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Department’s Workforce Diversity



Age Diversity

 Standard for Manufacturing 
Industries  -20% of 25–30-year 
olds, 20 % of 30–35-year-olds 32 
% of 35-45 years old, 26%  of 45 
to 60 years old and 2 % over 60%

 With scarcity of resources and 
advancement in health 
treatments a significant change 
from 2% to 7% is expected in 
employees over the age of 60 in 
next 10 years

Some Statistics

Total

Chart Title

• There is no successor available for these positions. We need to identify 
the successor and time bound knowledge transition.

Succession Planning for Age 
range 55-60

• There are only 2 people between 40 to 55 years of age ( Experience 
range – 18 to 33 years). A senior person should be recruited to bridge 
the gap

Unavailability of Overall second 
line

Outcome



Various Gender Diversity Research

 Gender diversity may enhance 
employees’ overall creativity and 
innovation because of the combination 
of different skills, perspectives and 
backgrounds . In addition , a gender-
diverse workforce can produce high 
quality decisions because men and 
women bring different perspectives 
leading to varied alternatives

Sources – Thomas Learning, MBS University research, Mckinsey

Self-categorization theory suggests that 
people categorize themselves into various 
social and psychological identity groups.
Therefore, social comparison between 
male and female psychological groups can 
trigger inter-group dynamics and tensions. 
As a result, gender diversity may produce 
negative behaviour such as decreased 
communication

Manufacturing firms results in manufacturing employees performing their jobs more 
independently than services employees (Dean & Snell 1991). Because of the differences 
between the manufacturing and services industries, workforce gender diversity may have 
different dynamics in organisations operating in the two industries. Consequently, the negative 
effects predicted by self-categorisation and social identity theories may prevail in manufacturing 
firms



Outcome

1. Job seekers value diversity -
90% of job seekers think 
diversity programs make a 
company a better place to work

2. Employee Retention is more 
with diversity

But The Catch Is

17%

83%

Considering all the 
factors Gender 

diversity near to 
20% in the 

department is 
optimal(Coka Cola 

has same Ratio)



Opinion

 No one was asked for evaluating 
the HOD but still people shared 
their concern even in very short 
meetings

 Concern -Out of 60% Top rated 
by HOD, 40% are either highly 
dissatisfied or dissatisfied

 Out of 60% top rated by HOD, 
30% feel that HOD is not able to 
contribute or give input.

 Positive -30% who rated him low 
on behaviour were given low 
score by HOD also on willingness 
to accept criticism

 His approach was appreciated by 
20% people but they also had 
concern on behaviour

Key Points

42%

8%

17%

33%

Opinion on Head Of The Department

Highly Dissatisfied

Dissatisfied

Senior So OK

Did Not Say Anything



Reasons of Dissatisfaction

67

67

58

33

%

A. Behaviour & Language

B. Knowledge of Subject

C. Unproductive Work

D. Always Critical

1. This again Emphasizes need of a senior middle level position in the department.
2. Even some of the people from other departments shared the incidents of bad 

behaviour
3. Training on team management and behavioural aspects is to be planned



Decentraliz

ation

•In a way, everyone 

is reporting to HOD. 

Certain 

empowerment 

needs to be given 

to managers
Knowledge 

Loss Risk

• Monitored KT of 

Senior member’s 

work to an identified 

team member

Bright 

Resource

• 60% of the 

department  

identified Mr. XYZ 

as  the brightest in 

the department. His 

work should be 

monitored

Development 

Plan

• Mr ZYX needs to 

be utilized for more 

analytical work and 

regular monitoring of 

progress FTE 

Calculation

• Workload on Mr. 

ABC & Mr. DEF 

needs to be 

evaluated in detail

No SOP’s 

Published

.Other departments 

don’t have clear 

understanding of 

responsible person 

for certain activities

Other Major Observations & Action plan

Enterprise level recognition and some loyalty benefit can be planned for people 
who are associated for more than 20 years



Overall Organization’s Image Dashboard
60% of the people attribute their association with 

organization either because of clean image of the 

organization or because of promoters attitude and 

behavior.

30% Attribute association to the atmosphere in the 

organization and overall team.

Rest 10 % attributed to discipline, systems and 

learning opportunities

Positives

Positives

Improveme

nts

Negatives

60%

35%

Culture

Learning

Discipline

Team

Monitoring

Growth

Admin

Recognition

35% of the people were critical of excessive 

monitoring and multiple reporting even for petty points

30% shared concerns related to growth, performance 

appraisal and current remuneration( Surprisingly less 

than monitoring)

20% shared administrative issues

16% shared that no recognition of loyalty to the 

organization

Rest communication gaps, bureaucracy and growth 

opportunities



Some Other KPI’s

Attrition - 2015

Average 
GMR per 

month- INR 
XYZ

Infant 
Mortality – 0%

Trainings & 
Events Man 

days

No major 
trainings

Succession Risk

Succession risk 
with 3 

Members



Summary - KPI’s Considered & Prospective KPI’s

A

B

C

D

E

Diversity

Gender, Age, Experience, Regional, Pay bracket, Education were considered. Religion & 

Ethnicity were not required

Attrition, Infant mortality.

Training man days, Competency gap identification, Risks and  Succession risk

Average Salary, Employee salary by level, Employee FTE study  and Salary deviation by job level

Employee satisfaction rate, Key employee satisfaction rate, Management effectiveness and 

Organizational Image 

Following additional KPI’s will separately be recorded–HR cost per 
employee, HR responsiveness, Hiring cycle time, Hiring fill rate, Average 
Performance rating, Training & development effectiveness, Training cost 

per employee



Summary – Outcome – 15 Points

1. Recruitment

• Recruitment of 

resource for 2 

critical positions

2 Revisit Work 

allocation

• Revisit of work 

allocation to XYZ 

and monitored 

improvement plan 

for ZYX

3. Behavioral 

Training

• Immediate 

Behavioral and 

Team management 

training

4. Single 

source of truth

• Reemphasis on 

fixed reporting 

format and 

avoidance of 

duplication of work

5.Reward & 

Appreciation

• Continuous reward 

and recognition 

policies and 

schemes

Promptness in 

admin. issues

• High priority should 

be given to hygiene 

factors and admin 

issues.

• A small ticketing 

tool should be 

initiated

9. Succession 

Planning
• Succession 

planning for XYZ 

and for certain 

activities of FGH

8. Clear 

Reporting

• Clear defined 

reporting and 

reduced frequency 

of monitoring for 

less imp activities

7. Recognition 

of loyalty

• Loyalty needs to be 

recognized across 

the enterprise

6 .Decentraliz

ation
• More 

empowerment to 

managers in the 

form of reporting

11. Gender Diversity
Gender diversity is adequate – No action needed

12. More regional diversity for recruitment couple with cross industry exposure
13. Defined responsibility matrix from department needs to be published
14. Various identified trainings and events participation for team


