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M
anagement theo-
ry and practice
has undergone
q u a l i t a t i v e
changes in the last

few decades. With globalisa-
tion, there are new challenges
of different dimensions, making
the role of managers more
complex. 

Compared to the era of active
trade unionism prior to liberal-
isation, managing people (em-
ployees) in today’s passive trade

unionism, is tougher. This is not
just due to increased opportuni-
ties, but also complexities of
human behavior in modern
world, accentuated by internal
and external stress factors. 

Post-globalisation
Globalisation has led to signifi-
cant changes in the economy. 
� The service sector has at-
tained a dominant share of the
economy contributing over 55
per cent of the GDP. 

This sector being totally cus-

tomer oriented is highly de-
pendent on people who interact
with customers.
�Importance of people in serv-
ice and also other sectors, has
led to increased employment
opportunities.
�Increased employment op-
portunities coupled with de-
pendence on people for busi-
ness success, has brought about
a radical change in the attitude
of people. They are now in a
great hurry to hop jobs and em-
ployer loyalty is therefore an

Balance task and people in search of excellence
New trend With the globalisation, there are new challenges of different dimensions, making the role of managers more complex

outdated concept. 
� Consequently, the attrition
rate has been on the rise, with
productivity losses due to va-
cancies.
�With the current trend of nu-
clear families and an increased
proportion of working couples,
domestic stress levels are at an
all-time high.

Challenges to managers
Task orientation as a style of
management has been going
through a metamorphosis.

Managers are under constant
stress to deliver results despite
high attrition rates and vacan-
cies.  

Recognising that ‘people ori-
entation’ is a necessity rather
than of choice, CEOs have been
advocating managers to adapt
to this changing development. 

However, middle level man-
agers across industries such as
IT, FMCG, banking and finan-
cial services, highlight practi-
cal issues and illustrate live ex-
amples of people, ready to
resign, with slightest provoca-
tion.

“We have an attrition rate of
15 per cent. Further, new re-
cruits are not productive in the
first year and hence, invariably
I have to accompany them for
most meetings,” says Anand
Kumar, who works in the Fi-
nancial Services Industry. “One
of our employees did a silly mis-
take due to which we lost an im-
portant customer. I took it up
strongly with the employee and
next morning, he resigned.
Management felt, I should have
handled the issue tactfully,”says
Ronald D’souza, a banking pro-
fessional.

“Attrition rate in our organi-
sation is around 18 per cent.
Even though we have massive
recruitments, there is a lack of
dedication and commitment
amongst new employees.
Therefore, it becomes difficult
to meet the project deadlines,”
says Vijay Kumar, an IT profes-
sional.

“Often I have to do the job of
my juniors. With the result, my
job profile in practice is much
different from what is defined,”
says Stephen Fernandez, who is
with the FMCG industry.

In such a scenario, some

managers lose their natural ag-
gression and task orientation,
leading to a defensive approach. 

Other managers might carry
on, with task orientation, and
face practical issues, as high-
lighted earlier. Unfortunately,
in both cases there is loss of pro-
ductivity.

Basic factors driving 
productivity
Other resources remaining
same, the basic factor driving
productivity is human effort. In
general, people orientation has
a soothing, positive effect on
motivation, whereas mere task
orientation can have negative
connotation. Therefore, achiev-
ing productivity is indeed chal-
lenging for managers, irrespec-
tive of their functional
responsibility.

Therefore, in their quest for
productivity, how should man-
agers meet these challenges?
The answer is to recognise that
task and people orientation are
not exclusive, but need balanc-
ing. 

Balancing task and people
orientation
One effective way to balance
task and people is through team
building, to achieve corporate
goals. The outcome of team
building is a successful pursuit
of common goals. Balancing
people and task, is therefore a
necessity in today’s business en-
vironment. So, how should one
go about this delicate act of bal-
ancing task and people? 

Here is a guideline:
�Common objective: To begin
with, irrespective of your func-
tional responsibility, a common
objective for the team, in align-
ment with the corporate objec-

tive is essential. This could be
meeting your annual or quar-
terly sales targets, handling a
project for a client or complet-
ing an audit in time.
�Building trust and relation: To
build trust, the key factor is un-
derstanding people. 

Trust ensures transparency
and two-way communication,
leading to people participation
in team management. Further,
it helps to build personal rela-
tions with your people. 
�Role of the leader: A manag-
er as the leader must take re-
sponsibility to organise re-
sources and understanding the
skill sets of people, effectively
delegate. Delegation is an ef-
fective method to motivate peo-
ple and raises self-confidence
too.
�Developing leaders:  In a team
with common objective and
high levels of motivation and
confidence, there is clarity of
role and individual responsibil-
ity.  

In such an environment,
even the absence of the leader
makes little difference as there
is no ambiguity about the pend-
ing work.  This provides oppor-
tunities to members and facili-
tates the emergence of new
leaders.
�Building healthy competition:
Another strategy is to build
healthy competition within the
team and with other teams. 

This leads to unity of purpose
where all team members work
together. Intra and inter team
competition works in the best
interest of the organisation,
with high productivity.
�Handling results: In a com-
petitive environment, success
or failure is common. 

It’s good to be tough when a

team tastes success, to avoid
complacency. On the other
hand, when the team faces fail-
ure, give your support and en-
couragement. Believe in your-
self and in the abilities of your
team, to bounce back. 
�Become successful, not popu-
lar: A common allegation is that
people leave managers and not
the organisation. 

When you become people
oriented, it leads to the con-
verse; people work for the or-
ganization as well as the leader.
The road to success is to tactful-
ly mix, task or people orienta-
tion, as the situation demands.
Also, being in the driver’s seat,
the speed of the leader is the
speed of the team. 

Be conscious that mere peo-
ple orientation may make you
popular in the short term, but
not successful.

To summarise, balancing
people and task orientation is to
recognize that people are gen-
erally self motivated and capa-
ble of achieving excellence, un-
der effective leadership.

Even if you do not work in a
structured team environment,
you can still apply these princi-
ples, with minor modification. 

The role of the leader is, as
Sony Corporation CEO Akio
Morita, says: “We try to create
conditions where persons could
come together in a spirit of
teamwork, and exercise to their
heart’s desire their capacity”. 

Individuals play the game;
but teams win championships.
Therefore, at the root of all suc-
cessful organizations, is team
work. 

(The author is a management
consultant. Email: info@pro-
maxintl.com) 


