I Feel, therefore, I Am 
by Asima Sherali
 “Unless we know our own strengths and weaknesses, know what we want to do, and why we want to do it, we cannot succeed in any but the most superficial sense of the word. Acquiring this self-knowledge demands reflection”.







-  Warren Bennis

Few say, it’s a jet age and few others a period of continual transition, but most wonder as to “Why” the entire transition? Is it for the good - good for the nations, good for the community, good for mankind at large? All these sound very abstract but these questions keep haunting each one of us. Man has always been considered to be the most intellectual being on earth who has struggled all through out to unveil all the secrets of this universe, but when it came to realizing simple facts of life, he has always found himself perplexed and confused. 

Many of us are aware that this decade began with disaster caused by natural calamities as well man made. Man-made disasters have been the most pathetic. Most of us have been victims of these changes. Companies talked about modernization, globalization, down-sizing, smart-sizing, change, speed and so many other things. There has been lot of clichés about anything and everything. Almost every company the world-over has gone for downsizing, smart-sizing, restructuring and retrenchment. For companies, it was moving ahead and responding to global changes and becoming much more smarter. For individuals, these changes were devastating. What they have thought to be their only hope had turned out to be a nightmare.

After massive downsizing and reengineering, most organizations are now running close to the bone in terms of upkeep of human resource levels. Why upkeep? Shouldn’t they be more relaxed for having become lean and mean? Isn’t this what they have wanted? As regards individuals who are still on the rolls, shouldn’t they be happy that they still hold their jobs, their social status and the much longed for security? Unfortunately, it has been a big NO for either of them!

Man has always been and would always be the most intricate living being on earth - he is not the one who lives on an island all by himself, he is a social being connected with every being on this earth whether related or unrelated, whether a stranger or a mere acquaintance, whether a friend or a family member.. he is connected with a very thin unseen cord of relationship, sense of belonging and strong bondage. He is not a fool not to realize that what has happened to his fellow-being may happen to him in no time. And, obviously his worry is genuine.

Companies while responding to changes have created lot of havoc and turmoil among its employees. To put it precisely, it has been a human disaster.  Yet, we find companies demand for loyalty, integrity and honesty from its employees. We find them talk about how its people are its most important assets yet we find that if the graph in the balance sheet is slightly tilted, the employees are the first ones to be effected. At what cost do they demand the integrity and conviction? I do still have friends working with companies without pay for days and months together.. they are the individuals who support their families. Yet, they are there still working hard not because the outside market is down or they will not get jobs elsewhere.. but, its sheer determination, courage and conviction to stand together in the moment of crisis. Will companies ever be able to look into and realize this human aspect of individuals they hire? 

Tragically, a big NO! I feel sorry none of us have time to do it for we are so busy acting and reacting to the changes around us none of us have time to think and discuss over these finer aspects of being a human being. And more so companies in toto.

I have always been intrigued and fascinated by the term “unmeasured” and fail to understand why the world is always fanatic about everything that is quantifiable and measurable. What a shame if all we believe exists is what can be shown statistically. I feel very sorry that we are ruled only by what we can measure. What’s so great about it, even a two-year old kid can read numbers and derive sense out of it. I keep wondering why people want to spend their entire lives measuring, while there is so much that we don't see, we don't touch, we don't feel, we don't understand. We assume that reality is the box we have been put in, and fail to open the door and look outside and see how much there is. 

I fail to understand why and how these measures drive companies to the ladder of success and popularity? How come share market influence the destiny of companies when this destiny was properly planned and chalked out by the efforts of someone who is unmeasured and whose existence is not earmarked in the balance sheet.  I cherish reading one of the very famous story often told among business conglomerates about a leading advertising agency, Saatchi & Saatchi wherein HR competence was reflected in the form of the image an individual carries or evokes in the minds of the people involved. The ability to build such an image takes companies far ahead. The advertising firm illustrates both the value of intangible value and the risks associated with not recognizing it. 
In December 1994, institutional investors, upset by what they viewed as the arrogance and fickleness of Maurice Saatchi, forced the Board of Directors to dismiss him. Protesting Saatchi’s dismissal, several other executives left the company, too, and several large accounts got defected. As far as balance sheet was concerned, Saatchi’s dismissal was a non-event. Nevertheless, the stock of the company, which had been trading on the New York Stock Exchange at 8 5/8 immediately, fell to 4. Among several ways of interpreting what happened at Saatchi & Saatchi, one stands out: The institutional shareholders thought they owned Saatchi & Saatchi. In fact, they owned less than half of it in terms of respect and credibility with the shareholders. Most of the value of the company was human capital, embodied in Maurice Saatchi and his followers.

With the beginning of the new millennium, many writers have put time and ink into considerations of how things will be different in this century. This sort of prophesying is nothing new. Organizations seem all the more mesmerized - no less today than were the medieval thousand years ago.  In the world of institutions, commercial corporations are the newcomers. They have been around for only 500 years, a mere blip in the course of human civilization. In that time, as producers of material wealth they have enjoyed immense success. They have sustained the world’s exploding population with the goods and services that make life possible.

If you look at them in the light of what they could be, however, most commercial corporations are under-achievers. They exist at an early stage of evolution; they have developed and exploited only a small fraction of their potential. Consider their high mortality rate. By late twentieth century, one-third of the 1996 Fortune 500 companies had been acquired or broken into pieces or had merged with other companies. How do we know that many of the deaths are premature? The evidence of much greater corporate longevity is found in Japan’s Sumitomo which has its origins in a copper-casting shop founded by Riemon Soga in 1590 and the Swedish company Stora, currently a major paper, pulp and chemicals manufacturer, began as a copper mine in central Sweden more than 700 years ago. Examples such as these suggest that the natural life span of a corporation could be two or three centuries - or more.

The implications of the statistics are depressing. The gap between the endurance of a Sumitomo or a Stora and the fleeting life of the average corporation represents wasted potential. Individuals, communities, and economies are all affected - even devastated - by untimely corporate deaths. The high corporate mortality rate seems unnatural. No living species suffers from such a discrepancy between its maximum life expectancy and the average span it realizes. 

Why do so many companies die young? Mounting evidence suggests that corporations fail because their policies and practices are based too heavily on the thinking and the language of economics. Put another way, companies die because their managers exclusively focus on producing goods and services in a traditional way and forget that the organization is also an embodiment of human creativity.

Most of the companies besides generating value in terms of Money have Corporate Social Responsibility as one of its Core Value.  The prime responsibility of the companies in the moment of crisis would be towards its Associates, its people who have put in their whole and soul to take the company to the greater heights. How valid is this today when the companies cannot even ensure and meet the minimum physiological needs of its employees and be driven by mere external factors, they have no right to claim for its employee’s integrity, loyalty and sense-of-pride and belonging for the company. Corporate history is evident world-over that in times of crisis and conflict, its employees have always been by its side putting in extra effort, time and zeal sacrificing their personal and family lives. But how many companies do we have who standby its employees during the time of crisis and external turbulence?  A very few, may be a handful of them. Companies talk about being pragmatic and realistic. They say there is no room for emotions and feelings. It sounds so good to hear. But, how good it is to evidence the emotional turmoil the families undergo because of lack of financial support, just because the only earning member of the family is thrown out on the streets with no where to go. Isn’t that real and pragmatic? 

In this cut-throat competition and unforeseen changes, wherein companies are driven merely by external factors and cannot afford to provide even basic physiological needs to its associates, have no right to claim employee loyalty and integrity. And, therefore, should never expect to win their love. They should focus their approach more in terms of generating results through people through high performance standards; build multi-skills; and teach them dignity of labour. So that when they talk about layoff and downsizing, the employees are well-prepared to earn their livelihood despite being out of the job.

Build multi-skills at all levels:

Dignity of Labour

High Performance Standards
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