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o A Young Company

o Just 3 years old and growing

o Over 1200 Employees

o Average age: 30 years

o Geographically spread all over India-

o Only 200 employees in Gurgaon HO

o Life Insurance Industry experiencing 

challenges of

o Talent attraction

o Leadership capability in Agency Field 

Sales

o One of the Top 100 Companies to work for

DLF Pramerica Life Insurance Company 



1. Let your leaders know that you are serious about Leadership development

2. Recognize their development needs & fulfill the same in a holistic manner

3. Walk the talk- again and again

4. Do not ignore “Leaders in pipeline’

5. Build employee engagement

6. Have fun!

My Learnings
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• Covered 40 employees at the AVP+ level- 2nd year in a row

• Round-table exercise led by the respective functional heads 

& facilitated by HR 

– Key stake holders among Senior Management team as 

well as the MD & CEO for each discussion. 

– One hour on each individual (on an average).

• Feedback  shared – as transparently as possible

– Head HR and functional Head share the feedback- in a 

written document

– Employee comments are captured and sign off taken

– Documented in employee records, available for 

reference

– Would form the basis for development plan for the  

employee

Annual Talent review round-table
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• Compensation differentiation

– Ensuring competitive market positioning on Fixed Compensation

– Need based Compensation review/ revisit on a 6 monthly basis

– Sharper Long term Incentive Plan

– Recognition- various R&R events at International locations are leveraged 

as a vehicle to recognize hi performing/ potential/ critical colleagues

• - All identified Hi-POs participated in  Sales conventions in 2010-11

Resultant actions



Grid Placement Numbers Fixed Comp. Placement LTIP Promotions

H3 
Both on Potential and Criticality

2/34 (6%) 2- Q3 (previously on Q2) 100% Promoted once (Oct ‘10)

H2
Both on Potential & Criticality

7/34 (21%) 3 – Q2 (previously on Q1)
1 – Q2 (previously B.Mkt)
1 – Q2 (previously on Q2, >DPLI Exp)
2 – Q3 (previously on Q2)

100% 3/10 – Two promotions
6/10 – Promoted once (1 in Apr ‘11 & 5 in 
Oct ‘10)
1/10 – Not promoted. 1 yr in DPLI

H1
Both on Potential & Criticality

3/34  (10%) 1 – Q2 (No change in Quartile)
1 – Q3 (previously on Q2)
1 – Q4 (previously on Q3)

100% 2/3 – Promoted once (1 in Apr ‘11 & 1 in 
Oct ‘09)
1/3 – Not promoted. 1 yr in DPLI

H2 on Criticality 
M2 on Potential

4/34 (12) 2 - Q2 (previously on Q1)
1 – Q3 (previously on Q2)
1 – Q4 (previously on Q3)

100% 1/4 – Promoted once (in Apr ‘11)
2/4 – Promoted once (in Oct ‘10)
1/4 - Promoted once (Check for Sonali)

H2 on Potential
M2 on Criticality

1/34 (3%) Q2 (previously on Q1) 100% Promoted once (in Apr ’11)

H1 on  Criticality
M1 on Potential

6/34 (18%) 2 - Q2 (previously on Q1)
1 – Q3 (No change in Quartile)
2 – Q4 (Previously on Q3)
1 – Q4 (Previously on Q4)

100% 1 - Promoted once (in Apr ‘11)
4 - Promoted once  (Check Timeframes)
1 – Not promoted

H1 on Potential
M1 on Criticality

2/34 (6%) 1 – Q1 (previously B.Mkt)
1 – Q4 (previously on Q2)

100% 1/2 – Two promotions (in Apr ‘09 and Apr ‘ 
11)
1/2 – Promoted once (in Oct ‘09)

M2 – M3 
Both on Potential & Criticality 

1/ 34 (3%) Q3 (previously on Q2) 100% Don’t‘ know as yet

M1
Both on Potential & Criticality 

4/34  (12%) 3 – Q3 (No change in Quartile)
1 – Q1 (previously B.Mkt)

75% 1/2 – Promoted once (in Oct ‘09)
2/4 - Not promoted. 1 yr in DPLI
1 – Not promoted

M1 on Potential & L1 on Criticality
2/34 (6%) 1 – A.Mkt (previously on Q4)

1- Q2  (No change in Quartile)
50% 1/2 – Promoted once (in Oct ‘09)

1 – Not promoted

L1
Both on Potential and Criticality 

2/34 1 – A.Mkt (previously on Q4)
3 – Q3 (No change in Quartile)

0% 2/2 – Promoted once (in Oct ‘09)
Current Status – 1 on exit mode
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•Challenging assignments

•Special project teams

•Day to day experiences 

and activities

•Community involvement

•Visibility/exposure

•Seeking feedback from peers

•Seeking feedback from subject matter 

experts

•Mentoring/ coaching

•Networking/relationships

•Structures feedback – 360 Degree/ 

Appraisal feedback from supervisor

•Training classes - In-house/ 

external training programs/ 

seminars/ conferences

•Continuous Education / 

Management Development 

programs

•Books/media

•Webcasts/Online/ distance 

education programs

70:20:10 model  - A holistic approach to development 



• 360 feedback Launched for AVP + colleagues (56 Participants)

o On an average 15 Respondents per participant

o Involvement of 260 employees across DPLI

• Based on DPLI Leadership Competencies and DPLI Values

• Outsourced Administration and moved 100% Online; Internet Based

• Ensured orientation of all  - Customized for Participants and Respondents

• Use feedback for Development  Planning –Development Plans to be based on 70- 20- 10 Model

Leadership Compass – 360 Degree Feedback



Development Focus
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Quarterly Training Calendar



THEME OF IQ Calendar
Move out of your shell.. Take Charge of your Development.

Cut Out of Tortoise 
created  to build 

excitement and curiosity

Posters published for IQ 
calendar , Teasers sent 

on alternate days.

Communicating…..Excitement
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Project Management

Managing Self

Managing Others

Customer Service

Insurance- Domain 

IT Series

All aspects of development needs



1. Make your boss think your way - making impactful presentations

2. Communicating with peers and subordinates thru email

3. Writing a business case and making an executive summary

1. Writing and presenting business cases

2. Having difficult conversations

3. Personal Effectiveness

4. Emotional Intelligence

5. Work Life Balance

Managing Self

All levels of  leaders and “leaders in pipeline”

1. Fundamentals of presentation skills - one to one and one to many

2. Email Etiquettes 

3. Power your Power Point Presentations

4. Writing Exec summary, memo and meeting schedules
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Build Employee Engagement… Employee Opinion survey



Variable Pay

Long Term 
Incentive

Benefits
Career & 
Personal  

Development

Other Benefits

Fixed Pay

-Incentive Program for Sales 
team
-Annual Bonus for Non Sales 
team

-Insurance cover for Parents
-Club Membership
-Insurance cover
-Flexible Salary Structure
--others…

-Flexible Working hours
-Work Life Balance
-Job Richness
-Conducive Work environment
-Sales Conventions
-Education Assistance & MDP’s
-Others..

Total  rewards approach



Key Objectives of Women Darbaar

 Dedicated Engagement Initiative with 

Women Employees

 Understanding concerns through 

discussion/ survey mode

 Inspiring and developing more women 

Leaders

Suggestions Actions Taken

Facilities at temp offices (Chandigarh Office) to be 
women friendly

Permanent Office at Chandigarh

In cases of sexual harassment discussions, hearings must 
happen at off locations

Held as discreetly as possible; choice given to employee

Basements need to be lit up as they are very dark HO basement well lit up with security guard on duty

Plan training/ induction sessions according to 
convenience of women instructors

Sessions planned keeping the safety in mind

No mobile nos. on visiting cards Not Mandatory

Travelling during late nights in trains/ flights; pickup-drop 
service  by company appointed taxi vendor

Cabs organized

Enhancing Diversity:……Women’s darbaar
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Celebration of 
Festivals 

•All festivals are 

celebrated with different 

themes.

• Engagement Calendar

is published with diff  

themes.

On all festivals 

Employee Engagement Calendar 2010.xlsx


Thanks


