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About the Book

Purpose

This handbook tries to walk the readers through one of the critical aspects of business management which has innumerable nuances- Impact of Human Resource Capital. Further, it attempts to appraise management teams, regarding problems generally overlooked by organizations due to departmentalization and inflexible job descriptions. The program tries to bring out the dynamics of management amongst the five critical aspects of human resource capital viz., Knowledge, Skill, Competence, Incentives and Belongingness.
Approach

The book highlights certain standard practices which includes over quantification of performance evaluations that are prevalent within many organizations and their impact on the overall performance. During the course of the book remedial measure to prevent/mitigate the problems are also discussed.
About the authors
S.Krishnakumar is an Associate member of the Institute of Chartered Accountants of India which is the premier institution governing the profession of accountancy in India. His total industry experience spans over 15 years which includes extensive financial and management audit experience. He has served as finance controller and business support manager with leading Fortune 500 companies for over 9 years; He has good insights and understanding of international taxation, business development initiatives, strategic planning and human resource management.
Lekha Krishnakumar is a Fellow member of the Institute of Chartered Accountants of India. Her total industry experience spans over 15 years which includes, over 11 years of experience in financial and management audits, company formation, statutory compliance and taxation. She has served as Commercial manager in MNCs responsible for financial planning, project control and customer interface. She has an excellent academic record with state level accolades in economics and accounts, and merit in the foundation course of Institute of Chartered Accountants of India; currently, she has conducted workshops on accounting and management word-wide and gives regular presentations at the Southern India Regional council of the ICAI.
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Chapter 1 - Introduction
George Bernard Shaw once said that “If you have an idea and I have an idea and we exchange these ideas, then each of us will have two ideas.” Here, we are going to present an idea. It probably will increase your idea count by one additional number.
But, before we proceed with the actual topic, we will have to understand about paradigms. What are paradigms? Many of us know the answer already. The understanding that we carry today are paradigms accumulated over the years due to experiences. We will try to answer some questions relating to the topic to see what kind of paradigms we currently carry..

· What is the role we envisage for a traditional auditor? 
· If you are a Finance Controller, how would you perform qualitative analysis? 
· What could be finance professional’s role towards Human Resources function in an organization? 

· Do you think it is important to appraise qualitative aspect of resources including human resources?  
Your answers to these questions will reflect the paradigms you have developed over the years.
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It has been observed that:

· All of us have paradigms that resist us to appreciate and acknowledge a different perspective.

· Paradigms might take a rigid form with progression of age. Why? Because of ego factor- “I have been doing this for ages now; don’t I know for sure?”

· Some paradigms are due to the socio-economic factors and others are self created.

Now, we are going to try and change some of the paradigms and see another aspect of the same picture.
The purpose of this book is to appraise management teams, regarding problems generally overlooked by organizations due to departmentalization and inflexible job descriptions.
In many organizations, certain standard paradigms and practices including over quantification of performance are prevalent and they have an impact on the overall performance of the organization. During the course of this study, we will also discuss certain remedial measures to prevent/mitigate the problem.
Is it enough to consider the manpower strength of an organization to see if it is bigger than another organization? When we buy a computer, we see the configuration, quality, performance. When it is important to evaluate these parameters for a computer, how about the person using this tool? Don’t we have to evaluate their suitability, quality, performance, skill and competence?
Human resources are the most complicated of all resources in an organization. Even, Freud has not been able to give complete explanation of human behavior! Nobody can say for certain how any person will behave in any particular situation. Also, individual behavior is different from group behavior. So, can, we as managers and finance controllers, ignore this important aspect and restrict our work to just numbers? 
Well, understanding various types of human personalities and their cultures would help in the long run in understanding your employees and clients- that discussion is beyond the scope of this book. Here, we are only going to understand the importance of taking into consideration the Human aspect in an organization with respect to their organizational behavior. Human resources are hired on the basis of Knowledge, Skill, Competence and they are committed to an organization based on incentives and belongingness.
Let us take a small example and see how an employee matters. Let us say an employee decides to quit an organization. He stops working for the organization, the moment he decides to quit and starts searching for the job. It may take a couple of months for him to get another job- we have lot of portals today. He will then put in his papers. And we all know, nobody works during notice pay! So, a month of productivity lost there. The company tries to find a replacement for the guy. Let’s say it takes a month. So, another month of productivity gets lost. The new employee joins and starts adjusting to the new atmosphere. He has to be trained to bring the situation back to old productivity levels. That will take at least three months. So, how many man-months lost? Totally, seven man months!
What is the primary job of any manager? To ensure that interests of the company and all its stakeholders are taken care of. How can that objective be achieved without assessing the quality of one most important resource – Employees?
Any organization is because of the people they have. Today, Bill Gates has retired from Microsoft. If he has built a strong team who are committed to values, ethics and quality of output, the organization will go farther. Sometimes, we have felt that in a school when a principal is replaced by another, the quality of service and attitude of teachers undergo a change. 
Now, are we fully convinced that we should go beyond what figures say and try and understand what they really convey?
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