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As Buddha said a long time ago, the only permanent thing in the world is change. The
reality is that the change is unavoidable but uncomfortable. In order to make people “champions
of change”, the leaders at all levels should act as change agents. HR has a role here in coordinating
organization-wide change initiatives. Let's take for an example, a bank moving towards changing
its compensation structure. In fact, | have a real case from my doctoral research related data
collection from a leading local bank.

“We take the stance of maintaining independence in the eyes of the board, as well as in
the eyes of the employees. This needs a lot of professionalism from our side. At times, we hire
external consultants to strengthen this aspect. More than the employment contract, the
psychological contract between the bank and the employees was strengthened by the approach
we adopted. The revamped pension scheme taking employee as well as top management views
into consideration is one such example.” (Extracted from the depth interview with the Head of
HR, LkBank, 26/03/07)

Managing people is intertwined with managing change, and so is managing
growth. That is why the triple challenges should be viewed as a whole. Accordingly, the multiple
responses of the financial institution should be dealt with. Such multiple responses can be
broadly categorized as strategic, tactical and operational.

7. Responses for Renewal

In responding with a renewed vigour with effective teams in place, the function of HRM
has to deliver value in order to justify its existence (Ulrich and Brockbank, 2005). Particularly, as
Strategic Human Resource Management (SHRM) is explicitly linking HRM with strategic
management processes of the organization and to emphasize coordination and congruence among
the various human resource management practices (Schuler and Jackson, 1987), the role it plays
in a team-based managerial approach is becoming increasingly important.

The concept of yin and yang from the ancient Chinese philosophy can be used to categorize
two primal opposing but complementary principles. With regard to factors that emerged as
contributors to the strategic responses of people towards organizational performance, such a
concept can offer useful insights.

The associated aspects of the emergent factors can be broadly classified into creativity
oriented and conformance oriented. Creativity essentially deals with breaking patterns and creating
new patterns with an “out-of-the-box” approach. Conformance is all about regulation and adherence
to existing practices. As the complexity associated with the events in turbulent times, there are
problems that demand fresh thinking, for which one cannot find text book solutions. Figure 3
contains further details in this respect.
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FIGURE 3. Creativity vs. Conformance in Strategic Orientation
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Figure 3 indicates a seemingly paradoxical scenario of being pulled in two directions. This is
the challenge for teams facing turbulent times. As Tom Peters states, “a leader today has to be a
rock of Gibraltar on roller blades.” A rock signifies strength and consistency, whereas a roller blade
is associated with flexibility and dynamism. Having both the characteristics simultaneous is the
need of the hour for both individuals as well as teams.

One element that may be more useful for financial institutions is the growing recognition of
soft factors, essentially dealing with emotions and feelings. As Bruch and Goshal (2003) observe:

20 Anniversary Convenion 2008 | 125




image10.jpeg
16

A

“For fifty years, management theory and practice have adopted a technical and analytical
approach in which the role of the so called soft factors like emotions and feelings has largely been
denied. The trend is now being reversed, with both academics and managers recognizing the
powerful role that emotions play in shaping corporate behaviour. The real challenge, however, is
to link emotions to performance goals and objectives” (Bruch & Goshal, 2003: 51).

Stemming from such a strategic response, appropriate tactical and operational responses
can be discussed. The important factor here is the integration and alignment. The emphasis
should be paid equally on to the strategy formulation as well as strategy implementation. As
Bossidy and Charan (2002) caution, the results will be achieved only through successful execution.
If not, what remains will be the execution gap.

8. Moving Ahead with Actions

In order to avoid an execution gap, in moving ahead with actions, a deeper understanding
among the managers on the driving forces as well as restraining forces that affect the financial
institutions is essential. Figure 4 attempts to capture the key driving forces and restraining forces

in the move towards a higher level of team effectiveness during turbulent times.

Figure 4. Towards a Higher Level of Team Effectiveness
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The rate of success of any financial institution will depend on its ability to overcome the
restraining forces by way of strengthening the driving forces. Considering the local scenario,
especially in the banking sector, a positive outlook can be seen with a significant scope for
improvement. Appropriate actions in short, medium and long-term time horizons have to be
taken, with a spirited team effort.

9. Conclusion
The discussion we had so far shed light on the multiple responses required in facing the
manifest reality of the turbulent times. Teaming together is the way forward in order to achieve

sustainable results. Particularly in the financial institutions that play a vital role in managing the
wealth of the nation, such an approach will pave a way towards prosperity for all.
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TEAMING TOGETHER IN TURBULENT
TIMES: MANIFEST REALITY AND
MULTIPLE RESPONSES
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1. Introduction

Credit crunch has crippled the Banks in the USA. The escalating fuel prices have left many
economies of the world struggling. Such events take place in the backdrop of the uncertainties
associated with terrorism and global warming. These are the signs of turbulent times, impacting
individuals, organizations and nations.

As financial institutions are not insulated against influences of socio-economic as well as
geo-political factors, the possible implications demand careful attention and relevant action. This
paper attempts to focus on the people perspective of such implications, and to argue that a team
approach is the need of the hour. In other words, the intention is to discuss the manifest reality
and multiple responses, with the broad purview of teams. The author intends to discuss that
teaming together in collectively achieving sustainable results would be the only way forward in
value creation

2. Signs of Turbulent Times

According to the Oxford Dictionary, turbulent means disorderly or confused, not calm or
controlled. It relates to an irregular flow of things. Peter Drucker, in his seminal book titled,
“Managing in Turbulent Times” states that, a time of turbulence is a dangerous time, but its
greatest danger is a temptation to deny reality. He refers to a collision that takes place in the
human mind. According to him, the greatest and most dangerous turbulence today results from
the collision between the delusions of the decision makers, whether in governments, in the top
managements of businesses, or in union leadership, and the realities. In other words, there is a
gap between the reality as it is and how it is perceived, the way people want. It points to the fact
that human beings typically resist change. Yet, as Buddha said a long time back, the only permanent
thing in the world is change. What we experience today is a rapidly accelerated change at all
fronts, resulting in change, change and more change.
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