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ecently the Reserve Bank of India had outlined 2 measures

aimed at easing liquidity pressures ca crisis-hit NBFCs - ane

was aimed at boosting credit to the cash strapped NBFCs and
the second was allowing banks to cassify loans to NBFCs for key
areas such as agriculture, housing and SME besinesses - up to certain
limits - as priarity sector lending.

NEFCs have been battling a eredit erunch since 1LAFS, or
Infrastructure Leasing & Financial Services, collapsed in late
2018 amid frand allegations. The fall of the behemoth pushed up
boeroming costs for rivals and this has sharply impacted consumer
spending and stung sectors such as real estate and austos that are
big drivers of consumer demand.

Apart from the biquidity crises, NBFCs in India are also facing
HR challenpes like employes attraction and retention, changes in
management policies, lack of interest amoag employees. Many
employees in the sector are switching to other safe industries.
Recruitment across NBFC companies has slowed down and hiring
is practically at a standstill other than fior critical roles.

CHANGING WORK SCENARIO
Today disruptive technaologies such as digitzation, automation and
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common

drivers for HR

Is from NBFCs explain the

artificial intelligence combined nith demographic forces continue
to transform the nature of work, how it grts doae, and by whom,
Implications of competition are profound. Firms that expect to
benecfit from a digital transformation or a promising new strategy
will not get very far if they lack the people to bring the plans to
fruition. What might seem like an irritating talent gap today conld
prove a fatal competitive liability in the not-too-distant future.
While talent shortfalls anse for many reasons, the supply-sade
remedies can be summarized in just three watchwords: Should we
build on our existing skills? Should we anguire them? Or shoald
we rent them?

Avanse Financial Services is a NBFC that comes within the
category of T50 billice. Samir Mobanty, cheef operating officer, says
the major HR challenge faced by the company is attracting talent and
retaining them. “We are dealing with students who are millennials
and obde first as their mode of engagement. Ouremplovees, therefore,
need to be tech sy to deal with these millennial costomers.”

Another NBFC, Fullerton India, is constantly looking to hire
large number of people across multiple locations in diverse sklls
ranging from analytics, data engineering, digital marketing,
salution architects, frawd control, market nisk, credit risk strategic




Al Weanha

Samd Moboenny

allianees, ete. Anmil Neronhe, EVP and Head Homarn Besrasrees,
sayx fop talent is always scaroe and 0 demand and himing on time
anil ereating a stromg bench stren gith to support the ennpesy's large
business is an ongoing challenge.

Sameipy Mulbik, chief human reseurees offloer st Home Credit
India gives amother perspective. Savs he: “We are sharpening oar
awn dally, not anly is tradtional ssens, Be employoe setenisen
and performance manapement, bat aleo in new ones, such as
manageng the riske assncigted with gig week. [n thiz respect, IR
leaders shiwld be nos different frem those im any ather Sanciion
all of whom must be prepared 1o evolboe if they are fo be effective m
helping the learger enterprise sdapt is the chas gieg nature ol werk

RETENTION STRATEGIES

Eletention of emuphoyess and a2 the seme time reduces attrition ane ey
challeages ot HE ofwen. Antos i the BFS] sectar, eepecally
at the field officer level, is conciderahly high. The challenges are
no wnigae and mot organeations grapple with them fmm time
o fimne.

Sarya Makkar. HR head. Finway Capital, describes how the
ebullesged are devere o competition b bgh in the BIFS] miduseny,
“If employees do not get satsfiction, they shift toother indwstre
Coreqpeenat s w ol major o allesge for e i veew of flectuabing
governmernt miles and regolations,” says she.

MAMAGEMENT & MORALE

The changrs in employment lows asd mssagrment affect the HR
policis of the NEPCs. Weather a company ks senall or hig, the Lews
anil regulations are important. Sarya Makkar sy the company also
fared ddudlrnge e o reguenl dassges i maiagesenl: "Chanpe
in nrganization sirategies and structnre affect HE policies as the
indrrmal privma groms with the mesagrmest and sonr rep oy
fare bard time to desd with the massgement changes "™ savs she.

COMM & TECHNOLOGY
Regular communimation with employees iz a key aspect im
wdlil ressing, ther coneermns. Por exemple, Piaway Cap| sl regulasty

Sainidin bl b

organives employes satvenction surveys. 18 bas alsy stared faee
te e meetings with emaployees to discuns their pereonal and
profcssionl preblems.

Promoting culture of meritooracy and performanee in an
ey ket 4 ey g ey enberpeise. Besidles, b b ol inspestant i

Magma Finoor ks over 10,000 anployes apesaleng ia 1900
talnkas Rajneesh Mishra chisf people offerr ofthe company, befieves
&n ofpen oomem i bios strabegy i ey o mbving masy of The inoem
thurk e pryplewe s fiee. Sy he: “Wie anrange websnars fir oo employes
called Vartalaap” This is beld every quaster and ix n unique platfonm
wheere afl the emplovers eonpeet, ane the Cirewss M L responds b their
gueries and threegh video and andio conferences. The quisstions cam
b on the inelustsy in proeral, erganizatan per se and oo topee lile
self-improverment. We ako bave a calendar of employes engrrement
activilios. which belp in betier replovee engagrosest.”

Home Credit Indis i foresing on drivieg valpe from @lent,
bailslimg bandwidth. resnaroes and cpedibality, The compasy hae
employed peci-generssan aptomstsn jooks, incleding Al and
refated techmologies. Sandip Mallik clime thix has helped the
compasy b deliver condkiles peogle promeases thal wes ofles
cloded tmditiosal HE opemtions teans. “We deploy bots in onr
kiring peoces, arting with oaboanding new employess (b pariing
application tracking system data over to the HE information
mntem ) With tsme, opportuniies will abound 10 stnmate more
elements of our bizing peocess. & bot can draf offer lemers, write job
deesri ptions or st up paymol] and benefits data. And beyond robotic
Pt ess Elnasien, cogrdive sgenis can potentinlly prancvem the
interartion between HE and emplopes. Always-on chat agents can
erawer questions jadeataneouily esd e svalabie oo cmpliver
phones - a better merviee experence than calling an HE hotline”
bar clabhumates,

LEADERSHIP & PERFORMAMNCE
Capacity and capahility building are the two initiatives that

run in parallel at Fulleston Indin thooaghost the year. Capacity
batle] | mvg Emvedves ddentifiding the futore noodi of lesdersbip ot the
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top 3 levels of the
organization through
various interventions
to predict the future
needs. It includes a
clear understanding
of the quality of
compelence and
leadership that will
be required in these
key roles resulting
in a detailed talent
inventory of all
critical roles and
fisture successors.

Anil Noronha
explains the
capability building initiative in the company: "Capability building
involdves defining development plans and putting in place initiatives
for key leaders and institutionalizing the entire development
process in the company. Capability building would also invalve
developing an internal pipeline of leaders, identifying and recruiting
appropriate second lines of staff members through a coacerted
succession planning exercise. This includes institutionalizing
selection assessments for all talent acquisition for critical and
senior roles. This type of oeganizational development intervenition
requires long term commitment. It is like planting a tree - the
seed will take time to bear fruit. As a progressive organization we
are patient and committed to the journey that we have decided to
undertake.”

Home Credit India focuses on ‘what's and how's of performance.
The ‘what's is more formally deseribed as task performance,
capturing the core technical aspects of a role, whereas “how's, or
contextml performance, refers to the fashion in which technical
work is evecuted. In getting mare concrete about performance,
the company thinks carefully about the ‘what’s and ‘how's of
performance and the trade-offs that may exist between them.

“We focus on identifying the night data’ for a given role that
landscape & constantly changing it is highly possihie that what works
tedaywill not necessarily work one year from now. For that reason, it's
alongside their hiring ascssment results. A deeper understanding
of high performers is created with data and analytics”, says
Sandip Mallik

REWARDS, RECOGNITION

NBFCs are increasingly adopting the competency framework
to ensure that incumbent and future leaders have an explicit
understanding of the benchmarks and standands that emplovees are
expected to adhere in their performance. These are then integrated
into the performance and rewands management processes. Talent
acquisition clearly identifies differences between leading the
business versus runming the business.

Sarya Maddar
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Magma Fineorp
has imtroduced
2 learning and

development

program to cnsare
structured online
and offline training
programs that
impart functional
competences and
help in soft skills
development of
employees. The
company makes
it mandatory for
employees to
enhance and upskill
themselves through training. It has a specially curated training
called LEAP, or Leadership Development Program, for senior and
top management conducted by a globally recognired faculty.

Rajneesh Mishra points out to the rewards and recognition
program of the company: “We believe in rewards and recogration;
we reward performers and provide them fast-track careers. We
have ‘Pinnacle’ and ‘Udaan’, 2 specially designed prograns targeted
at field officers. These programs regulardy track the performances
of the employers and rewand performers.”

TRAINING PROGRAMS

Raproesh Mishra

Avanse Financial Services runs Headstart, a mansgement training
program as part of campes hiring and orientation program. The
company has ‘Springboand, a program for feet on street segment of
outstanding payments from customers. Employees who have
taken up Springboard program get promoted to higher levels in
the organimtion.

Samir Mohanty speaks about the company’s LJP, or internal
job postings program. “The talent movements via LIP program
help our employees to get cross and intra functional roles in the
organization. The LJP process is very progressive and allows
potential employees to bone their skills in roles of their choice.
Under LUP, we provide opportunity to our employess to take any
rode in the organizaiton as per their interest and choice™

Mohanty also speaks about the company’s walued employee
program, or talent pool program: * Here, we identify top 10%
talent in the organization and provide them diffeentiated career
path development opportunities and comensaion. Similarly, in our
ARISE program, we provide structured training to employees on
behavioral skills and competence.”

There & awakeup call among NBFCs to create employes-friendly
policies. There is also emphasis on forward-Jlooking customers.
And in taking care of the employees, most of the NEFCs are now
focusing on providing training to the employess on engagement

_mmmm fitness and other extracummicular activities.
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