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E DITORIAL
This month we take a closer look at appraisal and some of the best ways to 
prepare for them. Many companies use this midway point to assess how an 
employee has performed for the first half of the year. Now, while the mid-year 
review is not tied to financial gains, it is still an important stepping stone in 
assessing your performance or an employee’s performance. The basic functions 
of an appraisal, then, are to:

1) Document and review with data and evidence the performance of an employee 

2) Provide and discuss performance against KPI’s and assign a current and 
forecasted rating  

3) Discuss modifying behavior, put in to place performance plans that will remedy 
deficiencies in performance

While traditionally, appraisals are viewed with apprehension by both the line 
manager and employee, the more steadfast way to approach an appraisal is to be 
prepared. It is the responsibility of both the manager and the employee to collate 
information on performance – the responsibility is NOT one- sided here.  Then a 
healthy retrospect of performance: what went well and what could be done better, 
and, in some instances, what went wrong! 

The best way to approach an appraisal is with an open mind, armed with data, 
leaving a defensive attitude at the door!

A few realities are; there is a bell curve and your performance will be pushed along 
the curve accordingly, and performance will be stacked up against peers – so set 
your expectations right – no matter which level you are on!

Appraisals are a great tool, when applying for a promotion, recording your 
performance, and for managers to put together a case in the case of R&R or 
disciplinary matters!

Make sure you are prepared – don’t let this opportunity slip by – it is YOUR 
responsibility to demonstrate your performance in its strongest light!

Happy Reading!
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Why do you need an appraisal?

Well, this is one way to manage your 
employees, who are an integral part of 
your organisation. A formal review, if 
done right, is indeed a benefit to both 
the employee and the employer. In 
today’s context it is undervalued and 
abused to a great extent. Today 
managers have more staff to manage 
and their own work load has increased, 
as the focus has shifted to bottom-line; 
still, it is NOT an excuse to conduct an 
appraisal poorly or even worse, not 
conduct one at all.

What is an appraisal?

It is a discussion that reviews an 
employee’s performance over a period 
and then enables the evaluation of the 
individual performance against set 
targets and goals. It is also a 
much- needed document on record 
to track someone’s growth and 
development: which should be your 
goal as a manager! From a legal 
perspective in many parts of the world, 
failing to do an appraisal, or showing 
discrimination in conducting one, can 
be prosecuted. So let’s look at some of 
the benefits of doing an appraisal and 
then take a look at the steps required to 
ensure we do this right and how to 
conduct one: 

TO MAN Y,  TH E S OUND OF THE  WOR D 
‘APPRAISAL’ IS  A NIGHTM AR E .  TO CONDUCT 
ONE IS  A DAUN TING TASK FOR  M OST 
M ANAGERS .  Y ET T HIS  M UST BE  DONE



THE KEY FOCUS OF AN 
APPRAISAL IS TO GAUGE 
THE FOLLOWING:
• If an employee is performing to the 
required standards

• If an employee is eligible to rewards, 
based on exceeding previously 
discussed and set performance 
standards

• If there are performance issues and 
challenges which must be addressed

• Identify skill gaps and develop both 
your best performer and your weakest 
performer, over a period of time, and as 
a continuous activity

Appraisals are, therefore, an extremely 
useful process where an organisation 
and its leaders are able to develop and 
retain high-performers. If you are 
serious about your organisation’s 
growth and wish to identify the next 
pool of leaders, this is a great system.

Personally, I have always found that the 
sooner you find someone to do your job 
and do it well, you can move on to doing 
other roles.  

Along the way, the appraisal has always 
been a great tool. However, you must 
have the right attitude, mindset and the 
process in which to do this...

that way you are constantly 
challenged and constantly learning new 
things which completely kicks out 
insecurities, and helps you give your 
100% to the organisation, which is why 
you were selected as a manager in the 
first place.

What are the challenges?
As with all hard things in life, there are 
elements that people don’t like or find 
unpleasant; and as with most things in 
life that are hard, many try to brush it 
away or ignore it or just put up with 
it….and therein lies the problem. No one 
wants to confront the issues or do 
something about it.

Here are some observations:

Once a year appraisal
The thought itself is a bomber! How can 
you have just one review for the whole 
year - after working together for over 
200 days, you sit down to discuss this 
just once? Who would remember the 
details? 

People have difficulty remembering 
what they did last week, let alone during 
the last 12 months…the feedback or  
‘feed-forward’ must be done regularly 
and the annual discussion  is a 
combined structure which picks up on 
the more regular discussions. 



There must be monthly 1:1, quarterly 
and bi-annual appraisals. Only then will 
the year-end appraisal be more 
meaningful and effective.

You cannot simply set a goal in January 
and then sit down in December to 
discuss its success or failure and then 
say “here are your new goals”. It does 
not work that way and it never will! 

Setting the objectives and 
deliverable
Ideally, as a manager, you should be a 
part of setting the objectives and having 
that conversation at the start of the year 
or when the employee joins the team. 
That is your responsibility as a manager 
and not the responsibility of the HR 
department. If this option is not 
available, ensure you are familiar 
with the objectives and take that 
responsibility. If you do not have this 
discussion with your team, how are they 
supposed to know what is expected 
of them? Also, how will they, as 
individuals, or you, as a manager, 
monitor progress? On the other hand, if 
you do have this document, then you 
have a reference point every time you 
have a conversation with an individual.

Assessing the Person and Not 
Performance
In most cases, managers’ assessment 
focus is on the ‘person’ and not the 
‘performance’. While characteristics, 
knowledge, and behaviours are all 
important, they are not the main 
contributing factors. 

Managers tend to go on a tangent when 
they do not know how to conduct a 
proper performance appraisal. They 
start to evaluate the employees’ 
characteristics and behaviour, instead 
of their work performance.

Focus should be on actual work done to 
meet the objectives, volume of work 
completed, standard of quality, dollar 
value, cost savings, etc. 

 My being grumpy and not smiling in the 
morning, because I am not a morning 
person, does not affect my productivity 
in the morning. So stay focused! 

Lack of Accountability
Another area where there is a challenge 
is that no manager is held accountable 
for the appraisal. They do get pulled up 
in some companies for lateness or for 
not doing so, but rarely, if at all, is 
anyone pulled up for an incomplete or 
half-hearted appraisal. Managers 
should own the process; this way 
managers become more responsible for 
the development of their team, which 
stops people stop piling everything on 
to HR. 

Discussion and not a Fault-
Finding Mission
This leads to another concern. The 
appraisal is a fault-finding mission to 
many. You sit across the employee and 
let it rip. A firing squad would be a better 
option. The appraisal should be a 
discussion between an employee and a 
manager: a two-way communication; 
an opportunity for the employee’s voice 
to be heard. A discussion where overall 
challenges are discussed, the way 
forward is agreed on and milestones 
set. You should be able to walk in with 
your head held high and walk out the 
same way!

Managers are not Trained
The reason why the above few points 
fail is also because our managers are 
not trained to conduct appraisals. All 
managers must be trained on both 
receiving and giving feedback. 



To develop individuals, managers must 
be equipped with skills that will 
help them assess performance of an 
individual in their purview, objectively. 
The lack of training creates anxiety and 
fear of having difficult conversations or 
making tough decisions.  The other 
concern is that this lack of training 
paves the way for inconsistency in how 
an appraisal is delivered. This is why, in 
most cases, if the staff member has a 
good rapport with, or is anything like, 
the manager, the chances are that the 
appraisal will look good. For the rest or 
those on the other end of the scale, it’s 
a downhill journey. 

Managers simply do not know 
their employees
Another reason why a discussion 
becomes difficult, or there is a 
hesitation in making the effort is 
because a manager does not know his 
or her staff. They need to care enough 
about the team and the individuals and 
about the overall goals, to want to make 
that effort. When you do understand 
your employees, it becomes so much 
easier to listen and to support them 
towards achieving their goals and 
targets. Once this is set in motion, 
everything else becomes simpler and 
easier to follow. It will make matters 
worse, if you have a reputation of being 
unapproachable or that you just don’t 
listen. 

Self-Assessment must be 
encouraged
A lot of issues will be mitigated if this is 
practiced. No one is expecting a 
manager to be perfect or to remember 
everything. A self-assessment will 
allow the employee to prepare the 
responses with supporting evidence. 
This will allow better room for an open 
and honest conversation that revolves 
around actual facts and not just 
feelings. Always encourage and allow 
sufficient time to prepare and also 
encourage the habit of keeping a 
record.

Pay and Reward
While pay and reward is based on 
overall performance and some 
companies do drive a performance- 
based culture, it is important that the 
discussion is not connected to pay and 
reward. The moment you let the 
appraisal become the deciding factor in 
pay or reward decisions, it loses the 
ability to help employees develop and 
grow. This will lead to a culture of 
its own, where employees and even 
managers will hide and cover-up issues 
and problems to create the desired 
effect on the appraisals.



How do we conduct an appraisal? 
Keeping the above in mind, here are 14 tips to aid the process to help you make the 
most of this great opportunity:
 
1. Set the objective or ensure you know the objectives of the role you are managing
2. Ensure you have had the conversation with each member or as a team on what 
these objectives and expectations are, and that you be monitoring their 
performance against the targets regularly
3. Ensure you have monthly discussion (15-30mins at least) objectively looking at 
the performance with each individual
4. Encourage each individual member to keep a track//record of their performance, 
extra work, achievements, etc.
5. Maintain a record where possible, as it will help you have more meaningful 
conversations
6. Set times for these discussions in advance, respecting their time and yours, 
and stick to them where possible. This will earn you their respect and avoid 
embarrassing moments.
7. Prepare for the discussion with points and examples objectively and encourage 
the employees to do the same so as to make the most of the time.
8. If there are issues like the morning grumpiness for example, have these chats as 
early as possible and avoid letting it fester till month-end or year-end discussions. 
9. Know their strengths and weakness so that it is easier to help them develop
10. Don’t have preconceived notions or bias…listen with an open mind
11. Give reinforcement and encouragement; then ‘feed-forward’ so that they know 
where they need to improve
12. Ensure understanding of the discussion and way-forward
13. Set and agree on timelines and milestones 
14. Record or document it and sign-off for transparency 

Regardless of the level of performance, the appraisal is a great opportunity for the 
manager, HR department and the organisation as a whole, to identify the next stage 
in an individual’s development. Some organisations use PDP (Personal 
Development Plan) to set development goals that individuals should achieve before 
the next appraisal. This is a clear indication that the organisation and the manager 
are clearly interested in the individual’s development and this automatically creates 
engagement, while strongly supporting retention of staff. For under-performing 
staff, you can use appraisals to identify skills gaps and training needs. In this 
manner, even if you must let go of a staff member, the conversation will not be as 
difficult, because both parties would have a clear understanding of the situation, 
with records to support! 



We were in conversation with Dilendra 
De Silva, the Head - Group Talent 
Development at Hayleys; who better to 
throw some challenging questions on 
Performance Appraisals at, than Dilendra? 

Dilendra, in his extensive career, has 
handled all aspects of HR and Learning and 
Development. He is proficient at planning 
out organization restructuring and 
competency frameworks and has been 
instrumental in setting out specific 
Sustainability Initiatives in line with GRI 
standards. Here is his perspective on 
Appraisals and how to best to harness the 
power of this tool.

1. What are the basic functions of a 
performance appraisal and how do A) 
Organizations B) Team Leads and C) 
Employees benefit from it?

A performance appraisal basically serves 
to assess and recognize an employee’s 
performance as against predetermined 
objectives set at the start of an 
assessment period; usually the financial 
year. Also, it serves as a development tool 
where behaviours - in line with 
competencies and values (or the ‘how’) - 
could be assessed and development needs 
formulated.

Organizations mainly benefit through this 
at a high level, as this process - if done well 
- creates and ensures alignment of every 
individual’s goals vis-a-vis the 
organization’s strategic direction. For 
Team leads, it assists to monitor a team 
member’s progress and their alignment to 
required outcomes, and also provides 
insight on where he/she will need 
assistance to ensure optimal output.

For employees, it can show how you play a 
part in the overall bigger picture and how 
essential your contribution is towards 
achieving the overall goals. This creates 
engaged employees who have a sense of 
purpose in the organization. 

IN CONVERSATION
WITH

DILENDRA
DE SILVA

By Tatum De Souza



The process also provides opportuni-
ties to keep track of achievements 
through clarity and also fosters a dia-
logue with superiors about difficulties 
faced and assistance needed.  

 2. Performance Appraisals focus not on 
behaviour, but on the outcomes 
of behaviour. In a sense, you are 
appraising a result. So, do the ends 
justify the means? Or can there be other, 
better measures in place to measure 
behaviour & attitude etc.?

This depends on the depth of which a 
performance appraisal (PA) takes place. 
While some PAs simply measure the 
actual vs pre-determined target of a 
KPI; some PAs go beyond by assessing 
behaviours in the same process 
via simple competency/value 
assessments. Some go even further, 
constituting a number of stages which 
include peer reviews, and subordinate 
reviews, in addition to supervisor 
reviews on behavioural indicators 
aligned to competency and values 
frameworks defined by an organization 
utilizing various mechanisms like 
360-degree feedback and independent 
competency assessments culminating 
in discussions by a review committee 
consisting of the immediate superior, 
related functional heads and an 
independent party.

The latter is a more comprehensive 
assessment of all facets of an 
employee including KPI performance 
and behavioural assessments.

3. Why are Performance appraisals 
widely unpopular? What can be done to 
make it an accepted “feedforward” 
activity? Rather than just a tool for 
determining salary increase.

My thinking is that PAs are unpopular 
due to the way they are presented, 
communicated and carried out to the 
employee, team lead, management, 
appraisee and appraiser. In most cases, 
it is a retrospective view of a bygone 
year with little emphasis on the future, 
carried out once, or at the most twice, a 
year in some places with the ultimate 
intention of not even actually assessing 
performance but just as a means to 
come up with a basis to determine 
increments or how the bonus pot is to 
be shared. So yes, if executed in this 
manner it would be unpopular and even 
futile for an organization as the actual 
point is lost.

There is nothing wrong in a 
performance appraisal per se, it actually 
is beneficial to all parties if carried out 
properly.

In these times of transformation, it is 
essential that all our HR systems and 
processes are agile enough to add value 
to the business. The PM process is no 
different. In a very basic sense, a 
system/process that establishes what 
needs to be achieved, how and when 
(which needs to be formed initially in 
line with strategic business priorities, 
which are thereafter cascaded) and 
thereafter enables constant real-time 
feedback, becomes an extremely useful 
tool for organizations, leaders and 
employees. This system, while 
monitoring the progress real-time on 
initiatives that are aligned to strategic 
priorities, should also comprise a 
component that functions as a 
development tool, as it provides 
constant feedback on the behaviours 
(or competencies/values) exhibited; 
which would enable development 
interventions to enhance skills and 
competencies of employees.



If this process is in place, in parallel with 
skill development of leaders as people 
managers, yes, what we know as annual 
appraisals, annual feedback etc. will 
become redundant as the entire thing 
just becomes part and parcel of a 
day-to-day routine with development 
and growth being identified and 
addressed instantly in a real-time 
manner. If this is the Performance 
Appraisal process, do you think it would 
still be widely unpopular?

Another tactic used in some companies 
around the world is where the 
KPI assessment and behavioural 
assessments are decoupled. The 
benefit of this is that then the 
behavioural assessment takes place 
completely with a developmental point 
of view and the KPI assessment (or the 
factors for which the KPI assessment 
result is used like increments/bonus 
etc.) will not influence the behavioural 
assessment. This does have its own 
difficulties in execution as well.

4. What matters most in an appraisal? 
People or Data?
Both. For sure, data is very important as 
objective assessments can then be 
made. I would even say this is a basic 
requirement, as naturally, data in any 
form is required for decision making. 
But however much we preach that 
deliverables have to be measurable etc., 
in a practical sense there is always an 
element of subjectivity, because at the 
end of the day this is a process where 
what is being assessed is a human by 
another human and subjectivity can 
never be completely omitted from the 
equation. Hence, for an accurate 
assessment to take place, the people 
factor becomes extremely important. 
The usage of review committees and 
leadership/people management skill 
development for team leads will be 
important and can go a long way 
towards productive assessments 
taking place.

5. What are the key steps you 
recommend managers & employees 
follow To prevent Performance 
Appraisals from being an annual 
“ re ward -p u n ish me n t- ju d g me n t” 
mechanism?

Well, most of the requirements are 
covered earlier in our discussion 
especially in point #3, but to 
summarise, very simply, stop appraisals 
being an annual activity. Performance 
appraisals are not about doing 
something annually but constantly and 
real-time. Very simply, expectations 
have to be set in alignment with 
organizational strategic priorities; and 
in discussion with the employee, 
ensuring that expectations are clear 
and measurable. Constant real-time 
feedback needs to take place where 
both parties discuss the way forward, 
what went right and what could be done 
better.

Performance appraisals shouldn’t be 
identified as a separate process per se, 
taking place at a particular point of 
time. Instead, it should be made part 
and parcel of a daily/weekly/monthly 
routine. Additionally, both parties have 
to take the initiative and be open to 
receiving feedback. It shouldn’t be a 
one-way conversation or effort. Both 
parties must be committed to ensuring 
that KPIs set are as specific as possible, 
and that when assessments are taking 
place, actual performance is backed by 
data/facts which are as objective as 
possible.

Also, ensure the development perspec-
tive of the employee is covered and it is 
not just a process that measures and 
gives feedback on objectives set. This 
motivates employees as well as it 
focusses on their development thereby 
playing a role in their growth as 
professionals!



RECOMMENDATIONS
Based on the remarkable true story, Social Network 
chronicles the rise of Mark Zuckerberg, founder of 
Facebook. To build a world-class product requires a 
world-class team that gets the job done. Watch this film to 
find out how performance management and recruiting for 
performance and results can yield a much larger ROI.  

Trailer: https://www.youtube.com/watch?v=lB95KLmpLR4

Won't You Be My Neighbor?
‘Won't You Be My Neighbor?’ is a documentary about 
Fred Rogers, the extremely polite, well-mannered and 
beloved host of the popular children's television show, 
Mister Rogers' Neighborhood. Fred was a remarkable 
individual who kept championing the message to young 
children around the world, that they mattered and that 
they were loved. Watch this documentary to learn how 
being empathetic, loving and compassionate can truly 
make the difference in an individual’s life. Keep an eye out 
for his style in communicating feedback, compliments 
and bad news. It is a must-watch for anyone managing 
people. 

Trailer: https://www.youtube.com/watch?v=FhwktRDG_aQ

Ford v. Ferrari

Ford v. Ferrari tells the incredible real life of story of when 
Henry Ford II decided to create a car fast enough to beat 
Ferrari at the Le Mans, a grueling 24-hour race, in a bid to 
reinvent the Ford brand as a not just a modern car 
maker, but also a ‘cool’ one. Watch, as managing the 
performances of both, man and machine, take center 
stage in this well-made thriller. 

Trailer: https://www.youtube.com/watch?v=zyYgDtY2AMY

By Varun Chandramohan



The HR Scorecard: Linking People, Strategy, and 
Performance
Published by the Harvard Business School Press and 
co-authored by three experts in the field of Human 
Resources (including Dave Ulrich), this book is a must-read 
for all HR professionals, managers and business leaders. 
The book focuses on competency, performance and results 
and takes a scientific look at the concept and applicability 
of the balanced scorecard in the modern organisation.  
Link: https://www.amazon.com/HR-Scorecard-Link-
ing-Strategy-Performance-ebook/dp/B004OEILGS

Abolishing Performance Appraisals: Why They Backfire 
and What to Do Instead
An interesting book that discusses how organisations 
can replace traditional performance review methods 
with a more effective system that emphasizes on team-
work, empowerment and focuses on moving more 
towards a productive work culture based on dialogue vs 
forced communication. A highly recommended read to 
any HR professional or business leader struggling with 
traditional performance appraisal methods.
Link: https://www.amazon.com/Abolishing-Perfor-
mance-Appraisals-Backfire-Instead/dp/1576752003

Performance Appraisals and Phrases for Dummies 
Cheat Sheet
Similar to its predecessors, this book is a straightfor-
ward, to the point and non-intimidating guide to anyone 
looking for a crash course on the performance appraisal 
process. This book is a must-read for all HR profession-
als, managers and supervisors tasked with writing 
evaluations for their respective employees and/or sub-
ordinates. 
Link: https://www.amazon.com/Performance-Apprais-
als-Phrases-Dummies-Lloyd-ebook/dp/B002N31PME

BOOK RECOMENDATIONS



SNIPPETS
Six Golden Tips for Effective Performance Appraisals

The performance appraisal is an important opportunity for the 
employee and employer to sit down and evaluate the employee’s 
performance during the previous year. Once the annual goals have 
been determined, it is important for the employee to meet the 
employer at least quarterly, in order to evaluate and make any 
changes if required.

Why Most Performance Evaluations Are Biased, and How to 
Fix Them
Although every organization has its own process for evaluations, 
the open-ended question formats and the ambiguity of them, open 
doors for biased appraisals. By introducing checklists and a few 
tools for managers to have specificity in assessments, 
performance reviews could be made fairer and more consistent.

Using Key Performance Indicators (KPIs) to Achieve Goals
KPIs can be used to track performance at any level of a company, 
be it a project, individual, department or even the business as a 
whole. If it could be tracked and measured well, an organization 
could easily navigate through the financial or strategic journeys 
making necessary changes to improve and stay ahead of the 
competition.

The types of KPIs could vary depending on the industry and the 
nature of the organization, and they should be picked carefully to 
interpret the performance of all departments. The article 
describes the importance of choosing the most suitable key 
performance metrics, tips for choosing KPIs, creating a KPI 
template/report and how to define the success of key 
performance indicators. 

https://www.indeed.com/career-advice/career-development/key-performance-indicators

https://www.plushr.com/blog/reward-performance/six-gold-
en-tips-for-effective-performance-appraisals

https://hbr.org/2019/01/why-most-performance-evalua-
tions-are-biased-and-how-to-fix-them?referral=03759&cm_vc=rr_item_
page.bottom

By Zafrana Nafees



KPI Management And Best Practices: How to Find the Perfect 
KPI Solutions ?
KPI management is a term used to describe the process of 
setting, performing, monitoring and analyzing specific industry 
key performance indicators (or KPIs) which helps companies 
and organizations in measuring the level of success in 
reaching their business objectives. 

Many companies adapt KPIs based on the industry standards. 
However, what you need to keep in mind is, what works for one 
company, might not necessarily work for another. What is 
important is that your KPIs should match your specific goals 
and strategies. The article describes two standard practices 
which could be used to evaluate whether you have picked the 
most effective indicators for your company. Check on the key 
features and benefits that could help you to choose the right 
KPI Management Solution. 

How To Lead A Productive Performance 
Review 
Most employees feel it is a waste of time doing 
a performance review, which measures a whole 
year’s performance within just 1 or 2 hours. 
Leaders don’t like it either, as it takes them five 
times longer than it takes for their employees. 

A productive performance review does need 
preparation, both from the leader and the em-
ployee. Sharing a few points, with examples, on 
what the employee did well and would like them

to repeat, highlighting areas that provide opportunities to do better, would make the employee feel 
that you care for their growth and have dedicated your time to reflect on their performance. 
Remember to give time for the employee to speak, give feedback, agree with the assessment, and 
align/set new goals. What most bosses miss is, to follow up and follow through. It’s important to 
follow up on the review outcomes and track the actions towards goals. 

https://www.datapine.com/blog/kpi-management-and-best-practices/

https://www.forbes.com/sites/forbescoachescouncil/2018/01/12/how-to-lead-a-productive-
performance-review/#14ec855e56e5
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ANTON THAYALAN
Anton is a multi-faceted professional who has had over two decades of hands on experience in 
process improvement, change management and strategic management. As the former AVP at 
HSBC DPL Anton won accolades for his superlative work there: and won the prestigious HSBC 
Group Service – Global Talent Management Member two years in a row. Anton currently works 
as a consultant focusing on efficiency and productivity improvement and process optimization 
for local and regional Clients.

VIDUSHA NATHAVITHARANA
Vidusha is currently the Destiny Architect at High5 Consultancy and Training and also the 
organization’s founder member.  His areas of expertise lies with strategy facilitation, HR 
strategy development and Leadership Training. He has conducted assignments in 15 countries 
regionally and consulted for the World Bank, the UN as well as some of the top corporates in 
Sri Lanka and the Region. He is also a member of the board of directors for Chrysalis, a social 
enterprise working to empower women and youth by fostering inclusive growth in Sri Lanka 
and elsewhere.

Contact us
+94 77 22 666 22  / +94 70 40 666 66
anton@luminarylearningsolutions.com
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Varun is a devotee and advocate of continuous learning. He is notorious for walking the talk 
and hails from a background of learning and development. A certified lead auditor for quality 
management based on ISO 9001:2015 standards, Varun brings with him a unique set of skills, 
experience, expertise, enthusiasm and passion into building great workplace cultures.
Varun has a Bachelor's Degree in Marketing and Management from Northwood University, MI, 
USA and a MBA in Human Resource Management from the University of Bedfordshire, UK
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attaining the Gold Award for best B2B Brand at SLIM Brand Excellence 2018, and was identified 
as one of the ‘Most Influential Global Marketing Leaders’ (Annual Global Marketing Excellence 
Awards ceremony organized by the World Brand Congress at Taj Lands End in Mumbai in 2017). 
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