
O n this shrunken globe, people 
can no longer live as strangers, 
and we can no longer work in 
isolation. Smooth functioning 

of a company is interdependent on the 
various facets that make up that organi-
sation, and the global marketplace that 
we work in. While we cannot control the 
external environment, it is imperative 
to ensure that the different cogs in the 
company are well-oiled and smoothly 
work in conjunction with each other.

While the need for integration arises 
with the growth in the size of an organi-
sation, including its expansion across 
geographies, this need is stronger during 
and post a merger or acquisition (M&A). 
When an organisation sets up a unit in 
an alien territory or goes for an M&A, it 
has new set of employees, with a differ-
ent culture and outlook. The HR function 
plays an important role in bridging these 
differences to create a global workforce. 
It is important to look at integration of 
an acquired organisation from a human 
and humane perspective.

I feel the real challenge lies in bring-
ing about consistent processes, policies 
between the two entities, which give a 
clearer perspective of the organisation. 
The common policies reduce the feel-
ing of discrimination and the ‘we’ versus 
‘they’ syndrome. In our case as well, we 
have taken measures in bringing about 
common policies for local employees as 
well as those deputed from here. While 
in many cases an acquiring organisation 
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‘Tracstar initiative’ where I coach high 
performing employees (above the post 
of Assistant Managers) for potential to 
take up leadership roles in the organisa-
tion. In the age of competition, where 
war for talent is imminent, this initiative 
of identifying, developing and promot-
ing leaders from within certainly helps 
the organisation to attain its long term 
goals. Ten employees selected in a year 
after tracking certain criteria like per-
formance, leadership trait etc. month-
wise are groomed by me for a leadership 
position in the organisation.

Rewards and recognition are a part of 
the core HR process. Recognising high 
performers from average performers and 
rewarding them is an important activity. 
The high performers with experience 
and capability are promoted to the next 
higher role to take up more responsibili-
ties. I take the promoted employees for 
an interaction over lunch as a reward 
and to boost their morale. We have also 
initiated spots awards for ‘moments of 
truth’ (special performances) where the 
employees are rewarded immediately 
for some special performance.

In modern business, innovation is key 
to survival and growth. To inculcate a 
spirit of innovation among all employ-
ees, we have initiated ‘Thaums’ under 
which every employee takes up a project 
in a chosen field towards innovation and 
is required to complete the project. It is a 
measurement unit for measuring magic 
and employees take up assignments to 
introduction of new product, reduce cost 
etc. On satisfactory completion, apart 
from additional points in their review, 
the best project gets appreciation from 
the CEO and Rs 25,000 cash reward. 

To remain competitive, organisa-
tions are realising the 
importance of a capable 
and motivated workforce. 
The HR initiatives taken 
by us towards employee 
motivation not only help 
in enhanced performance 
but also go a long way in 
building a loyal workforce 
who prides themselves as 
MeritTrackers.� �thf

lasting trust. I believe in communicat-
ing and connecting with my employees. 
One such initiative is the ‘Monday morn-
ing breakfast meet’ with an employee. 
It is a platform where we discuss the 
employee’s ambitions and try to find a 
way to create a career path. This not 
only helps in employee retention but 
also enhances their performance. Open 
and transparent communication about 
their concerns fosters trust and goes a 
long way in building loyalty. The idea is 
to find their problems and 
work out solutions to make 
the organisation a place 
where they find happiness 
along with work. 

As the organisation grows 
in leaps and bounds, it is ex-
tremely important to create 
a second line of command to 
ensure smooth operations. 
Recently, we have initiated 

S tarting my “entrepreneur-
ship” journey in July 2000, 
I have come a long way to 
build MeritTrac from scratch 

to becoming a leader in the assessment 
space in India. The journey has taken me  
through three stages of evolution: Phase 
1 - “I will do it” (you take up every job 
upon yourself and execute it), Phase 2 - “I 
will get it done” (you direct and rely on 
your team to deliver), and Phase 3 - “It 
will happen” (there are robust organisa-
tional systems and processes to make sure 
that client promises are delivered). We 
started MeritTrac with only three people 
and now we have a robust team of 300 
people working with us passionately. 

 Organisations make progress when 
they are inspired by their vision. Leaders 
with an ability to listen become effec-
tive communicators. When they learn 
to step into others’ shoes, they master 
empathy that goes a long way in creating 
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tends to overhaul the existing processes 
in the acquired company, I believe it is 
important to evaluate the processes of 
the acquired company – you may be 
pleasantly surprised to 
find policies that would 
benefit the acquiring or-
ganisation as well. 

But integration is not a 
one-stage process and ev-
ery person in the organi-
sation works towards it 
in their daily interactions 
with their teams sitting 
in various parts of the 

world, and by being sensitive to cultural 
and ethnic differences. Moreover, the 
crux of a successful integration is in the 
commitment of the management and 
the leadership in making it happen. It is, 
therefore, essential to ensure the ‘walk 
the talk’ attitude is prevalent and easily 
seen in the company.

As HR, the key is to build ‘faith’ within 
the workforce - faith in the organisation, 
its leadership, its growth potential and 
its values. It is important to have com-
mon communication platforms and to 
unite the company through the prolif-
eration of the common objectives for the 
growth of individuals and the company 
as a whole. At Geometric, we have an 
internal eMagazine that carries stories 
from across BUs, and geographies; and 
includes the fun elements of a newslet-
ter, while also serving as a corporate 
and business mouthpiece to give updates 
about the company.

The role of HR begins with creating an 
inclusive environment and providing soft 
skills training for cultural and language 
sensitisation; and extends to carrying 
out employee engagement activities. 
For example, we had a recent initiative 
called ‘GeoMom’, in celebration of Moth-
ers’ Day, wherein the ‘mothers’ in our 
employees’ family (the employee herself, 
employee’s spouse, or employee’s mother) 
shared nostalgic anecdotes about their 
children with other employees in the 
company. The initiative was very well 
received, especially by our American col-
leagues and made them feel that they 
were a part of a wonderful company.

Similarly, last year we had organised 
a global drawing contest for our em-
ployees’ children, called Little Geome-
tricians. This competition gave parents 

an avenue not only to show-
off their childrens’ talent to 
their neighbours in office, 
but the entire company. And 
since the entries were used 
to make corporate New Year 
and birthday greeting cards, 
as well as a calendar, they 
felt that the organisation 
was also proud and appre-
ciative of their kids.� �thf
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