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t was about two years since Venkatesh, at 40, mid-
way through his career, joined Computech India, a
Bangalore based hardware firm. It was a far cry

from his previous employer, Indian Electronics Limited
(IEL), a public sector electronics company in Ramnagar
in UP. But when he joined Computech, he had made up
his mind to stay there for the rest of his career.

His friend Jayesh who referred him earlier, did
caution that Computech was not a company that
believed in continuous improvement, learning and
development that was Venkatesh's forte.

"No problems" replied Venkatesh. "I have sold
training and quality circles to people in a public sector
and I love challenges. I can put in two decades of my
experience to build and enable new systems here".

He had been assigned as training manager. Though
he was already a senior manager at IEL, and would have
expected a better designation, he accepted. A few days
after he joined, Kaushal, the vice president, human
resources and his boss called him over. "Venkatesh, in
my absence, you will report to James." Venkatesh was
taken aback. James was six years his junior in age and
experience, and had a post graduation in HR.

The first assignment Venkatesh handled was to
develop an employee handbook for the call center of
Computech, which had contract employees. On
completion, he got an appreciation from the president,
human resources and Kaushal commended him too.
Two months had passed and there was no talk of
training. He was placed in a staff function in the
department. He had a team of four HR executives with
experience levels varying between two to eight years,
and five support staff in the department who were all
directly reporting either to James or Kaushal and also
carried out back end jobs for the others. The HR support
staff were carrying out all back-end operations including
making offer letters, assisting in the conduct of tests
and interviews, SAP related work etc with a dotted
relationship with all other managers. All other HR
managers were handling essentially recruitment.

Recruitment was at its peak and people were joining
at the rate of a dozen a week. Soon there were problems
of their seating.

Kaushal called Venkatesh and said, "Seat allocation
problem for new employees is a mess.  I need your
help."

Is this my job? wondered Venkatesh.
"I don't see any one in the team who can take this

assignment seriously. We have landed into this situation
due to the callousness of the ones concerned. You have
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been in the productivity department in your previous
organization. You must have done a similar assignment
earlier.

Venkatesh had no answer. Kaushal walked away for
a meeting.

Venkatesh was dejected by the task he was entrusted.
He spoke to Jayesh that evening, who smiled with an 'I
told you so look'.

"Don't make any noises. Accept whatever you are
given. Computech is in a project phase and these
unexpected things will be coming in. Tell me, what would
you like to see yourself five years hence?"

Venkatesh thought for a while, "Well, may be HR
head of an organization".

"Then take this as a blessing in disguise. It is a golden
opportunity for a core HR experience that you do not
have. You can drive training & development and
continuous improvement better as the head of HR in
any organization." Jayesh advised.

Venkatesh began to see some element of truth in
what Jayesh said. He decided not to protest. He feared
that refusing to do any job entrusted would neither get
him any more responsibilities nor would he gain any
experience. He took up the responsibility of seat
allocation to all employees. It was a thankless job and a
difficult one in that too as he found people in wrong
places and had to rearrange them in proximity to their
bosses and also had to wrest the seats that were booked
for other teams joining later to ensure that people who
join carry the first impression that they are taken care
of. It was a stressful and a time consuming task, but he
was getting a pseudo importance for the same. Kaushal
and the team would crackle or smile whenever he used
to flag the issue at their meetings. The only silver lining
he found in this job was that he was getting to know
people better and he felt that he was instrumental in
improving the productivity of the teams.

One day Venkatesh was with Kaushal when he was
signing offer letters to trainee engineers, the recruitment
for which was being handled by James. He went through
their resumes and pointed to Kaushal that  a few of
them had just second-class BE degrees.

"Have you handled graduate trainees previously?
asked Kaushal. Venkatesh nodded. "Ok, you take over
this activity now onwards." said Kaushal. Venkatesh was
surprised, but did not express his joy.

Computech recruited hundreds of trainee engineers
after thorough screening and testing. Venkatesh got the
trainees registered as apprentices and coordinated with
the concerned departments to bring in a considerable
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amount as subsidy/revenue to the company.
Due to the project nature of the work that was carried

out during they year, an interim performance appraisal
process was to be developed. Venkatesh was nominated
as a task force member with an additional responsibility
of ensuring the appraisals, the ratings and reviews of
the six hundred and odd eligible employees in the
different teams across the organization are conducted
and received for uploading for performance rewards
and increments.

Venkatesh went a step further. He developed a few
learning interventions for the trainee engineers to enable
them to better understand various functions and their

integration. This was not part of their original program.
The benefits of the program were acknowledged not
only by the trainees for reducing their learning time but
also by the senior  management who witnessed some of
their presentations. Venkatesh became the mentor for
the trainees, and Kaushal and the team started
addressing him as the "father of TEs". He also started
conducting a one-day program on soft skills for the
trainee engineers to set their expectations and impart
specific interpersonal and communication skills.

Campus recruitment time came near. The
organization decided to make a pitch for all IITs and
premier institutions. Kaushal asked Venkatesh to take
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charge of this assignment and Venkatesh readily agreed.
He went on to prepare the pitch, coordinate the entire
process and got nearly a hundred freshers from the IITs
also to join the company. Computech was growing
rapidly and its brand was getting more powerful at the
campus. The onus for coordination of summer trainees
fell on Venkatesh by default. It was tough for Venkatesh
had to convince line managers to take on students.

About a year after Venkatesh joined, attrition was
on the increase as the hardware sector too was booming.
Kaushal told Venkatesh, "I don't like the way we are
handling this attrition, thrusting some form to fill and
processing his full and final. I want a person senior and
caring to talk to them." Soon Venkatesh was conducting
exit interviews, documenting them and even succeeding
in retaining a few employees who were leaving. He met
over 500 employees in groups of 20 each in all functions
and sub functions in what he called 'in-touch programs'
to get a feel of their motivational and hygiene factors,
besides driving home the message that HR was sensitive
to them. He was excited with his job, though he had to
often work long hours.

James was transferred to the Delhi branch and
Venkatesh was hoping to be second in command.
However, one of Kaushal's close friends, Gaurav took
over James's role. Gaurav was 32 years old, and an active
member in a professional organizations where Kaushal
was a life member. When Venkatesh questioned Kaushal,
he evaded this as a non-issue. "Aren't we all including
me always 'reporting' to you and supporting you in every
way for the asking?"

Venkatesh confided in Jayesh that evening who
counseled him, "Learn HR more and call it quits. Join
some multinational when the time comes."

"But Jayesh, I didn't join this company to leave!"
protested Venkatesh. "I am more determined to stay."

He carried on. He was disappointed that despite his
seniority, he had no direct reportees to support him.
Gaurav, much younger in age and experience, taken at
the same level, had two regulars reporting to him.

In what way am I incompetent to handle a team…
he asked himself. He had no regrets for the exposure he
was getting on the HR front, but he was uncomfortable
about the profile, compensation, position and workload.
A few times, Kaushal made remarks about his high sense
of urgency and stressed up demeanour. Venkatesh was
aware of this as something quite natural to him. He was
a workaholic, but surely, it  is Kaushal  who should be
sensitive to his needs, he felt. He had even asked for a
helping hand a couple of times, but in vain.

Soon after, at a team meeting, Kaushal announced,
"Folks! We have all been doing work day in and day out
and we are getting lost in transactions. It is time we
document what our branch office HR guys and we are
doing and submit a HR weekly report it to the
management. Venkatesh, you can get the information
from each one of us and prepare the report every week.
The report must feature some information from the
industry and market, some statistical analysis of our
operations. Venkatesh did not question this new

responsibility.
Venkatesh longed to conduct a few training

programs to break away from his daily routine. Based
on the feedback he got from some of the project
engineers and heads of the departments, he conducted
a four-day project planning program by calling in
participants early in the morning so as not to affect his
work or theirs. The program was appreciated
tremendously.

Venkatesh's workload rose more with his new
addition to his portfolio. Kaushal indirectly hinted that
he must stick to HR. He was not given any assistants to
help him in his myriad tasks and was at the same time
being told by Kaushal that he was getting too task
oriented. He reluctantly abandoned the training
programs that he was conducting with zeal and
enthusiasm.

Vijay, who was looking after testing and validation in
the HR team put in his papers. Venkatesh asserted to
take up the position in addition to what he was doing as
he saw that it was giving him an opportunity to work in
HR operations including recruitment of lateral
employees. To continue his passion for teaching he
enrolled as a visiting faculty for a management school
near his residence that kept him not only busy after
office hours but also helped him beat the frustration of
the lack of recognition and reward.

At the annual performance appraisal, Kaushal rated
Venkatesh as 'very good' when he was expecting
'excellent' for his contribution under innumerable
constraints. He was aware of salaries being rationalized
and pointed out to his low salary as compared to others,
but Kaushal did not seem convinced.

Nikhil was moved to the marketing department and
Venkatesh was asked to take over systems integration,
leaving testing and validation to Deepak who was in
charge of senior recruitment.

A few months down the line, when attrition in one
of the departments was increasing, Kaushal asked
Venkatesh to take over, "This job is of great importance.
You need to develop a career progression and a retention
plan and compensation structure for this group. You
need to collect a lot of information from people and
develop this manual and an approach plan to
implement." Venkatesh went on to do the job of
developing the detailed document. It took him almost
two months to complete.

Work was piling on and he was neither supported
nor rewarded. Venkatesh was dejected at the turn of
events. He even began to regret his decision to leave
Ramnagar. His wife Karuna was already feeling
depressed because of absence of her friends and the
close knit society and the quality of life which she and
her husband had enjoyed at Ramnagar. Going back was
out of question, the children were grown up and he
had also purchased a flat.

Should I look out for another job in Bangalore or
elsewhere? Will I get a job appropriate to my profile? Or
should I continue here. Maybe a known devil is better
than an unknown angel? But how can I go on like this?
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ANALYSIS
Employee and organization need to be responsive to each other

t's a familiar story being enacted in many
organizations. A mid-career lateral hire joins a
company with the dream of an exciting career. His

hopes are belied. A progressive organization in a sunrise
industry does not provide him opportunities for the
right career growth and leaves him frustrated. His dream
of making this his last career move is shattered. How
did it happen? Was this a tactical career move or a
strategic one? Was organizational culture an issue here?
Public sector enterprises have a well-defined
organization structure and clear reporting relationships.
These organizations are very particular about the
'seniority factor' in reporting relationships. In the private
sector, on the other hand, ability is favored over seniority.
Dual reporting relationships are common. This is often
a 'culture shock' for most public sector executives. So
when Venkatesh was casually asked to report to James
six years his junior in absence of VP HR he was taken
aback by this decision. The other public private disparity,
which may have affected Venkatesh in a negative
fashion, is the designation. Most public sector companies
are hierarchical and have designations for each level.
Many private organizations especially in the high tech
sector have moved to role based designations with
flexible, need based reporting relationship. Moreover,
many of these private sector organizations apply what
is generally known as the 'relevant experience' criteria.
Under this criteria length of experience is judged more
by accomplishments than by tenure. I wouldn't
therefore be surprised if Computech management
discounted some of his experience in IEL and gave him
the designation of Training Manager instead of Senior
Training Manager.

Developing an employee handbook single handedly
is not the job of a senior, experienced training manager.
Venkatesh should have ideally pointed this out by saying
that yes he would help develop a handbook by guiding
its creation but he needed someone to take up the
assignment and report to him. This suggestion I am
sure would have been taken in the right spirit and he
would have moved himself up one notch in his career
ladder. Instead of this, he meekly accepted this thereby

 I giving a signal to the top management that he can be
kicked around at will. This incident, in my opinion, was
a watershed in his relationship with the management as
it set the tone for his future equation. As can be seen
from subsequent events he was subjected to ad hoc
decisions and moved from one non-value adding
assignment to another.

Venkatesh let things slide. Instead of taking the
initiative of going up to the management with innovative
ideas on training, he accepted a rather humiliating
assignment of seat allocation which does not have a
semblance of relation with his core responsibility of
training. Though couched in glowing terms this
assignment was a clear message to Venkatesh that he
was being kicked around and not valued in the
organization. He should have put his foot down and
firmly refused to be associated with this type of
assignment.

To link his productivity enhancement experience
with seat allocation was like rubbing salt into his wounds.
The management was making a mockery of his years of
hard work and experience. This incident would definitely
have the impact of lowering his self esteem and shaking
his confidence. These two incidents gave the
management of Computech a handle to indulge in more
adhocism as far as Venkatesh was concerned.

Jayesh's advice at this juncture was nothing short of
disaster: "Don't make any noises. Accept whatever you
are given. Computech is in a project phase and these
unexpected things will be coming in" He played on
Venkatesh's desire to gain line HR experience by asking
Tell me, what would you like to see yourself five years
hence?" The answer was obvious. Venkatesh was keen
to become a HR generalist by transforming himself
from a training professional to a HR professional. He
did not make things happen. Instead he let things
happen and became a victim of circumstances created
by his own inertia. He never protested. He failed to
realize that by no stretch of imagination could seat
allocation be called a learning experience. By showing
lack of assertiveness he became a pawn in the hands of
his reporting managers who moved him from one task
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to another in a whimsical manner. He was then accused
of being too task oriented!!

One ad hoc assignment leads to another and soon
he was asked to dabble in recruitment. This was perhaps
the best assignment he had during his career in
Computech. He was able to expand his role to include
design and deployment of various types of training
including induction and soft skills. This is the closest he
got to his actual role of training manager.

He adopted a holistic approach towards training and
included retention in his portfolio. It is apparent that
Venkatesh derived considerable satisfaction in
demonstrating his capabilities in this area. His joy,
however was short-lived, when his organization brought
in an outsider junior to him to replace his senior. He
also discovered that he was getting less salary than his
peers. The message was very clear at this point and
Venkatesh realized it. His friend and Mentor advised
him to take a 'learn and quit' approach which was easier
said than done. Not surprisingly therefore Venkatesh
responded in a typical manner 'how can I quit when I
have come here to stay'.

It is the joint responsibility of both the organization
and its employee to make the workplace conducive for
high performance. Commitments from both sides are
required to be fulfilled to maintain a healthy relationship.
Managing expectations is a major responsibility of the
management. Disharmony and dissatisfaction is
inevitable result if no one pays attention to this aspect
of employee relations. Similar implications could be
observed in the case of Venkatesh and Computech India.

It is a tough, competitive world where challenges
keep on pouring from all directions social, professional,
peer, and family. In such an environment one needs to
have a clearly defined career-path from the very
beginning. Venkatesh had been working in a public sector
company in responsible positions, assuming for a period
of minimum 15 years. At 40 and life well-settled, one
needs to be more circumspect while switching over jobs.
He decided to leave the stability and security and jump
into the corporate sector in a much junior level at such
a late stage in his career. Was he looking for challenges?
Was he unhappy at IEL or did he want to prove his
ability in the private sector? Well, we don't have an answer
but Venkatesh could have looked around properly
before he jumped. The years of experience in IEL went
in vain where if he had continued he could have utilized
for obtaining promotion and which would have satisfied
his self-esteem, even though it would have taken some
time. Venkatesh acted hastily and preferred starting
from beginning at 40 years where he would have to wait
many more years before he could have regained the
similar position at Computech which he left at IEL.
Unfortunately, Venkatesh was not farsighted enough to
realize it then.

Isn't it surprising that a senior manager of IEL joins
another company with no clarity in key responsibility
areas played by him in the organization? In today’s world
multi-tasking is a fact of life. It is a fact that employees
are expected to be resilient and dynamic to take on
multiple tasks and responsibilities. But the focus is always

on the main job responsibilities. In this particular case,
although Venkatesh longed to deliver in training, he was
never assigned such work; instead he was loaded with
other trivial jobs, which according to him were of lesser
value addition. At times it is acceptable but one has to
realize that if this continues for long it gives rise to
tremendous frustration. When Venkatesh was assigned
for allocating seats for new employees, he obviously
didn't like it, he wondered why. The question arises why
did he wonder? He should have politely spoken out to
Kaushal that he agrees to carry out the work but he
needs to focus more into training-related work as he
was hired for that purpose. He could have had an open
discussion with Kaushal requesting him to provide his
key responsibility areas so that he can work aiming at a
better performance rating. In this way, he could have
tactfully removed non value adding activities of his job
and could have devoted more time into training. But,
he waited till Kaushal would assign him some activities
in training. There are instances where some senior
managers get so bogged down with their work that they
fail to concentrate on others aspirations and desire. As
an employee, it is our duty to come forward and tactfully
take the responsibility of making our managers more
attentive towards enriching our jobs.

We, ourselves are the best judge of our potential
and deliverability. We should recognize our strengths
and weaknesses rather than waiting for some other
person to point it out during the appraisals. Venkatesh
was immensely talented, vastly experienced and an asset
to the organization. Organizations don't afford to lose
such employees for the sake of hiring a couple of
assistants. Although Venkatesh had asked for helping
hands or for a raise in salary but it gives an impression
that he should have been more assertive while
communicating with his seniors. He should have
explained Kaushal at the time of giving him additional
assignments in performance management and
recruitment and explained the urgency of having
assistants without whom he would not be able to carry
out the additional work assigned to him. Kaushal was
aware of Venkatesh's potential that he could carry out
these multi-tasking activities quite efficiently with the
help of his vast experience. In no way, he was in a
position to lose a valuable employee like Venkatesh.
Venkatesh could have encashed this opportunity by
realizing his potential and politely demanding for
assistants who would directly report to him. This would
have eased his workload and also bruised his ego.

Does this signify that Venkatesh is solely responsible
for his frustrations? Computech India in fact created a
platform for Venkatesh that he was compelled to suffer
from low motivation and was thinking to quit.
Computech India doesn't give an impression that is
systematic, indulges in good HR practices and cares for
its employees. A good organization never exploits any
individual. In this case, Kaushal had literally exploited
Venkatesh. He had squeezed out Venkatesh's potential
and experience and left him unrewarded and
unrecognized. The organization could have motivated
Venkatesh by awarding him a certificate or a gift when
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ANALYSIS
Success is the difference between what is given and what you make of it

enkatesh at 40 decides on a mid career move
from a PSU at Ramnagar,UP to Computech India
at Bangalore. Two years later, he is

uncomfortable both on the home front (work life
balance) as also on the professional front (issues with
job profile, recognition, rewards and workload), to the
point where he is left wondering - stay or quit?

 V From the very start several things have not been
correctly handled. Even at the point of hiring, little
thought was given to the role. No conversation took
place on role clarity, strategic direction, structure,
resources and expected outcomes. Even while he was
inducted into the organization as the Training Manager,
(a designation he reluctantly accepted even though
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he designed the interim performance appraisal process
or conducted training programs for the engineers which
were highly appreciated. It's high time for organizations
to realize that mere appreciations don't have an impact
on the individual. If an employee has done some real
good job and the organization is not in a position to give
him immediate promotion/raise in salary, then come
forward with small ideas by recognizing the individual
in front of a large forum and maybe provide some
incentives. This has tremendous impact on the
motivation level and the productivity of the person.

Kaushal, heading HR, could have developed a plan
for inducting senior people in his department. He at
times even seemed a little unfair and biased during
appointing of Gaurav who was his close friend in a
position for which Venkatesh was suitable and deserving.
If we take for granted that he did not have much
influence over Gaurav's recruitment, then as a boss he
should have boosted up Venkatesh's morale through
proper counselling. A good leader always caters to the
need of the team members by taking out time from his
busy schedule and getting to know their professional
and emotional requirements, aspirations and empathize
with them. Kaushal never bothered to pay attention to
Venkatesh's needs for professional fulfillment. If Kaushal
was in a situation where he could not recruit additional
manpower; he should have shared the reason with
Venkatesh who was matured enough to understand the
problem, if it existed at all. Instead he went on piling up
work over Venkatesh. Is it unnatural if an employee starts
feeling neglected and dejected in such an environment?

As it goes on with the old saying "You can't clap
using one hand." It is the mutual responsibility of both
the employee and the organization to be responsive to
each other's needs. The employee has to feel engaged
and give in his entire effort to the organization. The
organization on the other hand has to give him

opportunity for growth. Similarly, the organization
should realize that the key to organization success lies
with its people, effective use of human resources. This
was the basic idea behind the evolution of the concept
of human resource development into the industry,
which has been widely accepted by all companies. There
are numerous organizations like Computech India that
loses valuable employees every year because of faulty
or myopic human resources policies and practices. It is
also easy to find employees like Venkatesh, who are
talented, confused, deprived and frustrated who can
never settle. The potential of human capital is
immeasurable. Organizations should realize this and
spend more time in getting maximum returns on
investment.

TTTTTo pro pro pro pro pre ve ve ve ve vent this  type of  negativent this  type of  negativent this  type of  negativent this  type of  negativent this  type of  negative expere expere expere expere experienceienceienceienceience
Computech should:Computech should:Computech should:Computech should:Computech should:
1. Implement an integrated competency management
system linked to career planning , training and
development and performance management system
2. Have well defined career paths for all its employees
specially its senior lateral hires
3. Show concern for the dignity and self-respect of
individuals
4. Ensure top management support and commitment
in implementing human resources practices

VVVVVenkatesh on his parenkatesh on his parenkatesh on his parenkatesh on his parenkatesh on his part:t:t:t:t:
1. Should seek time from  VP HR and discuss with him
his career path in Computech
2. Make an objective assessment of opportunities for
career progression in Computech
3. Stop listening to Jayesh and think for himself
4. Decide whether to stay or quit

Its time to wake up, Venkatesh! Welcome to the
corporate jungle!
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lower than his previous one), he found himself doing
operational HR. Within days, with utmost insensitivity,
he was sounded off about reporting to James (in
Kaushal's absence), a manager considerably junior to
him in experience. Venkatesh meekly demurred.
Although two months had passed, there was no talk of
training. The inexperienced staff under him had other
responsibilities too and reported directly to either James
or Kaushal on operational HR matters.

All these were early warning signs. Jayesh his friend
did caution him that Computech was not a company
that believed in continuous improvement, learning and
development. Yet he did nothing to take up this issue
with earnest. Things then began to get from bad to worse.

Computech is in a project phase, and so too the
work given out to Venkatesh. Across the two years, he
was given various tasks to do - an employee handbook,
resolve seating issues, support graduate trainee
induction, in-touch programs, weekly MIS reports etc.
Yet, when it came to training interventions (his job role!),
despite evidence of success, he was asked to focus on
other HR operations. Given that the organization is at a
project phase, there is certain to be a lot of role
ambiguity, and newer needs emerge all the time yet in
Venkatesh's case it is clear that he was like a 'handyman'
thrown at several problems. In this case, Venkatesh
continues to take on more and more responsibilities -
rewarded with pseudo importance, his frustrations
glossed over. He is paid inequitably and worse, passed
up for increased responsibilities. He is not even given
enough resources to discharge his current responsibility.
All this while, his training role continues to remain de-
focused and he runs the risk of continually being
shunted from one 'fix this crisis' situation to another.

What is causing this to happen? First, let us review
what's happening from a systemic framework:

The organization seems to be in a project phase - a
fair amount of ambiguity needs to be expected and
managed. Start-ups do require flexibility and changing
priorities. Pressure is certainly on more 'here and now'
operational activities. Almost all HR managers have been
put on the task of recruitments; later even Venkatesh is
pulled in for orientation and campus recruitments.

Expectation setting, by individual and organization
is key at entry. Structurally, it is clear that HR roles have
not been allocated thoughtfully, all staff members report
to all other senior members. This results in a lack of
accountability, poor performance and quality standards.

There appears no plan around building HR capability
on a proactive basis with respect to systems and
processes to deal with growth. So, the company is in
constant peril of always being in a 'fire-fighting' mode.

From an employee's perspective: Venkatesh is one
amongst scores of employees - overworked, stressed,
de-recognized and undervalued. He is one of those who
continue to take on more responsibilities in order to
gain more experience. He is one of those who have
placed themselves perpetually in a learner mode, rather
than contributor. Venkatesh represents the quintessential
company worker, who is trustworthy, and wants to spend
a long career, a workaholic who craves nothing else, but
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an opportunity for more work! And with it recognition!
Yet, he like many others suffers silently when neither
recognition nor reward is awarded to them. Despite
constraints, they battle to make sense of the tasks
assigned to them, work long hours, stifle their protests
and silence their own inner voice - and forget to stand
up for themselves.

One popular notion is that organizations are rational
places and the belief that promotion goes to the best
and most deserving employee. One fantasy arising from
that notion, is that everything would magically resolve
itself over time - Kaushal, his boss would eventually be
enlightened, would make appropriate corrections and
all issues would be resolved. Even better, Venkatesh's
work would be recognized eventually and he would one
day take over from Kaushal. No wonder, we cling to the
song - 'hum honge kamyab ek din'- wishful thinking on
our part, which acts as a balm! Sadly, left to itself the
drama would just play on, I suspect.

Organization reality co-holds both rational and a-
rational processes, where issues of denial,
discrimination, indignity, manipulation and subterfuge
all play havoc. Organizations are complex systems that
weave and intertwine politics, economics and social
systems. At an existential level, Venkatesh 'deserves what
he gets'. In other words, Venkatesh is as much
responsible for the manner in which he is treated and
the impact it has on him. Given the choices we make,
we are responsible for the consequences, that which
was intended and even the unintended. Rather than
'defy' or 'deny' we must define and continuously
announce what we wish for ourselves. Venkatesh
allowed himself to be put on tasks, 'putting out fires'
caused by others, or improving general 'ad hoc'
processes silently. Instead of expected approbation, he
was instead heaped with even more projects. On several
occasions, he had opportunities to take up cudgel with
his boss - when asked to report to James, the ineffective
organization structure and diffusion of roles of staff
who reported to him, when asked to sort out seat
allocation issues, etc. Each time his lack of self belief led
him to keep silent. One only wonders how long can
Venkatesh continue to take all this silently?

What can Venkatesh do?
While the diagnosis is comparatively easier; the
treatment is not. You cannot change rather suddenly
who you are or change your past. However, you can
recognize, understand and take action to change pattern
of behaviour that are self defeating. Simply staying put
or leaving will not resolve the issue. If Venkatesh leaves
for another organization, there is no certainty that he
may once again come up with similar issues. Issues that
he needs to resolve, first from within.

A solution to Venkatesh's problem has to be resolved
at several layers. At the intrapersonal level, a self review;
and at an interpersonal level a dialoguing process with
the organization. One or the other is not enough.

On a personal front, it appears that Venkatesh, is
averse to taking risks, negotiates poorly, has low

assertion and self confidence. These are the areas he
must work on - ghosts that will haunt him, wherever he
goes. With high stress and frustrations, coupled with
late work hours he is clearly on the road to a burn out,
unless he takes stock quickly and asserts himself. He
will have to struggle with his personal demons; demons
that he will need to befriend and give space to. He must
continue to look inside- to awaken within; focusing
outside would only continue to keep him dreaming.

He must in addition to the self imposed 'learner'
role add the role of 'contributor'. Venkatesh forgot his
own commitment to bring in two decades of experience
to build and enable new systems here on training - a
path that he jettisoned mid way. Instead of focusing on
what he does best, he has colluded to take on additional
responsibility, in which he has risked most, the primacy
of his job task. Ironically, in the end he is driven to taking
up a teaching assignment at a management Institute, to
continue his passion - for training!

At an organizational interface level, Venkatesh must
invite a serious review with Kaushal, his boss and even
seek redressal with the President - HR with respect to
the strategic direction the organization wishes to take
on Training and Development, a conversation he should
have had at the start. He should make clear that his
skills and competence lay clearly in training and
development and he would very much like to do work
in this area. He must seek feedback on his potential in
the organization and the direction his career is taking.
He should seek clear 'feedback' on areas of his strength
and his areas of shortcomings. Most of all, he should
share his own assessment of the work he has done, his
potential and his aspirations. He should be honest with
his frustrations - sharing the lack of recognition he
experiences, and inequitable reward. This dialogue
would help Venkatesh, give vent to his feelings and allow
for a clearer picture of where he stands, helping him in
reviewing his decision of whether to stay or move on.

Venkatesh would do well to suggest a review of the
HR organization structure, with clear roles and
responsibilities outlined for each individual, in keeping
with current and future business needs.

If he chooses to stay, he should encourage constant
dialogue, continually gaining insight into the prejudices
and biases of his boss. This would help him to leverage
his skills and competencies more fruitfully. He must
assert himself more fully, while being determined to
make his contribution more 'visible' to the organization.
Over time he would learn how to influence others, to
gain commitment to his ideas and garner resources for
his projects. Venkatesh already displays resilience and
determination to succeed. That in itself is not enough.
He must learn newer competencies essential for heading
up human resources in an organization. A commitment
to self learning, personal growth and the willingness to
challenge oneself is vital. For in the end, Venkatesh must
enjoy what he is doing. Anything else is a compromise.

Finally, success is the difference between what has
been given to you at the start, and what you made of it
at the end, through hard work and a bit of luck.
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