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Every time | asked candidates what the objective of Recruitment & Selection is, | got multiple answers ranging
from talent acquisition to hiring the best. But, when | supplement my first question with the statement that
every human being is a talent, candidates start scratching their heads with no definite response which is near to

the reality.

Recruitment & Selection is the most critical and the core process of the HR function. | seldom think, if we do
not have clarity about our core process, then how can we contribute to the process, the first and further, how can

we help the organization achieve its business objective.
Is this only with recruitment & selection or with other HR processes, as well?

Boardroom is like a compass to provide right direction to organizations and make them remain sustainable. The
objectivity to actions with clear measurable outcomes is the need and mostly are the basis of boardroom
compass. HR has to bring objectivity to its every action, like other functions. Unlike other functions, HR
doesn’t have definite contours which can be looked at and monitored easily, as HR deals with humans and
every human is different in their outlook. The current science and psychological evidence are not sufficient to
define human behavior and consequently foresee their reasons for actions. This dimension is a bottleneck to HR

entering boardroom.
It means, HR has to deal at multiple fronts to enter boardroom and contribute to business.

The first front being building clarity around each of HR’s core processes; not only among functional managers
but within the function itself. Clarity has to be one and globally accepted. Else, every other person and board
shall expect which may be untenable. The second could be laying down norms for HR in contributing to their
own processes. In my view, for most of the HR processes, HR is a mere custodian with no responsibility of
results. It is primarily due to the readily acceptance of interference of functional managers in almost every HR

process due often to their positions in boardrooms. The other front is the mammoth data, HR has to deal
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with in its daily life. Every interaction among people in an organization generates data that needs to be first
collected, then arranged and analyzed to make it usable. And this is near to impossible. This in my view, is the

ultimate reason of HR not able to secure tangibility to its actions.

A boardroom needs tangibility to decide and act. It thus means that above mentioned challenges at first require
to be solved. With the technology today around and hopefully, newer ones in coming days, it is possible to build
objectivity to HR processes. To mention her, at Kenbox Technologies - an HR Tech company based in India, all
efforts are being made in this direction. Many new concepts and technology-based solutions around them have
been rolled out. To mention a few here, Kenbox has rolled out concepts like DESSA, MPSC, SGR and TBS etc.
so far. In our pursuit, we shall be making every single HR process accountable for their contribution. This
advancement at our level will surely make a strong case for HR to enter boardrooms comfortably in the coming
days. Boardrooms encounters for HR will be dealt with easily with numbers in their hands. HR automation will
not remain a mere mechanical in nature but will be more meaningful and solve business challenges. It will bring

concrete evidence of contribution to the table.

In relation to why do HR has to enter boardroom, it is well accepted today, despite all challenges that HR can
help in making organizations sustainable. HR is being seen as the biggest value driver, as people are the most
valuable asset for any organization. Whatever said and believed, no organization can think of building
competitive advantage unless well supported by its HR. In my view, ‘HR has to seek direction and give
direction’. About seeking direction, it has to be in boardroom to understand nitty-gritty of business
requirements from all stakeholders. It has to see and visualize challenges and extend expert support. Every
stakeholder faces different types of challenges depending upon the area of their operations. Moreover,
stakeholders are more involved in their day-to-day life in shouldering up their respective functional
responsibilities. They do not have time and space to understand and design solutions to their people’s problems.

HR can come in handy to them.

Coming to giving direction, HR is the central to the entire organizations. Functionally and even operationally, it
is only the HR function which is near to all employees in organizations. This makes the HR function the best
among the equals. By design, every employee is in contact with HR for one or another reason. Unlike other
functions, it allows HR to reach out to every single

employee of every function easily. This position can be exploited by the boardroom in building clarity around
their business policies and strategies including faster dissemination to align all employees to single direction.
Organizations have to bring their HR into boardrooms to ensure success. Technology-based HR solutions as

being provided by Kenbox Technologies shall makeHR entry into boardrooms easy and effective for sure.
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