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WHAT’S IS INSIDE….   

 

 
 
 

1. Rewarding System in an 
Organization 
 

2. LEAN TOOLS (a layman 
tutorial) 
 

a. Gemba Walk 
b. Heijunka 
c. ABC Inventory 

3. Misconduct 

4. Case Citations for 

Misconduct 

 

 

 

 

 

 

 

 

 

  

We Take This Opportunity to Thank, 

 

 Participants of HR Excellent Awards 

 Lifetime Achievement Award Nominees –  

o Honourable Nominee Thiru.P.Arunachalam and  

o Honourable Nominee Ms.Viji Hari 

 Jury Members 

 Guests who attended the Award Program 

 Our Sponsors & Hotel Grand Padappai Residency   

 Team members of HR HIVE & HR Vidyalaya   

For their support to make the HR EXCELLENCE AWARD 

program, successfully happen on 22nd April 2023. 

It was a First Milestone and a Baby-step for our Organization to 

arrange and conduct such mega event.  We created an 

Opportunity for HR Professionals, Management Professionals, 

Internal Committee Members of POSH Act and Human Resources 

Students to showcase their capabilities, to the Industry. 

It was Learning for all those attended….   

 What is the current best practices.. 

 What is the future to be.. 

 What would be the trend.. 

 What Millennials are expecting.. 

 Preparedness for the Industry.. 

Undoubtedly a Learning for us too….. to bring more such talents 

and thoughts before this Industry. Looking forward to more such 

Programs, in future.. 

Miles to go, before I sleep…………. 
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 Reward System is to, Get More From the Employees. 

 It may be a Motivating factor for Employees to change their regular Work Habits 

and Behaviours, which can benefit the Business…. But if such change is not going 

to bring any Benefit to the Process, Clients, Organization, etc. then it cannot be 

rewarded. 

 A reward should Emphasize Excellence / Greater Achievement, which is not a mere 

skill of a person. 



 

GEMBA WALK  
(A collaborative LEAN tool) 
 

When to have….. 
 

 A Problem? 

 An Issue? 

 A Challenge? 

 A routine walk to get self-appraisal 

 

Purpose of having a Gemba Walk….. 

 

 Grasp the actual situation during challenges or 

 Create an opportunity and look for improvisation 

 

Who has to do…. 

 

 Line Managers 

 Person who has higher responsibility 

 Any other person who is having an authority 

 

What to do……… 

 

 Observe, how the actual work is being done  

 Get to know yourself, whether the Organization Goal or Customer expectation, 

is met 

 

What not to do……….. 

 

 Showing your might 

 Doing harm to the process 

 Going alone  

(meaning…. Let be accompanied  

with the respective team leader /  

supervisor/in-charge) 

 

 

   Observe          Communicate  

                  

Recognize         Solve the issue 

 

Choose  
Theme

Plan
Prepare the 
team to be 
observed

Identify 
Process

Set schedule
Record 

Observations



 

HEIJUNKA 
(A LEAN tool) 
 

 

 Heijunka is a form of Production Scheduling 

 Encourages a  

o Steady,  

o Predictable flow of small-batch manufacturing 

 

 

It helps….. 

 

 Focus on Production 

 Improve efficiency at all levels of Manufacturing process 

 Ensures that the item produced doesn’t become Obsolete  

 To reduce delays in the production cycle 

 Excess inventory is restricted 

 No requirement of extra space for the  

Company to store excess production 

 Ease of producing where there is a demand 

 

 

 Heijunka is a STEADY PRODUCTION 

 

 It is differs depending upon the  

o Consumer Demand 

o Job demand 

  

 



 

ABC Inventory 
(A LEAN tool) 
 

 It helps an Organization to understand  

o The Relative importance of various items throughout a production 

process 

o Prioritize items 

o Tract inventory costs 

 

 ABC inventory ranks any item into 3 categories; 

 

o “A” items are the most important items for an Organization 

o Requires more time and economic investment to ensure maximum 

efficiency 

 

o “B” items are less important  

o Requires less investment only 
 

o Where an Organization distinguishes A and B, it can allocate resources 

and reach strategic decisions 
 

o Hope you would have, by now, now concluded that “C” items are least 

important…. Yes it is. 

o Those items which are least important in any manufacturing process is 

called “C” items 

 

 What an Organization get, by having ABC Inventory: 

 

o Resources required 

o Investment required 

o Cost-Benefit Analysis 

o A DECISION can be taken by the Organization, 

▪ To Prioritize INVENTORY more EFFICIENTLY  
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Misconduct @ workplace  
(collection if rightful information from – courtesy google) 

 
 

A General Reference everyone cite for definition of Misconduct is from Queen’s Bench 

Decision in Pearce v. Foster: 

“If a servant conducts himself in a way inconsistent with faithful discharge of his 

duty in the service, it is misconduct which justifies immediate dismissal.  

That misconduct, according to my view, need not be misconduct in carrying of the 

service or the business.  

It is sufficient if it is conduct which is prejudicial or is likely to be prejudicial to 

the interests or to the reputation of the master and the master will be justified, 

not only if he discovered at the time, but also if he discovers it afterwards, in 

dismissing that servant”. 

 

 The Grounds for misconduct can be inconsequential such as neglect of work or 

more serious like insubordination or riotous behavior during the working hours. 

 In any workplace a misconduct is generally divided in two.  One is minor & 

another is serious which may lead to dismissal. 

 Schedule 1, Clause 14(3) of Industrial Employment (Standing Orders) Central 

rules 1946, framed under Industrial Employment (Standing Orders) Act 1946 

provides for certain acts and omissions as misconduct.  

 These acts or omissions include  

o willful insubordination,  

o disobedience,  

o fraud 

o theft,  

o dishonesty,  

o habitual negligence &  

o sexual harassment 
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Case Citations on Workplace Misconduct 

 

The Hon’ble Supreme Court in M S Dhantwal v. Hindustan Motors held that the grounds 

mentioned in the Standing Orders are not exhaustive but merely illustrative. Employers are free 

to frame their own standing orders considering the peculiarities and requirements of their own 

establishment.  

The Hon’ble Court was prepared to give a wide meaning to the term ‘misconduct’ saying that 

an act can be considered to be an instance of misconduct even if it is not mentioned in the 

model standing orders or certified standing orders of the company provided that the act strikes 

on the purposeful functioning of the establishment and cannot be condoned. 

Besides the list of misconduct as mentioned in the Model standing order of the Industrial 

Employment (Standing Order) Act, 1946, a list of reasons was also mentioned by the Hon’ble 

Bombay High Court in Sharda Prasad Onkarprasad Tiwari v. Central Rly.  The list is only 

exhaustive.  An employer may dismiss an employee based on the following after thoroughly 

examining the facts and circumstances of each case through a domestic enquiry. 

 

 Where an act or conduct of the servant is prejudicial or likely to be prejudicial to the 

interests of the master or to the reputation of the master; 

 Where the act or conduct of the servant is inconsistent or incompatible with the due or 

peaceful discharge of his duty to his master; 

 Where the act or conduct of a servant makes it unsafe for the employer to retain him in 

service; 

 Where the act or conduct of the servant is so grossly immoral that all reasonable men 

will say that the employee cannot be trusted; 

 Where the act or conduct of the employee is such that the master cannot rely on the 

faithfulness of his employee; 

 Where the act or conduct of the employee is such as to open before him temptations for 

not discharging his duties properly; 

 Where the servant is abusive, or he disturbs the peace at the place of his employment; 

 Where the servant is insulting and insubordination to such a degree as to be incompatible 

with the continuance of the relation of master and servant; 

 Where the servant is habitually neglect in respect of the duties for which he is engaged; 

and 

 Where the neglect of the servant though isolated, tends to cause serious consequences 


