compliance
components, HR H y Malntjnance of
processes, SLA recoras
I
. Employee
Set-Up Guidance Experience k@) Governance
»  Compliance oo » Risk Management
Registration » Board Reporting
> Org Structure »  M&A Due Diligence
»  HR Policies
Knowledge Reservoir Government
Liaison » Ferorer,

> Solution building
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Management Consuliants Put. Lic. 9 m"g‘*iﬂvs

Enhancing HR & Compliance with Efficiency ERA,
Q‘:,ck‘q Cess 9 Hey o
i :/-'-"' s

Automated Compliance ol

innnna T :IZZ’Z::I/[
EEE Can labour compliances be real time? S,

Compy;.
'npl/ance Cockp,
it
Full g, ore i
ﬁ% Harm;

Can a chat bot actually be a

@ Can we get compliance status/insight?
@D

. . Q
compliance auditor? :
-
I .
I Vet ta 20
o
Today,
oo™ 5 49
°“6‘/p Qu‘\c\‘Niimr ’ v oy e "

e
ot
ess ¥

“E-Check” — solution for complete establishment compliance
PAN India including dashboards and repository of the
\documents.

“E-Doc” — solution for preparation of Statutory Registers as
per each State’s Statutory formats.

“V-check” — vendor compliance solution to enable clients to
view reports on audits for all their sites.
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Enhancin g HR & Compliance with Efficienc: Y

USP — My Payroll Buddy

Payroll would be processed through HRMS Software — My Payroll Buddy

Spread over 25 Locations PAN India

100% Confidential Of Salary

100% Accurate & On - Time Payroll Generation, On Time Salary

100% Automated HR & Payroll Process

35 Years Of Payroll & Compliance Expertise

Avg 1.5 Lac Claims Settled For PF In a Year

2 Lac TIC Generated PA

Already Managing 5 Lac Employees Automation, Payroll & Compliance

HRMS Platform On Cloud For Employee Self Service / Manager Self Service / HR Dashboard
Payroll & Compliance On Cloud including Time & Attendance Module

Onsite Employee Helpdesk for Payroll and Payroll Compliance

End-to-end Payroll compliances including PF UAN, PF Claims , ESI cards Management across
International Workers Compliance

ESIC TIC / PF UAN Management

Audit & Inspection Management

Provide time to time updates related to regulatory changes & standard product enhancement
Gap Analysis and Customization development for customer specific requirement
Conformance to GDPR and data protection act
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Confidentiality

An employer's ability to protect its trade secrets will depend on the degree to which the
underlying knowledge or information is known by others. Put another way, in order to
gain common law protection, a trade secret should be treated as a secret.

Information that has commercial value and that has been scrupulously kept confidential
will be considered a trade secret (TS).

A secret, where the Owner will be entitled to court relief against those who have stolen
or divulged it in an illegal manner.
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Confidentiality

e Under most TS regimes, you cannot have a TS unless you have taken
reasonable precautions to keep the information confidential

e ‘Reasonable’ — case by case
— reasonable security procedures
— Non-disclosure agreements (NDA) / Non Compete
— such that the information could be obtained
by others only through improper means

Importance of proper TS management program / Protection Policy

e Educate & Train

e Restrict Access

e Marking of Documents
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Our Value Proposition

v" We have Expertise to manage HR processes globally - HRSS

v" We are Specialist in HR Strategy/Processes, M&A, Talent Management, Employee
Experience, Wellness, Solution Design, HRSS, Recruitment & Compliance

v" Our Tech Enabled Solutions are purpose built for Shared Service with employee Experience
at Core — SYHR Middle Ware

v' We assure that the Value we bring to our clients will go beyond expectations
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THANK YOU

Contact details:
Pratik@shareyourhr.com

Kevin@shareyourhr.com
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