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PEOPLE CMM IMPLEMENTATION IN INDIAN CONSTRUCTION INDUSTRY

YESHASVINI RAMASWAMY

PARMITA SINGHAL

People CMM's primary objective is to improve
the capability of the talent pool.

The People CMM was designed and modeled by
Dr. Bill Curtis. This aimed at the knowledge centric
organizations for improving the capability of their
employees.

People CMM'’s primary objective is to improve
the capability of the talent pool. Talent pool
capability can be defined as the level of knowledge,
skills, and process abilities available for performing
an organization’s business activities.It helps address
critical people issues based on current best practices
in HRM, Knowledge Management and Organizational
Development. People. P-CMM helps organizations
characterize the maturity of their workforce practices.
CMM helps organizations characterize the maturity
of their workforce practices, establish a program
of continuous workforce development, set priorities
for improvement actions, integrate workforce
development with process improvement and establish
a culture of excellence.

People CMM has five levels and is implemented
in a phased manner. The five levels of People
CMM are shown in Figure 1.

Objective of People CMM

Prior to People CMM, there were no strategies
that would stand as a framework for the “HR
Department” to benchmark its practices/processes
and hence in no way organizations could
comprehensively measure their HR policies and
align employee development with the business
processes.

The focus of People CMM is on driving the relationship
from meeting the organizational goals to the customer
goals, it helps the employees to build their career
paths based on the “customer needs”. This career
mapping within the organization lessens their
propensity to leave and thus helps in controlling
attrition levels and also reduces process delays.

As the organization matures, the levels of People
CMM get stronger into the roots of the organization.
People CMM captures the data at many levels
and integrates them to result in continues improvement.
A brief description of the levels is reflected below...

At the first level of maturity, the Initial Level,
an organization is performing its task in no consistent
ways and since most work processes are ad hoc,
new processes are developed for each project/
assignment. In order to meet the deadlines and
to save cost, many of the practices are not
followed and mistakes are not detected well on
time resulting in costs and time over runs and
offers product quality.

At the second level of maturity, organizations
need to start establishing a foundation on which
common processes can be deployed. A stable
environment has to be created and the errors
from hasty works are reduced. The primary objective
of a level 2 environment is to enable people to
repeat practices they have used successfully in
the past.

At the third level of maturity, the best practices
within the organization are integrated into a common
process. Measures of the critical practices are
defined and standard processes for performing
the business activities are laid down. A professional
culture is defined.

At the fourth level of maturity, the processes
are managed through the captured data that describe
the performance. The organization’s critical processes
performance is statistically represented to provide
a trial on the history and a prediction for the
future performance. Since business processes
are managed by numbers, benchmarks are created
to take corrective action.

At the fifth level of maturity, the organization
uses the quantitative data to make continuous
improvements in its processes. This data is used
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o help in identifying the strengths and the weaknesses
post detailed analysis to eliminate occurrence of
‘the errors in the future.

'f'\‘Jhy People CMM?

The maturity framework, builds an environment
‘in which:

- Practices can be repeated
Best practices can be rapidly transferred across
groups

- Variations in performing best practices are
reduced, and

- Practices are continuously improved to enhance
their capability.
‘Why Construction Industry in India

.The Indian construction industry is one of the
largest employers in India. In 1999-2000 it employed
17.62 million workers, a rise of 6 million over
1993-94. This sector recorded the highest growth
rate in generation of jobs in the country’.

Inthe 1940s, it took 30 weeks and 2,400 hours
of on-site labor to build a home of 800 square
feet. Four decades later, construction time dropped
to 8 weeks with only 800 on-site hours, while
the average size had grown to 7,230 square
feet.

Some Key Findings:

CRISIL Research expects the overall steel
consumption, to grow at a compound annual
growth rate (CAGR) of around 18%, over
the period 2005-06 to 2009-10 and researchers
here expect Automobiles, Pipes & Tubes,
Construction sectors to be the key growth
drivers?.

Construction Industry has recorded a CAGR
of 8.4% over the last two decades®.

- Industry is projected to grow by 7-8% annually-
faster than country’s projected GDP growth?.

The Indian construction industry can be said
to be in high growth - high risk segment®.

- Investment in the Real estate construction
space is expected to grow at phenomenal
growth rate of over 300% over the next 5
years®.

- Its challenge is of outdated land and property
ownership regulations, infrastructural bottlenecks

and a shortage of civil engineers®.
Qur Views: P-CMM in Indian Construction Industry

- Only a few Indian contractors are well-organised
- Labourers are Contractual

-  The workforce is spread across various sites
for deploying their work commitments

- The caonversion of uncodified into codified
knowledge is very difficult

- Managers and the subordinates might not be
able to meet in person at regular intervals

- Level of motivation required for the personnel
becomes a challenging task

- Non-permanent nature of the projects

The Construction activity in India is worth $50
billion per annum and accounts for around 6% of
Indian GDP. The construction sector in India employs
around 40 million people.

The Indian construction process has traditionally
been characterised by bureaucracy, red tape and
erratically enforced regulations. Time and cost
overruns are prevalent in the industry. Years of
government monopoly over construction have meant
that management and performance standards are
often out-moded.

It is recent that the industry in India has moved
into the organized segment. There are only a few
Indian contractors well-organised and capable enough
to undertake significant national capital *asset
projects. Other contracting workforce is largely
informal and untrained, consisting of many small-
sized firms with low skill levels. These mainly
consist of the contracted workforce too. Execution
of the standard policies for these set of labourers
that are not permanently employed with the company,
brings forth a major challenge of deploying any
policies &/or procedures, as this would require a
level of understanding and implementation of the
policies of the organization within this segment.

The workforce is spread across various sites done
to their work commitments. The intensity of the
personal touch among the employees & the superiors
is very dependent on the workforce at the site,
making it difficult to assess the level of performance
measurement to be applied. Also, because of the
fact that the workers like the store keepers,
carpenters, crane drivers, mechanics have uncodified



Call e gune at siman 1eveils S0 e expelrienceu
industry workforce is influenced to get involved
in an entrepreneurial set up draining all the efforts
of the company resources.

The non-permanent nature of the projects as
well as the need to work in different climatic
conditions involves a need to look at the HR
practices in order to acquire and retain the talented
workforce.

Unlike the software firms that have a permanent
set up. The work climate in construction industry
needs can enhancement but has a number of
constraints. This calls for a lot of effort to be
diverted towards training in order to make the
workforce appreciate and follow the principles,
policies & procedures within the organization.
The training requirements become higher especially
in Indian context where not only the education
and literacy rate is low but also the conversion
of the learning into practice.

Another concern is the disparity of the languages
spoken and understood. The languages used by

and erratically enforced regulations. '

- It has recently moved into the organized industry
segment.

- The contracting workforce is largely informal
and untrained.

- The knowledge conversion of the workers
(like the store keepers, carpenters, crane
drivers, mechanics,etc) into codified knowledge
is a challenging task.

Both the industries — Software & Construction

work on parallel lines. Both

- have their strict timelines

- there is high level of stress

- important assessments for acquiring & retaining
talent is tough

-  thereis high scope of unsatisfied or demotivated
employees setting up their own venture.

Concluding Thoughts
World Construction Statistics’

“Worldwide demand for construction aggregates
is projected to rise close to 5% p.a. thru' 07
to over 21 billion metric tons.”







