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BY DEVIKA THORAT

Agility: The New-
Age Mantra

ith the global economy
going through uncertainty,
organisations must beW

GEN Y SPEAK

You can create flexible people processes and promote
creativity and innovation by embracing agility. If HR is
agile, it can re-skill and re-align the workforce to meet
the changing needs of business and talent trends.

crowdsourcing, etc. Your role is to
not only to identify other sources,
but to also have the right mix of
permanent, contingent, outsourced,
etc., and weave them into the
strategic workforce plan.

You must also have effective
people practices to keep the workforce
engaged and motivated to deliver the
desired outcome. Glocalisation hence
comes into the picture, wherein
certain people practices must be
global to maintain consistency in
experience, while some can be local,
keeping in mind the cultural
preferences of different geographies.
You can create flexible people
processes and promote creativity
and innovation by embracing agility.
If HR is agile, it can re-skill and re-
align the workforce to meet the
changing needs of business and
talent trends. The speed at which
HR adapts to change eventually
decides the success of the
organisation.

aligned with the pace of change.
Today's VUCA world demands that
the HR fraternity experience constant
change by visualising the unique
talent needed by an organisation for
the future, and the ways work needs
to be structured differently and so
on. It has allowed the HR fraternity
to abandon stability and adopt agility
to stay relevant. Organisations today
expect their HR to play an active
role. For leaders, 'who' is equally
important - if not more - than
'what', while executing a strategy.
Leaders want the right people on
the bus before they drive, with the
bus being replaced by an airplane.

Bringing in diversity
Teams comprise of talent from
across the globe, and hence HR
must have the ability to work with
diversity. As an HR practitioner, you
must venture out of your comfort
zone, gain global perspectives, and
act as a strategic business partner. It
needs you to become a supply-
demand expert - both locally and
globally. It is imperative to understand
the internal talent supply, assess
whether it aligns with the strategic
demands of your organisation, and
plug the gaps. If the business decides
to introduce new technologies or
move into new geographies, you
should be aware of the talent pool
in the market. And if the organisation
decides to move into a new model
such as the CoE or Shared Services,
you should be able to optimise it

from an organisational design
perspective. HR is expected to do
capacity planning and drive the
strategic workforce plan while
factoring in geographic and
demographic footprints. It will
maintain a steady supply of the right
talent at the right time to do the
work expected of them.

Further, you must be able to
identify the strengths of the
organisation and then market it to
the external world through the
organisation's value proposition.
Making false promises to prospective
candidates, only to have them join
the organisation when there is a
mismatch in value proposition,
would only lead to attrition. It is not
attraction, but also retaining the
best. Therefore, the value proposition
should continue to be marketed
internally, even after the talent enters
the organisation. Today's workforce
is spread across geographies and
witnesses massive variation in the
demographics, where one-size-fits-all
is out of sync. Instead, you need to
be creative and consider a one-size-
fits-one ideology for the development
of your talent's career path.

Understanding the needs
You must understand the strategic
needs and work on creating an
organisational design at a global
level to use the available resources
to maximise the outcome. Talent is
scarce, and hence you need to think
differently and tap into various
talent pools besides permanent
employees, like contracting, gig
economy, project-based work,
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