Looking Beyond
The Barriers

Glenn Llopis, a prolific entrepreneur writes in the Farbes that Diversity initiatives
in organisations, irrespective of their size, fall flat after a very short period since
the people involved in the programme were simply ignorant of the exercise. He
emphasises the fact that many organisations approach the aspect of diversity as
a problem, while it should in fact be seen as an opportunity.
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il Tien Hreosvell, Hevd

- Human Resowrces, PNB
MerLife, who spoke about the Diversity
el Treciusion (O & I} initetives gl
o i vogue within the organization e
ensure g women friendly workplace,
and the way forward for the D & 1
progranime in the fitfure.

Why are we witnessing added
emphasis on Diversity & Inclusion in
Indian organisations off late?

It is interesting to note how a guiet yet
intense movement has begun within
the workplaces in India; which is
embracing D&l Organisations today
have realized the value of diversicy
When people hail from diverse
hackgrounds with vaded experiences,
value systems and working styles, it ls
pessaible to leam from ane another and
arrive at a whole mew perspective,
which atherwize, may have bean an
nblivicus thought. Organizations are
making ennscious efforns to embrace
jrecple from across backgrounds and
make each person feel Included. If a
firm allows free thinking and
expression of its employee's beliefs,
thven it will have a satisfied emploves
base, which subsequenthy reflecis in s
wirk and Behaviour. Crganisations that
have embmced divesity are likely 1o
have seen greater progress with their
bottoan line as well, having reaped 2
"diversity dividend” Grst quantilied ina
recent study by the Center Tor Talent
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Innesvatinn (011, IF organisations do
nol recognise the importance of
diversity in the workplace, they are
likely nes b Bt b vl while an éarire
ecoeaysiem of businesses, societies,
government and regulators are pro-
diversity, A research from Catalyst
shows that increasing the level of
fermale emplovment could help raise
GDP by 5% in the U5, 11% in Raly, and
27% in India. A high performance
culture: is a clear result of diverse visws
and better decision making and there
i= no deniad of the fact,

How have your D&l programmes
changed workplace demographics
and diversity within the management
over timed

As an organisation, the essence of
Diversity and Inclusion [(D&1) has
abways boen a significant ingredient of
our talent management strategy. We

intresduced it formally in owr HE paolicy
i 2004, aned ereated a D& Council to
pramnte diversity and inclusiom within
the organisation, Al PRNE Metlife, we
celebrate ‘Inchasion Week' svery vear
in June o propagate the significance
of raising awareness on our D&
programmes and track our progress
1o date, We alse host an Unconscious
Bins workshog for our senior leadership
teant, which helps create awireness of
how the unconscious mind works and
influences our decisions at the
workplace, DER is aveny comprehensie
concepl. As the first phase of our
journey, PNBE MetLife has fovesed on
pender diversity, Some of the ohjectives
of our gender diversity programme
revolved around increasing
representation of women across all
levels, creating an able environment
that promotes equal opportunity These
efforts have produced strong results

¢ Organisations that have embraced diversity are
likely to have seen greater progress with their
bottom line as well, having reaped a 'diversity
dividend' first quantified in a recent study by the
Center for Talent Innovation (CTI). If organisations
do not recognise the importance of diversity in
the workplace, they are likely to be left behind
while an entire eco-system of businesses, societies,
government and regulators are pro-diversity. ??
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an improvement in the percentg:
lix soarkloree, which is in Dl
s I EVETY e, .‘\.I:i,'|r|irltlli1|, 22 per
cenl in 2014 1o XF per oeni in 2017,
While pemder diversity ceontinues (o be
uur F:--inulr:.' Tocus, inclusion of
|,Iil'|'|,:rq'r||I1_.' aibsled 1o the workforee and
fucilitating women professicnals o be
able to resume their career afier a
break are also arcas of increased
cmphuasis

How do you ensure that vour Dl
policy is practiced all across the
organisation and levels?

It iz our constant cndeavour to foster
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i wark envirgnmpeni v.-.‘u,'r|*¢::|||||!||}'|_-q's;
I|'ri||t: their whede sell 1o work, &1 PRE
Blelile, men E:-l.;l}' an active role as
atlvaciies ol ﬁur::ll'r rIi'.v.:rhiI}'. anid
| [RHT I,'rll'l'\.'i‘ill,‘fl||:|-'I,!II|_-:.'|HI,‘-iI1 |||.|r||,|rir|i-:
i cubure of imclusion in Chsie TI".‘\.Pl{'I'Ii‘-'\{_'
line ol husingess I1!.- ul,lrnl'ul,irq;:ii'rl:r'.i::.'.
Our D& Council comprises of senior
lewdership team representation across
departments. In addition to the D&l
Council, we  also  have Dl
Ambassadors - a team of Cross
functional cmplovess spread across
branches. These ambassadors receive
training on D&l and help the council
Creatn WArenoss among cmployocs on

relevant toples. The sole objecrive of
the D&l council 18w provide
fovees the freedom 1o voice thelr
ag and apinions, and reansform

them inte action, The council is
continually working o inculcate
diversity and inclusion within the
trining malerials amd courses, The
very alinnale bakind i_ll:n:ln[:-irlﬂ 1hes
copncil anc D8] Armbsssacors resis on
the et thatl we intend o promaote
anil |:|:;|-;'Ii|,'|_: :Iix'l,-ruil:.- amd incdusiom sl
eviery level, within g ||rt-1i||1i~i::liq:-r|

T i umlesriunzie (bt in India Hl‘{’adl_-r
stLill ]_1|<'|:.."\.' in ir|1p|_|r|;||1t ruale, t'xix'r_'iall}'
in  senior management  levels
According to repors, lemale senior
manepers scone lower than male senior
managers on the engagement scale
What measures have you adopted at
PMB betLife to enhance engagement
and oo create more women leaders?

Representation of fomale senior
menagers in the scnior management
level has always been & challenge
across industries. While we appreciate
and believe women have great business
acumen, and can make significant
contributions o the business, the
women  talent pool remains
underdeveloped in India. Another
reason for this gap is the existence of
an unfortunate and unforced hlas
tonwards women at large, and over thelr
ahility to add value where and when it
marters  the most. We have
programmes  that sopport and
encouTage women w perdorm o the
hest of their ability, while constantly
elevaring their skills and alsilities,

Our key programmes for
Women Include:

Niversity & Inclusion Ambassadors
A network of employess spread across
the country, with the objeclive ol
'.[ll'q'udirlg 1381 rr||,'-'.".'i_1t:=-.'tl-1 Ao sl
L'r_)lll:ut'll,lg':u. The network shares ihe
leeciback and need for owr women
|,'||II4,';_|H||{'x amd adiddresses them with
eaperl i1'|ru,|5 arl slvice,
Returnship - A Progromme to identify
and hire second career women
[women returning to their career after
i break)

MWWER - PNB MetLife Leadership
Orientation H Development
Programme for Women to Enhence
Leadership Readiness (POWER). This
programmec which has been recently
launched is aimed at developing and
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strengthening  the  leadership
capahilites of our women by providing
training and fostering mentor ' mentes
relatinnships hetween identified
women emplovess amd our leaders,

Women of Excellence Waorkshops
are organised on Women's Day, and
attended by both men and women,
The w-::-rk\.h-::-p locipses on ||l.|i||_|in|;'.
Awanemess gk I-|,';||:I.i_'r~,'hi§:- asmhition
il i|,||,~.'s1ir1.-ir|g the double bird
elilermmmias and wilys o acdress them,
r|:~:_'uj:l,1'|i'rint; haw Lo I'Iip Lhe '-il,:l'i|l| in
1he l.'l.'llrk."_rﬂ.ill'l,‘.. i{|l,‘r|l,i|"|.'illg -;'4,|||i|I
|1:|n:|1|_:r\'||i[:- 1_|F:-|1|_|'rl,|,||1|'|i<_'s. arnl Wity (o
ensure work-life ir|I,|,1:mIinr|.

O late, maternity lbeave has been
the seurce of much debate in the
corporate segment. Can you pleise
clabaorate on the maternity leave policy
practiced at PNB MetLife?

For working women, maternity can
b joyful and stresshul at the same time.
To help our valwed female cmployees
manage this transition better and spend
quality time with the newborn, we at
PMB MetLife revised our Maternity
Leave policy in September 2016, and
increased the leave period to 26 weeks,
starting from and up to eight weeks
prior to the expected date of delivery.
W will also provide an additional leave
of 40 days o the employves in case of
medical exigencles that may crop up
after child birth. In case of surrogacy,
o in case a fernale employee 15 seeking
to legally adope a child, she s granted
a 12 week beave. In cases of more than
twin surviving children, the entitlement
of Maternity Leave is 12 weeks, [n the
il of miscarria an employes can
il leave for six weeks from the dare
ol miscardage, Further 1o the above, o
ensure & siress free maternity break we
also oller
& Whivers ol lilrgk'lu4l11ri||3 |1=::||{'.-||'iI:.-'

L = Cionaal Shie LTl s laar Fermade

|:r|||||1,11'|_'|;'5 in siles ||r|:;-l"i||:5 ire

fraazen |I||ri|1t: [1}1H r||.:||{'1'||i|_:_.' Iassrves
period,
& e have |:||,~l.|,'||::-p|_'|,| Qur |'ru|-:;||i11|_:
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27.73%
2015
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Millennials have a
completely new
oiitlook on life, and
therefore, their
demands from their
employer differ from
previous generations
o a greal extent.
They want to create
one life, to integrate
home and work. They
are technology-
centred and aspire to
rapid career growth

and success.

[HrERErAINI e 'I::||||i|:.- Matters” for
expecting mothers 1o ensure that
r|:||.':.' are wil| ||r:!|;:-:|r1'-:1 for their
pﬂ'rl'|11.'-|l beEpve fransilions i a wiry
that SUPPTS thesir Fwnnn:ll witlepe=s
and career goals, Coaching them
om the ways of planning their leave,
ined handover their responsibilities
1o i eolleague s one of the best
witys to initiate dialogue with their
managers when they want to
resume work,

» Employees may work from home
subject to mutual agreement with
the cmplovee's manager and
approval of the said manager.

# PNB MetLife has partnered with
various service providers to extend
crieche facilities/day care centres,
at discounted rates in different parts
of the country. We currently have
tie-ups with 32 organisations spread
across India

What are the new ways adoped by

31.69%
2016

PME Metlife to lead by example and
fird umiry in diversity? How has PNE
MeilLife sensitized their internal
stakeholders 1o be less prejudiced
aboul prevalent social biases?

Al PMNE Metlife, we may net have heen
the e g of dliversity: however, our
Fo e ::[:-||'r||'.u'|| over the v o
ke a1 dilferesce in this Geld has been
|'c:|_'-;;-j'_'|.iml_l I'r!.- exierri] bowdies, We hawe
hiEn Tt'l'\(;lf_nin!'ﬂ A% DN STLONg |h-:"'|i::-||
100 Besi f_'.|,||11]_1<'|r|:. Tor Wiernen"
copnseculively in 2006 and 2017 by the
p n;«l'iy,i-:'.us 'n.‘.n':'.rl-:irlg Mothier and AVATAR
Broup We won an award for our
WOTTLEDN I'Ti.g'|14,1|1_.' i'n:llil:in:-'.' towarols
creafing i women-enahling workforce
by empowering them and building
inclusive work ecnvironment for their
growdh in the organisation. We have
conducted  Unconscious  Bias
workshops for our senior Management
in collaboration with Ermst & Young and
Inclusion Matters for Peopbe Managers,
The workshops were focused on gaining
awarcness of how the unconscious
mind waorks, understanding the impact
of unconscious bias in the workplace,
and on business success, and over weays
of managing our bias and build & culure
of Inclusion.

What challenges have vou faced in
implementing the D& policy?

Chur vast prographical spread across 110
locations at times poses a challenge to
cnsure uniform implementation of T
initigtives. Wi understand that maneging
diviersity is a significant organisational
challenge. so we ensure that our
managerial skills adapt to accommodate
o malticultural work environment. Every
waorkplace has people who resist
diversiy and the changes it brings, even
in the most positive environments.
Individuals who do not take a diversity
plan seriously are a big challenge w
managers and owners trying to
implernent and maintain a plan. We
ensure that our communication
channel Is continuous, with a kigh focus

32.68%
2017
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an the benefits of having a diverss
mpruwnr:uiun Armnengsl 1,~|1a|1!|,|:,.1,'|,:5. It
i= also moted that women drop eut of
the workloree due 10 8 number of
lisciorrs i11|:.||.||:ji|1g Emrs-:;rl;ll silnmdinsns,
respransibility of riising childmen ec,
thereby reducing the talent pool
avatilarhle i the marke for empleyment,

It is said that millennials give mone
importance (o a better guality of life
s compared (o money, Has your firm
adopled specilic measures o deal
with the differing expectations of the
millennial work foroe?

Millennials have a completely new
vutlook on life, and therefore, their
denmanids from their employer differ
from previous generations (ooa great
extent, They want to create ome life, to
integrate home and work. They are
technology-centred and aspire to rapid
career growth and success, We have a
strong Internal Job Posting policy for
ambitious and aspiring emplovees with
the right potential to move into
challenging assignments of their
choice. Ourwork from home and fexi-
time policies are widely used by our
cmployees according to their necd. We
recognized the focus of this generation
on personal time, and have theretore
revised our leave policy to offer
Birthday and Wedding Anniversary to
everyone which becomes effectlve
from thelr date of jolning.

Tell us about any student ralining
initiatives conducted by PNB MetLife,
What are the innowvative tools that
vou employ to train the millennial
workforce?
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Ii!;:l.rn:ins un the Hb, SEEms (o wikrk
well with Gen ¥ tocdiay:. They like 1o be
i comirl of I,||i||t:5 irlq;lw,{i:llsllwiri.&'l'.l.
aml lesirm il thasie gown e, A|1,1I:I.'K$.il,|l;
ot itiomisl s mom II'.,“lirIiI:IE. W
have a robust Learming Management
System with [LM35), which is acoessible
through "Cine Pecple Place” to all the
emplovees of PNB MetLife. LMS offers
the following for our employees
® Apcess to around 5000 learning
modules
» Ahility to add external training
events (Conterences or on-the-job
training)
®  Ability o seirch Tor courses by
subject arei, key word, language,
1:I|.-e|:i'|.'u’~1':,.' et hesl, Inesetion e,
= Simple view of upcoming
asslgnments, deadlines and
enrolment options
& Can recommencl courses (o peers
= (Can print certificates of completion
any tme
Thee ePathehaka App is another milestone
achievement made in the field of
madern day trainimg, and which has
won the award in the "Best Use of
Technology in Training” category at the
[_rrl:sl,igir}u,s Mialioral Excellence in
Trij.l-rlilirl Awargd 2017, Our conlend
development tean (sales trainingl,
sought o transform the learning
experience at PNB Metlife with this
application which has transformed
learning Into & methodology thar is
robust, innovative, fun and cost
efficient. The ePathshala App is the
official training app at PNB MeilLife
and is available in both Andreid and
ins platforms. Our widespread
operations make it i mpossible to bring

ceeryone into the classroom. However,
it i= imperative that our field coployees
are well trained and well vensed with
our products and processes, Mobile
learning throwgh the ePathshala app
helps us conmect and educate our
entire sales force, We have a targeted
PML]I  actwarial development
programme for fresh graduates that
focuses on developing future leaders
of PNE MetLife who will create
innoative husiness solutions, Actuarial
Development Programime is a full-time
rotation programme, wherein PMLL
will irain fresh graduates for executive-
levviel assignments and assist them in
preparing for the actuarial exams, while
they complete twol/three year
rofations, on average, within core areas
of PMB Metlife's husiness,

What are the measures undertaken
by PNB MetLife 1o ensure that the
speciflic needs of employees with
disabilities are catered 167

At PME Melife Foualing amd Inclusion
serve s The cormerstone in the WY WE
da miir business. All 1~||||||||'!,'|11r||I
decisions at PMNE MetLife are based on
business needs, job reguirements and
indlividviel qualifications without regard
to race, colour, religion or belief,
nationil, social or ethnic orgin, sex
(lincluding pregnancyl, age, physical,
mental or sensory disability, HIV
Status, sexual orientation, gender
identity and/or cxpression, family or
parcoial status, erany others protected
by the Laws or regulations. PMNE MetLifc
does not tolerate discrimination or
harasament based on any of these
charecteristics, We embarked on our
journey of inclusive employment when
we recruited differenty abled employees
im 2016, In order to cater to the specific
needs of these employees, we modified
our premises to best suit their
requirements. We have also designed
and conducted Sensitization Training
for emplovees with an aim to create
awareness on how to hest deal with
team members who have specizl needs.
For example, how to help someone [
awheelchalr i ensure that thelr journey
15 as crouble-free as possible. We belleve
that a work culture that respects,
eebebrares and harmesses difforenees will
ultimately benefit everyone and drive
the cormpany and communicy ferward.
We are an  Hgual

J'nglng.-n'm nt
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