
Empowering teams 
to achieve more

Human capital

We value our people and their contributions. In line with this, we foster 
their personal and professional growth, while developing our future 
leadership pipeline.

Strategic objectives

Stakeholders affected 
Employees

Risks addressed 
 » Safety risk

Strategic enablers SDGs impacted

SO3 SE1

Integrating culture, people and the organisation 
During the year, we continued to consolidate our new 
organisational culture by transforming and restructuring 
our policies. We also bridged the gap between various HR 
structures and systems and brought alignments in terms of 
people, processes and places.

Stronger policies 
We developed 41 new employee policies under the 
following buckets:

Social security 
schemes

Work  
life/diversity

Culture and 
values

Leave and 
benefits

Corporate 
policies

Capability 
development

Business  
enablers

Career and 
performance

Talent 
management

We further introduced performance 
management system- ‘STRIDE’, 
performance bonus payable on 
achievement of business KPIs and joint 
consultation system for harmonious 
union management working.

We undertook the following steps to 
integrate and create one TSLP across 
locations, with new identity:

 » Reorganised all levels and 
built better connect across the 
organisation through various policies 
that focused on uniformity in the 
culture

 » Created a simple and lean 
organisation design

 » Encouraged people movement 
across locations 

 » Strengthened learning and 
development 

 » Introduction of administrative and 
functional reporting for multi-
location engagement

 » Collaborated with Ore Mines and 
Quarries Division of Tata Steel 
Limited for Vijaya-II mines for 
efficient working

Incorporating digital 
functions to enhance 
people processes
We initiated several digital 
projects for seamless employee 
processes such as Performance 
Management System 
(STRIDE), Contract Labour 
Management System(CLMS), 
Canteen Management, 
among others. Moreover, new 
Intranet was launched which 
offers uninterrupted and 
transparent communication 
among our people. It also 
features employee policies and 
employee-related important 
information on real-time basis. 

During the year, we also 
launched another interactive 
platform—MD connect—for 
direct communication and 
connection between the MD 
and our people. 

Strengthening the talent 
pipeline 
We have a two-pronged approach to 
bolster Team TSLP. We use both internal 
and external recruitment to gather 
the best talent. As on March 31, 2021, 
36 officers from Tata Steel are working 
on deputation at TSLP to strengthen 
culture, systems and processes aligned 
to Tata Steel’s overall ideals. 
Generally position is advertised 
internally amongst existing talent, 
before we selectively look to hire 
outside talent. For external hiring, 
we use jobs portals and have hired 
consulting search firms to source the 
right-fit candidates according to the 
job requirements. During the year 
under review, the complete recruitment 
process was conducted online. 

Infusing TSLP's ecosystem with 
fresh talent 
During the year, we introduced the 
practice of campus hiring, whereby 
young talent – management and 
graduate engineering trainees join our 
ranks. We conducted online recruitment 
drives across India’s top engineering 
and management schools. 

Total hires

Fresh graduates from Top B schools 
and engineering institutes  

19
Technical and management interns    

17

Material issues addressed 
 » Occupational health and safety
 » Labour relations 
 » Promoting ethical behaviour

A group of new employees undergoing on-the-job training
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Human capital contd.

Diversity and inclusion 
are a priority 
We emphasise on diversity and 
inclusion at the workplace through 
policy interventions. We have 
introduced several policies like Rahaat 
leaves, sabbatical, work from home and 
equal opportunity policy to enhance 
diversity at TSLP. For FY 2020-21, our 
male-female diversity was 2% and we 
are working towards increasing it to 
25% in times to come.

Throughout the year, we focused on 
the following to enhance workplace 
diversity and inclusivity:

 » Policy interventions

 » Well-being survey for all female 
employees

 » Leadership interactions

 » Targeted hiring to enhance gender 
diversity

Team composition by age (number)

Under 30 years

191 5381,666
30-50 years > 50 years 

Affirmative action
At TSLP, we are focusing on inclusive 
growth through Affirmative Action (AA) 
concept of the Tata group. 

We constantly endeavour to focus on 
inclusive and collaborative growth and 
undertake programmes for improving 
the lives of the disadvantaged 
communities through employment, 
employability, entrepreneurship 
development, education, and essential 
amenities initiatives. As a part of the 
AA programme, we are committed 
to exercise positive discrimination in 
employing personnel from historically 
disadvantaged communities. We have 
expanded our focus on diversity to 
additionally cover gender diversity, 
and person with disability, all of which 
are important segments that can help 
create a more sustainable organisation 
the for future. 

Managing talent 
We remain committed to nourish talent 
at TSLP. Talent development, Internal 
Job Postings (IJP), promotions and 
cross-location-based job rotations are 
all part of this. We have also launched a 
study leave policy for higher studies. 

Learning and development 
We undertake several learning and 
training programmes that enable our 
people to upskill. During the year, 
we launched an online internship 
programme—DAKSH 20—for college 
students, where 24 bright minds 
completed their projects under able 
mentorship of our people.

We also collaborated with Shavak 
Nanavati Technical Institute (SNTI) for 
various training programmes such as 
technical trainings, safety trainings, 
and computers trainings. SNTI also 
helped us run the School of Excellence, 
which focuses on basic concepts of 
steelmaking.

During the year, we also launched three 
KPI-based training programmes in 
partnership with SNTI, in the following 
areas: 

 » Steel Melting Shop (SMS) 

 » Wire Rod Mill (WRM)

 » Sinter Plant 

We also conducted skill-based 
trainings for our contract workers and 
undertook initiatives under Leadership 
Development. Under the latter, we 
launched the Managerial Effectiveness 
Program (MEP) to groom and develop 
high potential officers for the future 
to ensure a healthy pipeline of talent. 
We also organised various managerial 
training programmes during the period.

 92%
Of the workforce covered 
in various programmes

Performance management 
Our robust performance management 
system—Stride—allows us to offer 
policy-backed fast-tracked, accelerated-
track and normal-tracked career 
progression strategies. During the year, 
our entire performance management 
process was conducted online from 
goal setting to end-year feedback. The 
new features include:

 » Continuous feedback

 » Performance Journal

 » Discussion on performance and 
development areas by Talent Review 
committee

 » Customer feedback and 
administrative appraiser

 » Appeal process

During FY 2020-21, we trained our 
people on the end-year review and 
providing effective feedback.

Achieving 80% Employee Engagement Survey (EES) score
During the year, we conducted an EES covering all our officers and 
associates. We emphasised integration of our systems and people, with 41 
people-centric policies to enhance employee benefits and development. 
Besides, we ensured to focus on the following: 

 » Implemented Performance Management System (PMS)

 » Introduced employee-centric policies and benefits

 » Drove diversity and inclusion

 » Focused on leadership development

 » Ensured transparent and regular communication

 » Launched Leadership Connect 

 » Sensitised team towards Tata values and code of conduct

 » Developed a better networked organisation

All these factors contributed to the achievement of an overall EES of 80%. 

Top 3 areas that drove engagement for officers
 » Change Readiness (88%)

 » Customer Focus (88%)

 » Employer Brand (88%)

Top 3 areas that drove engagement for associates
 » Job Security (84%)

 » Enabling Infrastructure (82%)

 » Collaboration (81%)

Case study

Encouraging employee volunteering
We encourage our people to participate in 
various volunteer initiatives, including the 
Tata group’s Tata Volunteering Week (TVW). 
During the year, our people contributed 1,443 
person-hours of volunteering through TVW.

Our employees adhering to safety standards

Shifting of wire rods to the yard
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Employee safety
 »  Rolled out IT based safety system ‘Ensafe’ to capture, 

monitor, analyse and review safety related data

 » Rolled out campaign on Elimination of Commonly 
Accepted Unsafe Practices (ECAUP)

 »  Identified and rectified fatality potential situations 
through Fatality Risk Control Programme (FRCP)

 » Started Joint Mass Communication Programme with 
Senior Management Team and Union Representatives

 » Trained officers on Safety Standards through e-learning 
safety modules

 » Deployed several engineering / digital solutions for 
eliminating man-machine interface

 » Deployed infrastructure integrity standard

Human capital contd.

Steps undertaken to keep employees 
safe from COVID-19
 » Suspended operations initially at 

some units and subsequently re-
started in a controlled manner

 » Staggered canteen timing to ensure 
social distancing

 » Sanitised offices and workplaces 
periodically

 » Conducted medical examination of 
employees at shopfloor

 » Continued to train employees online 
regularly 

 » Ensured periodic MD communication 
with officers and union members

 » Granted special paid leave to 
symptomatic employees, including 
contract workmen

 » Introduced absolute work from 
home

 » Conducted bi-monthly COVID-19 test 
for employees

 » Dedicated ambulance for COVID-19 
suspects and patients

 » Started POD concept

 » Provided transport and food facilities 
to contract workers during the initial 
period

 » Collected travel history regularly 
and ensured that our people use the 
Arogya Setu app 

 » Distributed advisories from statutory 
bodies, posters, emailers, visual 
Standard Operating Procedures 
(SOPs) to keep the employees 
updated on COVID-19-related 
developments and associated 
requirements regularly

 » Commenced online employee 
engagement initiatives under the 
brand ADDA Online

5.1 hours
Of safety training per 
employee

97.8% 
Employee retention rate 

Retaining talent
Employee retention strategy

Diversity and inclusion 
Continued focus of the 
senior leadership to build an 
agile, diverse and inclusive 
organisation

Learning and development  
Focused learning and 
development strategy to 
shape an inspiring work 
culture and develop a future 
ready pipeline

High performance  
Launched online 
performance management 
system driving high 
performance and linked 
annual bonus and increment 
with performance

Safety and well-being   
Adopted a holistic approach 
for our sustainability 
framework with a focused 
impetus in the areas of 
safety and well-being of our 
full-time employees and 
contractual workforce

Employee engagement 
Conducted EES to gain 
a clear understanding 
of various aspects of our 
workforce’s functioning, the 
engagement level and areas 
of improvement in work 
environment

Leadership connect  
Continued dialogue 
between the leadership 
and employees facilitates 
an open channel for two-
way communication, 
keeping our employees 
adequately informed to 
ensure about organisational 
developments and enables 
better understanding of 
their needs, aspirations and 
ambitions

Way forward
We are planning our way forward through focused 
group discussions across levels and location to frame the 
subsequent action plans. 

Health and wellness
We launched a comprehensive 
wellness programme for our people 
and their families. We have also 
created a year-long activity calendar 
covering social, mental, physical, 
financial and spiritual wellness.

Our wellness programme includes 
activities like Doctor at Shopfloor, 
Mental Wellness Session by Brahma 
Kumaris, online session on Nutrition & 
Diets, Yoga & Zumba by professional 
trainers on a regular basis.

We also organised annual heath 
check-up for all our permanent 
employees and contractual workers 
across locations.

Safety dashboard 

Parameter
Unit of 
Measurement

FY 2019-20 FY 2020-21

Fatality No. 0 1
Lost Time Injury (LTI)/Lost 
Time Injury Frequency Rate 
(LTIFR)

No./Index 15/1.16 24/1.38

First Aid Case (FAC) No. 82 49
Near Miss No. 237 2,125

Safety aspects being briefed before the start of a work View of a class room training
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