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Balancing
Performance
with
Wellbeing
- By Dr. Deepika Gupta

W

ith the unrelenting
waves of the
Covid-19 pandemic,
organizations are running
on a conveyor belt of sorts, to
continuously be productive,
encouraging and empathetic.
On one side, leaders and
organizations are consciously
driving a culture where wellbeing
is prioritized and on the other
hand, there is a need to drive
a culture where performance
is optimum, ideas are creative
and business relations are
congenial. The leader setting
these expectations and the
employee striving to rise up to
these can sometimes be confused
and at a loss of how to position
themselves and what to do. This
journey will be far from being
linear and often not just circular
but even layered. In this article, I
have collated some thoughts and
experiences on treading through
this uncertain path and sharing
some ideas on what we can do
to build a culture of authenticity
where health and performance
are not two opposite constructs
but weaved into each other.
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Begin with the right
intention
↘ Intention is
the start point of
driving the right
culture, strategy
and change.
Going back to the
drawing board
when the results
don’t align with
what we set out
to achieve with
a mind to have
people, ethics and
value at the core
will help push your
limits of what is
possible and what
is not, to achieve
what you want.
Driving the right
intention through
communication at
a one on one level
and at a policy
development level,
will also build
collaboration,
commitment and
belongingness.

How can I at an
individual level
build or show right
intention?
At a micro level,
approach your
team with genuine
curiosity to know
where the gap is
in between where
they are and where
they need to be.
Ask direct questions
understanding what
makes them feel
supported, what
kind of benefits do
they value and what
resources do they
need to do their
job well. Showing
that interest in
the person right
infront of you will
help them respond
to you and also
be able to reflect
on their personal
performance as a
self appraisal. You
can pursue how
to have conscious
and mindful
conversations by
learning online
from :
https://www.
humandynamic.
com/course/
mindful-leader/

2

Demand resilience to be an
integral developmental goal
↘ There are
many business
and behavioral
KPIs that are
set which help
individuals engage
in goal setting and
strategizing. Adding
similar benchmarks
that necessitate
improved health
and wellbeing
outcomes through
active engagement
in skills building
also builds a culture
that promotes
wellbeing. Being
part of a team
where health
outcomes are given
importance not just
on annual health
checks but in terms
of a behavioral shift
itself, one would
be more motivated
to pick up healthy
habits and develop
behavioral
competencies like
resilience which
will buffer them
from stress and
exhaustion.
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How can I at
an individual
level demand
resilience to be
a developmental
goal?
Reflect on how
you begin your
Monday check ins.
Do they include
questions on how
the weekend was
spent by celebrating
activities that
are pro-health &
wellbeing? Lead by
example where you
can demonstrate
how you join the
dots between
a healthy and
progressive mindset
with improved daily
functioning. Set
internal team targets
to discuss difficult
topics like parenting,
work from home,
multi tasking, coping
with distractions
& low morale and
their impact on
work outcomes. In
your performance
coaching
conversations,
map a personal
development
journey for your
direct reports
where they can see
how their personal
growth curve moves
with significant
milestones in their
life.
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Have wellbeing as a call
to action
↘ Many times
wellbeing and
related initiatives
can get sandwiched
in a good to have
but difficult to
pursue bucket.
They could be seen
as value adds or
perks or luxuries.
The same needs a
paradigm shift in
today’s day and age
where mental and
physical health are
paramount not just
to build immunity
but also to function
up to one’s true
potential. The level
of stress stemming
from change &
uncertainty can
rub people off on
the wrong side
and hence having
a strong dialogue
on weaving in
wellbeing initiatives
as a core company
responsibility is
paramount.
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How can I at an
individual level
bring wellbeing as a
call to action?
You may find
yourself at cross
roads when you
endorse wellness
as a personal
value but the work
culture makes
it difficult to be
prioritized. You may
also find yourself
contradicting
priorities when
setting goals for
your team. These
are the micro
moments where
you would pause
and reflect if you
are building talent
for the short term
or the long term.
If it is latter, which
is what great
companies aspire
towards, you would
need to encourage
your direct reports
to look at how
they energize
themselves with
action by creating
time instead
of acting when
time is available.
Introducing good
health, energized
relations and a
positive outlook
amidst the gloomy
times in daily catch
ups or weekly round
ups can be helpful.

5

Enable with skills
development

Connect to the purpose
of work

↘ While we began
with the need
to have the right
intention, it is
equally important
to provide
opportunities
and platforms for
skills enablement.
Employees have
different mindsets
and towards
personal and
professional growth
at different stages
of their career. A
great place to work
not only creates
learning pathways
for its’ people
but also creates a
culture where they
actively seek these
out. It is essential
hence, to know
where your people
are at, what their
needs are, how
closely are these
needs linked to
overall performance
outcomes and how
much bandwidth
does the company
have to fulfill these.
These discussions
are important to be
had not just in the
L&D departments
but in all business
verticals right up to
the C-Suite.

↘ Business
and work can
sometimes feel
disconnected to the
bigger reality that
humanity is going
through. This could
indirectly impact
the morale of the
people and make
them question
how they are
contributing to the
community at large.
Gone are the times
when Corporate
Social Responsibility
were something
that could keep
people satisfied.
The workforce of
today is aware,
conscious and
responsible towards
playing their
part in creating
a world based
on good values,
sustainability
and compassion.
Purpose driven
work, hence, is a
large part of what
keeps people
satisfied and
engaged at work.
Helping the last
person in your team
be connected to
the overall vision
of the organization
and enabling them
to feel useful in
that mission is
emerging to be a
key responsibility
of the leader in the
post Covid era.

How can I at an
individual level enable
skills development in
my team?
You can follow a 3
step process here.
First, make coaching
& performance
development
conversations a regular
occurrence in your
teams so you are
continuously in touch
with where your direct
report is at. If you
want to take up a self
learning e-module on
the same, you can find
it in the link here:
https://www.
humandynamic.com/
course/perf_mgt_
coaching_skills/
Second, know what
your organization
has to offer for
both technical
and functional
competencies as well
as how aligned it is
to their job profile.
Helping your direct
reports find the right
learning resources
and allowing them to
create time to make
the same happen is a
crucial aspect of your
role as an enabler.
Third, advocate
up-skilling and talent
mobility. By creating
flexible project teams
withing your team, you
can generate greater
momentum by creating
a culture of energy
& action as well as
continuous learning.
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How can I at an
individual level help
my team derive a
sense of purpose at
work?
Begin with genuine
acknowledgment
and appreciation for
what they do every
day. This could cover
seemingly mundane
tasks as well as out
of the box creations.
Valuing what they
devote their time
and thought to is
important not just
for team work but
also for their personal
sense of self. Connect
this with larger team
outcomes by creating
a chain analysis and
giving visibility to
each contributor in
the eyes of the other.
This would not just
boost their sense of
purpose of why they
do what they do but
also encourage them
to perform better for
the sake of others.

↘ These are different
times and we may not
always have a right
answer or the best
approach towards
solving a problem.
Putting our intentions
and minds together
by fostering a culture
of self governed
leadership and
compassion at the
workplace, we can
contribute our share
towards helping
humanity come out of
this crisis.
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Virtual Collaboration: Bridging
The Physical Distance
- By Prattayee Dutta

V

irtual collaboration is the process of joining together with one’s co-workers on a shared project across
digital media, while operating in different locations or at different hours. The last few months have
shown us that virtual collaboration is a competency that is needed in remote settings. Being able
to understand what each one of is responsible for, where to go for support and how to come together for
effective groupthink – one needs to get comfortable with both virtual communication & virtual collaboration.
Let us reflect on the components that make up communication, what is lacking in digital media and in
conversations. The answer is Body Language: even when we are in the same room, the tone of a text or the
formality of an e-mail can be misinterpreted, creating a space for error or misunderstanding even in the
closest of all relationships. These misunderstandings cause anxiety & mistrust, which can negatively affect
confidence, commitment, efficiency, and performance.
Two primary linkages are required to promote collaboration among a remote team: scheduling
synchronization and regular, transparent communication - by going that extra mile. Let us take a closer
look at the elements of these two points:

● A virtual team can add a
lot of fantastic tools to their
toolbox, but if your devices
don't have a clear purpose
or address a real need, you
risk squandering time with
ineffective practices. If it’s a
team operating in the APAC
region, some countries do
not have access to Google
Meet, so conduct business
through another platform like
Microsoft team. If it is a training
involving group discussions, use
platforms like Zoom to access
break out rooms. For all in-team
communication, have an intranet present so that everyone
gets to see the conversation,
in their own time.

1

Every
instrument
and
procedure
should
serve a
purpose

Mindfully
managing
time-zones

2

Encourage the
quiet ones

Ask for
feedback

Commemorate,
celebrate,
engage

● To prevent generating gaps or isolating team members,
teams scattered across continents need to consider how
they coordinate work across time zones, keeping in mind two
things - that every member needs real time conversation,
and every member also has a life beyond work. Always keep
handy tools like time converter, world clock and a dedicated
meeting planner. If one region has stayed late one day, the
other team can come in early the next time. Be fair in this
distribution and apply this with your work timelines as well.

3

4

5

● There are several employees,
who are by nature less social or
introverted. This is the time you
can encourage them to share
their ideas and make them feel
appreciated, because they can
do so in a textual form. They will
feel less intimidated, offering an
effective way to share power
and decision-making. You will
have a team that collaboratively
innovates.
● The virtual distance cannot
be bridged alone, you need the
team to cross it. Hence, use
agile retrospectives to identify
communication problems,
giving teams the power to
make good changes, cooperate
more effectively, and be more
productive.

● Creating virtual venues and rituals for socializing
and celebrating can develop bonds and establish the
groundwork for future collaboration. Determine how to
reduce the affinity gap. You can develop team spaces for
social engagement in your own special way like sending a
care package on a work anniversary, dressing up for New
Year Celebrations or having a virtual lunch together.
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Managing Through Rising
& Murky Covid Waters
- By Divya Khanna

T

he resurgence of
COVID-19 has adjourned
the reopening plans for
organizations, particularly in
Asia. We are experiencing the
several challenges of the second
wave of COVID-19. The hybrid
working model is here to stay for
what seems to be a long time to
keep the risk in check. Leaders
and managers continue to do
the heavy lifting and hold fort
for their teams and employees
to feel safe, well taken care of,
consciously connected,
prioritizing self-care

and most importantly, mental
health.
While all of us continue to
navigate through the rising &
murky waters of uncertainty, it
becomes crucial for managers
to continue to be vigilant,
empathetic, and invested in
supporting and empowering their
teams with their mental health.
Uncertainty breeds anxiety,
between rising numbers of
Covid-19 cases, losing loved
ones, coping with grief and loss,
inadequate vaccine supply and
questions about whether to

reopen economies and businesses,
we do not know what will come
next. Our mental health is taking
a toll.
Even in the most uncertain
of times, the role of a manager
remains the same: to support your
team members. That includes
supporting their mental health.
The good news is that many of
the tools you need to do so are
the same ones that make you an
effective manager.

Managers Can

Be
Vulnerable

We are all experiencing some level of discomfort and challenge, the universality of the experience
will translate into a decrease in stigma only if people, especially people in power, share their
experiences. Being honest about your mental health struggles as a manager can help your
employees feel comfortable talking with you about mental health challenges of their own. When
managers describe their struggle, whether mental-health-related or not, it makes them appear
human, relatable, and brave. Research has shown that authentic leadership can cultivate trust and
improve employee engagement and performance.

Manage Your Own
Mental Health &
Prioritize Self-Care

Do not just say you support mental health. Model it so that your team members feel they can
prioritize self-care and set boundaries. Often, managers are so focused on their team’s wellbeing and on getting the work done that they forget to take care of themselves. Share that
you are taking a walk in the middle of the day, having a therapy appointment, or prioritizing
weekend family quality time (and turning off e-mail) so that you do not burn out.

Build Authentic
Connections

Go beyond a simple “How are you?” and ask specific questions about what supports would be
helpful. Wait for the full answer. Really listen and encourage questions and concerns. Intentionally
checking in with each of your direct reports on a regular basis is more critical than ever.

Go Beyond
Flexibility and
Be Inclusive

Expect that the situation, your team’s needs, and your own needs will continue to change. Take
a customized approach to addressing stressors, such as challenges with childcare or feeling the
need to work all the time. Ask team members to be patient and understanding with one another
as they adapt. Trust them and assume the best. They are relying on you and will remember how you
treated them during this unprecedented time.

As much as we might like to return to the way things were, we will not. So, let’s use this opportunity as
managers to create the mentally healthy workplace cultures that should have existed all along.
Copyright © 2021 Human Dynamic. All Rights Reserved.
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Boost Your Team’s Productivity
and Morale During a Pandemic

T

- By Lina Lam

here is no doubt that COVID has drastically impacted our working style and business operations. Many managers are still
struggling in team management and adapting to this change despite solutions such as virtual working. Team leaders always
have concerns about employees who are working from home such as more distractions, less interaction between teammates,
and more social isolation for individuals — all of which can decrease productivity and lower team morale. Thus, leaders must
overcome these challenges and explore new ways to support and guide team members in adjusting to this new normal and boosting
productivity. Below are a few tips for leaders.

Redefining
productivity

The way we measure
productivity during this
pandemic has to be
adjusted. In time full of
unpredictability, leaders
must take their time to
review and consider what
they would like to achieve
with the team in virtual
working and be prepared
to adjust their plans if
needed.
Leaders should set
SMART goals
with their
teams on a
weekly or
bi-weekly
basis on the
team objectives or
business objectives
along with measurable
key results that define
the achievement of each
objective. Team members
should understand the
objectives and agree on
desired key results and
timelines. Celebrating
small successes and
achievements is essential
to keeping the team
morale.

Communicating

Communication is critical in remote teams.
Team members can become overwhelmed or
frustrated if they cannot get support when
in need in a virtual set-up. There are various
aspects of communication that leaders
should be aware of.
è Clear and multiple communication
channels for the team. Using emails only
for communication during working hours is
insufficient. A team messaging chat room can be
another platform for team members to quickly
seek help for simpler, less formal matters.
è Personal check-ins. Leaders have to take
initiative to provide emotional and
steady support to the team.
Sending simple text messages
in group chats such as “Good
morning” or “Have a nice day”
at the start of workdays can uplift
the morale of team members. Leaders
also should continue to provide coaching to
team members as they would normally do in
the office setting. It is important for leaders
to invite employees they may have concerns
for or notice performance issues from to
one-on-one meetings.
è Rules of team engagement. Leaders
regularly establish team meetings for updates
on work progress among team members.
Remote work becomes more efficient when
leaders set expectations for the frequency
of meetings and means and ideal timing of
communication for their teams. Leaders can
also use the team meeting times to have
fun activities to raise teamwork spirit and to
maintain inclusion in the team.
è Resource and information sharing.
Team members should be informed about
business achievements and changes in
the company to let them understand how
their job is contributing to the company’s
business strategy and development
through working remotely.

Embracing
flexibility and
instilling trust.

A pandemic can have
different effects on people,
and team members may
have faced different
challenges when working
from home, such as
environment, workspace
or childcare constraints.
So, it is crucial to promote
leniency during these
uncertain times.
Leaders should
be flexible and
understand
that their team
members’
may need to
adjust their working
periods. Encourage
team members to take
personal ownership of
their work performance.
Maintaining a balance
between monitoring
employees’ productivity
and giving them space to
be autonomous can be
challenging. Show trust,
and support team members
to work on their dedicated
tasks during flexible work
schedules but also remind
them to be aware of
project timelines and key
results. Team members can
reach higher productivity
and explore new ideas
if they feel the trust and
empowerment from the
leaders.
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Being a virtual
role model

Leaders should
demonstrate commitment
and strive to succeed in
virtual working by facing
challenges. They should
be responsible for their
team members and allow
the team members to
get in touch with them
whenever they need help
or support. In the virtual
working environment,
team members rely
more on the
team leaders
in reminding
them of the
company vision
and mission.
Leaders thus have
to be more active in
demonstrating their work
attitude and performance
to encourage team
members. Be empathic
leaders to motivate the
team to perform their
best.
When employees have
engaged in their jobs and
the company they work for,
it can impact productivity
and efficiency. Team
productivity and morale are
affected by many factors
including leadership,
manager and peer support,
work environment, trust,
culture, and how valued
employees feel.
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Identifying Distressed
Employees

Disheveled
look:
Unkempt
presentation, wearing the
same clothes every day, unsettled
background, looking exhausted
and tired, appearing sleep
- By Dr. Deepika Gupta
deprived, slouching
Dip in
Trying to
posture
enthusiasm:
be invisible:
Avoiding taking
he roles and expectations
Refusal to turn on
responsibility,
inability to
of leaders have evolved to
the video, avoiding eye
commit
to
a
time
or timeline,
them being ‘there’ for
contact, passive presence, lack of
needing frequent reminders or
responses or participation in
their people in more than
micromanagement to ensure
meetings
one known way. They
completion of tasks,
are being looked at
Pessimistic
increase in careless
presentation
as sources of right
mistakes
regarding self,
communication,
others and future: Not
as go-to people
being
able to see the meaning in
for any
continuing on, not finding hope in
crisis and
any new strategy, constantly
support as
being self critical or
well as coaches
Inhibition:
critical of people
Agitation:
to help lead others
Not willing to
around
being quick
through personal and
try something new
to get irritated,
or change a pattern, not
professional crisis. As a
presence of sarcastic/angry/
expressing positive emotions
leader, one may be having
demanding/curt tone in written or
in
response to a joyful news or
an aerial view of how the
verbal communication
initiative
at work, avoiding
team is performing as well as
Change
social
conversations
a microscopic view of how each
in working
between
individual is doing. This puts you, as a leader,
pattern:
colleagues
in a very sensitive and unique position where
Requesting for leaves,
your early intervention can be instrumental
logging in late or at different
in letting people know that they are cared for,
times, coming in late in meetings,
in preventing spiraling of an emotional crisis
feeling confused or lost in
as well as in keeping the team to continue to
conversations, having
Self
trouble concentrating
practice in emotionally safe ways.
reports of
Difficulties
and taking
While you take one on one or group team
not being able to
in communication:
decisions
meetings, the following observations can be
go on: reporting having
One sided conversations,
tell tale signs for you to delve deeper with
difficulties cope with demands
finding it difficult to give the
your team member to check-in with their
at work, inability to adapt to changes
person feedback, person finding
at required pace, being overwhelmed
wellbeing:
it difficult to accept feedback,
with work responsibilities,
getting frustrated quickly
being challenged in
with
people,
giving
Sometimes employees would approach you
Expression
maintaining
work life
disproportionate
with their identified concerns with some specific
of unhealthy
integration
reactions
habits:
excessive
requests for help. But many other times they

T

would keep pushing themselves to keep going and it
would be your role as their manager to have a meaningful
conversation to help assess their levels of distress. It would
be crucial to build a trusting and respectful relationship with
your team so these conversations can be two way and helpful to
them and to the organization in the bigger picture.

time spent on social media
or Covid related news, increase
in intake of alcohol or cigarettes,
reports of feeling lethargic
and fatigued due to
inadequate sleep,
irregular meal
times
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