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W
e have been recently
hearing news of a
possible slowdown in the
IT sector. These fears are

primarily due to a stronger rupee and
the recession in the USA. The major
IT companies like TCS, Infosys,
Wipro, etc have a strong top line and
the bottom line will be better once the
dollar regains its strength. The big IT
companies of India have already seen
a slow-down during 2001-2003 and they
have tackled the crisis in great style, of
course, the number of employees that
were working in that period was far
too less compared to what it is now.

Most top companies will have or
should have a well mechanised plan
for any eventuality. Some of these
giants have designations such as Chief
Risk Officer or Chief Risk
Management Officer whose job is to
prepare contingency plans for any
probable adverse situation. Most
small and medium IT companies will
have risk mitigation strategies put
down under their overall
organisation’s strategic planning.

This article aims to bring in
the thinking among
individuals who haven’t
planned a contingency for
risks such as IT sector slow
down. There are two factors
associated with risk viz.,
probability and impact. Each
individual should write down
the risks associated to his/her
profession and meticulously go
about analysing them in terms
of probability
(low/medium/high) of its
occurrence and the impact
(low/medium/high) it has as
shown in the figure below. One of
the major risks for most individuals is
taking the pink slip (losing the job),
while closure of the company that
he/she works for…, could be a related
risk. The individuals should realise
that there are some external factors,
which might cause the risk and one
cannot do much about managing
those factors favourably. Most Indian
employees do not bother to think
“What if…” especially when the
probable scenario is going to be
unpleasant. The mentality is “Let’s

wait for the day to come and then we
will see…”. The impact is going to be
severe if the person has lot of
financial commitments to fulfil.

There are four major risk
management strategies viz, risk
avoidance, risk acceptance, risk
transference and risk mitigation and
the best out of them being risk
mitigation. One has to leave out risks
with low probability and low impact
and focus on those with high
probability, high impact ones. Risk

mitigation strategy for an
individual is all about
equipping oneself with a
great degree of
indispensability.

Individuals should carry
out the mitigation by creating
a “SWOT” Matrix (strengths,
weaknesses, opportunities and
threats) for themselves. Each
person should carry out
introspection and fill the
matrix without any prejudice.
One has to ask following
questions to complete the
matrix.
� Do I have the basic skills to

perform exceedingly well in my role?
� Are these skills enough for me to be
a top performer?
� Are my colleagues more competent
than me? 
� Am I updating my existing skills?
� Are the skills within me in-line with
the market’s demand?  
� Do I have any special skills in me
that make me indispensable for the
organisation?
� Do I have someone who can help me
during crisis? Some of the software

professionals have their spouses
working too…, one has to check if the
spouse’s job is in the same industry
and is equally vulnerable too and if it
is, then probably conduct a similar
analysis.
� Do I have enough funds to help me
ride over the crisis to support my
family? (On an average it will take a
person around two to three months to
find a suitable job.) 

“Opportunities and threats” are
external in nature and therefore one
should exploit the opportunities. For
example, there are a lot of predictions
about the boom in retail industry in
India and the huge employment
opportunities that are going to be
created. The thinking should be “Can
I develop an expertise required for
retail industry?” A quick course on
supply-chain management and how IT
can support it, would be a definite
help. The idea of conducting such
exercise is not
only to have a
“feel good
factor” but
also to be
prepared for

the rainy day. This exercise has to be
visited at least once in a quarter.
Having completed the SWOT Matrix,
one has to work on maximising the
strengths and minimising the
weaknesses and work out strategies
accordingly. A good training
programme could help individuals to
overcome most weaknesses that are
academic in nature. If the software
professionals have a problem in
attending a formal training
programme due to non-availability of
time, they could enroll themselves for
a good e-learning programme or carry
out a self study with the help of good
books and Internet.

Finally, there is a lot of wisdom in
making hay even in the darkness of
midnight.
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M
anaging appraisals is one of
the key tasks for a leader as the
tremors of a badly managed
process, can shake even a

strong organisation. We are now
witnessing a boom in the economy and a
shortage of skilled manpower at all levels
has further increased the importance of
this task. However, the appraisal process
generally leaves a bad taste in most
organisations. Having been a part of the
process on either side of the table, there
are few things to smoothen the process.
� Human resources are a major
component of cost for organisations and
hence it should ideally increase in relation
to the increase in profits. In organisations
which are making losses or not yet reached
breakeven levels, there should be some
other measurable basis.

� Conscious efforts should be made at the
senior management level not to raise
expectations, beyond realistic levels.
� There has to be clear objectives and
performance measures as the basis for the
appraisals. Staff functions also need to
have a foolproof appraisal system, based
on performance.
� While deciding on the increases,
recognising the market trends and
realities is vital, for positions across
functions. It may not be feasible to decide
on an x per cent for all average performers
across all functions. For example, IT and
marketing functions may require a
different logic as compared to
administration.
� The decisions have to be as objective as
possible and there should be no place for
subjective influences and decisions.
Managing organisations is managing
human beings, who are essentially a

‘bundle of emotions’. I have seen that
problems arise not because the person got
‘less’, but because someone else got ‘more.’
And it’s very common for an employee to
expect a raise in relation to increase in his
expenses and not increase in his
productivity. Therefore, management
should be in a position to convincingly
explain the logic applied in their decision
making. In other words, the process has to
be rational, unbiased and transparent.

Many organisations make the mistake of
delegating the responsibility of giving the
increment and promotion letters down the
line. Instead, senior management at
appropriate level should be personally
involved in this process as this is an
opportunity for quality interaction and for
explaining the logical position of the
management. Further, researches have
proved that mere listening of grievances of
employees by superiors will by itself go a
long way in alleviating. Senior
management is also better equipped in the
art of communication to handle employee
disappointments and assuage the feelings.

While it is impossible in an appraisal
process to satisfy every employee, the
management has to be objective,
transparent and fair. Appraisal process is
not just about handing over money, but
more about evaluating current skills and
identifying skill gaps for current and
future job responsibilities. Senior
management should effectively
communicate and discuss an action plan.
Therefore, managing appraisals must be
appropriately dealt with a human touch.
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Are you prepared if the IT sector slows down?


