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editorial

W

By
hr forum team

e welcome you to a new edition of the HR Mesh. The HR forum has a new team altogether and we
bring this edition to you with great enthusiasm and a hope that our magazine can bring new
perspectives and insights that will add to your knowledge.

In this edition we have received an overwhelming number of articles from students and alumni and had a tough
time selecting the best for this edition. The articles we have included in this MESH range from TQM oriented
HR to specific articles such as Motivators for employees in R&D departments. We received detailed articles on
how to leverage the corporate alumni network for the betterment of an organization and succession planning.
We thank everyone, all those who have written in to us, for their diligent effort to craft these insightful articles.
We had a warm interaction with a respected alumnus, Mr. Rahul Phadke, an experienced and accomplished HR
professional who ventured into HR consulting. The interaction yielded a good amount of discerning
perspective about how HR has evolved over the last two decades. We have also included a new feature to this
edition of the MESH in the form of “Interns@SCMHRD” section. We interacted with two students from the
SCMHRD batch 2012-14 Radhika Bhatia and Tamanna Chawla about their internship experiences and
learnings from the same.
Astuce 2013 was held on 16 and 17 February, 2013 with a theme of "Going Back to the Basics of HR"and was an
immense success. We thank all our participants and have included snap shots of the event for all those who
could not make it.
We hope you enjoy this edition of the MESH as much as we did while making it. There is a fun-section at the
end of this edition that brings many new initiatives to engage with the readers in amusing and fun ways. Any
suggestion, queries and feedback can be mailed to hrforum@scmhrd.edu. We are eager as ever to hear from you.
Happy Reading!

HR Forum Team
Team Members (L to R): Vidhula, Richa, Karthik, Bhavya, Roshan, Gautam, Umang, Surajit,
Shraddha, Jayshree, Madhavan
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alumn interview

with mr. rahul phadke

By
hr forum team

H

R Forum members - Richa Gupta and
Jayshree Shankar inter viewed
SCMHRD Alumni, Mr. Rahul Phadke
as he took them on a trip down memory lane from
his early beginnings in SCMHRD to becoming a
renowned Senior HR Consultant and Faculty at
his alma mater.

How is it being back to where you began?
Can you share some experiences you had in
SCMHRD?
It is a pleasure to be back at SCHMHRD and feels
nostalgic to come to the same classroom and library
with a totally different role and perspective. It's like
completing a full student life cycle.
During our times, life used to be quite structured,
starting with Yoga and Pranayama early in the
morning to attending GLs and open house till late
in the evening. I feel now staying in the same
campus and choice of electives must be helping
students to cope better with such a rigorous
schedule. Students today are having a much wider
choice, more exposure and are highly focused,
while we were more receptive and open towards
whatever came our way. I also feel they are
academically better equipped than a decade ago.
The most fascinating part is when you suddenly
meet with your batch mate or faculty in the campus
after a long time. It's amazing to see how they have
pursued what they liked and have made a valued
contribution for students and organizations they
work with.

What made you decide to teach in
SCMHRD?
About 4 years back I visited our campus for a HR
transformation project and got an opportunity to
interact with students. I was pleasantly surprised
with the knowledge and energy levels of students
and enjoyed my session thoroughly. To take the
same stride ahead I completed a short course on

HR Transformation. I was also convinced of going
beyond mere discussions in corporate / HR forums
towards the concerns on a fresher's employability.
A need was to go back to the campus and share the
applications of HR with the students and make
them understand how HR concepts unfold
practically.
My decision to move full time into HR advisory
and consulting equipped me with a platform to
share my experiences and provided a more
comprehensive perspective on HR.
SCMHRD has always been contemporary with its
HR curriculum and the students' knowledge and
energy levels being superb makes teaching here
more enjoyable and gratifying. I started teaching
the subject of Talent management and HR
Consulting regularly from 2012.

14 years of HR… how has HR evolved since
you first entered this field?
I can say it with a lot of conviction that HR has
proven its worth and evolved successfully as a
business function. I guess HR must be the only
management discipline that witnessed such a rapid
revolution in past 25 years and has transformed
itself completely from a support function to a
strategic business function. In my opinion the
entire credit goes to our seniors, who have
beautifully maneuvered the function from
transaction based to strategy-oriented.
4

Today, HR is responsible not only for support but
also for major strategic decisions; the role of HR
professionals has undergone a sea change. With
increasingly dynamic markets and challenging
economies, the greatest competitive advantage to a
company is its talent pool and an equally competent
HR function to take care of it.

When people think of pursuing a career in
HR, consulting is not the first thing that
pops into their mind. What inspired you to
embark on this journey?
For me, the flair for consulting career grew
gradually. With my line HR profile, I was
associated with 4 different industry sectors and
worked on various aspects of HR in diversified
cultures and global markets. This experience and
exposure was more suited for a consulting career
and when I got an opportunity of an internal
advisory role…my decision was made.

Companies today give diversity a lot of
importance. Having worked in India, the
USA, South East Asia, China and the
Middle East, what major differences have
you found between the working cultures?
Economies abroad are more mature, processfocused and quality focused. There is stark
difference between the work cultures. One of the
important aspects I would like to talk about today is
“career aspiration”. Globally, employees are rather
independent and prefer autonomy. One cardinal
contrast between our home culture and abroad is
the perception of career advancement. In India, the
sole indicator of career growth is “promotion to the
next level”. Employee with a focus on learning and
role content is a rare commodity these days.
L e a r n i n g a n d c o n t e n t m e n t i s b r u t a l ly
compromised in the current role as the focus is
always on “What's next for me?” Whereas in the
western culture, a large employee population look
for a career that they like and do not strive only for
hierarchical growth, but strive to excel in what they
are doing. This hollow growth hungry mindset in
India should be questioned and needs to be
facilitated with more appreciation for quality. And
I'm sure we are going to catch up soon.

What has been the most challenging

experience in your career?
A change of mindset and an alignment to a new
paradigm is always challenging.
It requires a lot of internal convincing and strength
when you try something off routine… it could be
changing your industry sector, geography, role or
moving straight from a leadership line HR career
to a consulting one. The associated risk and vague
chances of return makes it worst. But that is the
most exciting part as well…learning is tremendous,
so is the job satisfaction. For me moving to
consulting was one such challenging experience
and another less challenging one was, on one
occasion working with a very insecure boss.

What have been your major achievements
so far?
I would consider my achievements as my ability to
add value to organizations in various roles I worked
on. Noteworthy would be setting up of a new
business unit, transforming the global HR
function, reengineering the hiring strategy and
setting up of the Global HR shared service center.
I was fortunate that my work has been recognized
and well appreciated in the form of being invited as
a speaker at several international HR forums and
conferences. I was also presented with a HR
Leadership Award at the Asia Pacific HRM
Congress. Additionally I have been felicitated by
various Organizational awards for Action,
Innovation and Customer Service.

Besides HR, what are your interests that
help you maintain a good work-life balance?
I love to travel and recently have developed an
interest into wildlife photography. I like listening
to classical music.

What is your message to future HR
professionals?
Understand the HR function thoroughly and
focus on its strategic importance. Do not get
carried away with the tactical, power centric and
elusive aspects of HR. HR is a business function
and needs a strong alignment and a perfect
synchronization with business.
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Be open to adopt the new technology and make use
of it in order to be more tangible and metrics
oriented. Business language is more numeric than
alphabetic… and it's high time for us in HR to be
proficient with it.
A new paradigm in HR is that your employees are
your customers and because they keep HR in
business… please treat them accordingly. Lastly,
the more diverse experience you gain, the more
credible and confident you become. So be fearless
when it comes to change and enjoy your spell in
HR!
------------------------------------------------

Mr. Rahul Phadke is a human resource professional
with 14+ years of cross-industry experience in
formulating and executing people strategy. He is a
commerce graduate and pursued his PG from
SCMHRD (1999 Batch). For the past few years, he
has extensively worked in the field of HR advisory
and consulting, dealing with diverse backgrounds
and work cultures of US, SE Asia, China, Middle
East and India.
Connect with Rahul Phadke on LinkedIn
(http://in.linkedin.com/in/rahulphadke12)
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The World Is Going Flat

A

n organisation's leadership structure
determines how workflow, accountability
and authority work together. On one hand
there are archetypical formalistic hierarchical
organisations and flatter, group focused nonhierarchical organisations on the other hand. In an
environment where innovation and adaptation to
meet customer requirements is not a choice but a
necessity, flexibility is the key to survive and to
grow.

By
Chinmay Ingole
MBA, 2013-2015,
NMIMS, Mumbai

functional work teams in which power flows from
expertise, not position. All the team members have
high involvement in decision making. Flat
organisations are structured around customers,
teams, problems and opportunities. They
decentralize authority, share information and
resources, distribute competencies through crossfunctional networking. Their strategies
consistently focus on growth innovation, product
customisation and technological leverages rather
than cost and operational efficiency.

Managing the hierarchical organisation
In traditional hierarchical organisations, control is
achieved through classical management principles,
which include division of labour, formalisation
(extent to which rules and guidelines are specified
and enforced) and centralisation. The structure is
often divisional or structural. There are various
levels of hierarchy and at each level the
subordinate-superior relation is tightly controlled.
This allows clear role differentiation, which gives
responsibility, accountability and authority to
individuals. Top-down command and control
leadership is inherent in this structure. Military is a
classic example of hierarchical organisation.

Non-hierarchical organisations have many
advantages over their conventional counterparts.
For example, experience and expertise are often
shared; creativity and new ideas are fostered, tested
and discussed. These organisations are more
cohesive and collaborative; empowerment is a key
feature; and it can be highly supportive of multiple
stakeholders in global environments.

The sheer size and number of levels in the
hierarchies in large traditional organisations,
coupled with top management's distance from the
front-line often leads to irresponsiveness. The
boundaries and chain of command result in
inflexibility amidst today's rapidly changing.
market. As the economic outlook for the world
evolves from being centered on agriculture to
industrialisation to customers, the organisations
have to follow and adopt as well.

The union of spider's web and leaping frog
The idea behind implementing a flat, nonhierarchical structure is to have an interconnected
network, like a spider's web, and to be flexible in
order to jump onto opportunities of innovations
and reinventions like a leaping frog.
Non-hierarchical organisations are structured
around self-directed, multidisciplinary, cross7

With great power comes great
responsibilityControl in non-hierarchical flat organisation is a
function of mutual agreements and selfperformance expectations of team members.
Control is not centralised but dispersed
throughout the organisation within teams, with
emphasis on self-control and problem-solving.
People own their work. They take responsibility for
outcomes, monitor their own performance and
take necessary corrective actions to improve their
performance. This gives them power to direct their
own career growth and is the main incentive for
work. People team up to form adaptive units to
leverage their expertise and share the ownership.
This type of organisation structure is particularly
seen in HCL and Google. When the market
demand was such that a new product had to be
introduced in the market every 3 months instead of
10-12 months like earlier, it was inevitable even for
a giant like GM to undergo restructuring and cut
down excessive levels of hierarchy.

PitfallsFlatter organisations have many advantages over
hierarchical organisations but they too have their
own pitfalls. When working in a group, herd
mentality may prevail. Non performing team
members may get covered under team's
achievements. Lack of clear control may, in

extreme situations render the whole team
ineffective. Also, decision making can be difficult
with cross-functional team members involved.

Making it happenLooking at typical organisations, it might appear
that the old giants in industry are traditional,
hierarchical organisations while small
organisations are non-hierarchical organisations.
While it is true to some extent we must keep in
mind that when an organisation is in initial stages,
it is generally a flat non-hierarchical organisation
and as it grows and adds more employees, more
division and diversifies if becomes hierarchical
organisation. However, it is not impossible for
giants to be non- hierarchical. We can see this in
FedEx, Intel, Google, HCL and many other
companies, where the company has grown to be a
multibillion dollar enterprise and has still managed
to keep a small team based structure. The key is to
understand market trends. To innovate,
organisations must take risks. One of those risks is
that of reinventing themselves.

References:
lBusiness the ultimate resource by Karin Klenke
lDemand media by Daria Kelly
lwww.fastcompany.com
lwww.google.com
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Leveraging Social Media

FOR HR

By
Richa Gupta,
PGDM- HR
2012-14
FORE

E

mployers often adapt new ways of
communication to reach their employees
and one of the emerging platforms in this
context is social media. Social media is serving as
an effective mode of communication both for the
employers and the employees. It is often termed as
people powered communication tool which allows
them to communicate and share information
almost any time they want and about virtually
every aspect of their lives.
The most effective use of social media as a tool is
not just for marketing, public relations or customer
support but also as a means to connect directly and
engage with current and prospective employees.
For employers social media has profound
implications as it has changed the way people
interact with each other and even the nature of
employment relationships. This article discusses
how organizations can leverage social media in
human resource applications thereby increasing
employee engagement.

RECRUITMENT
A new and a more direct approach has emerged with
the ever expanding social media in the field of
recruitment leaving behind traditional channels
like employment exchanges or classified
advertisements. Social media helps a company to
find prospective employees, whether a sales
representative from a common interest group or a
leader with maximum number of followers on
Linkedin or interesting tweets on Twitter.
From the organisation's perspective, hiring from
social networking sites like LinkedIn, Facebook or
Twitter makes sense at various levels. It helps
recruiters to look beyond the candidate's business
acumen to personal characteristics, provide them
with a better engagement rate and cost
effectiveness. It also helps them understand the
candidates in terms of their career graph, areas of
interest and professional network.

Social media networks also accelerate the hiring
process by helping companies develop relationships
with potential candidates.
In comparison to traditional tools of recruitment,
social media reduces the elements of personal
preferences of the hiring manager and focusses on
the things that actually matter while in a job.
Moreover it offers a pool of potential candidates
much bigger in number than a traditional database.
Hence, traditional tools cannot be compared to the
social media tools as it is always better to have an
integrated 360 degree approach and evolve, adapt
and change to newer ways. Companies are coming
up with innovative methods to leverage the digital
medium to get a closer and more informal
understanding of talent, besides selling their brands
to Gen Y. Few examples of companies using an
innovative way of recruitment are as follows:
Marriot has designed an online game
'MyMarriotHotel' on Facebook to attract
candidates interested in hospitality sector across
geography. The hotel's HR teams leverage the
game to identify and recruit top players, based on
their points and badges scored.
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AVI-SPL, a video integration service provider,
uses their Facebook page to recognize employees'
accomplishments in terms of project completion
or long period of service.
Hindustan Unilever through its Facebook page
promotes stories and experiences of its existing
employees to attract potential pool of candidates.

L'Oreal has built a game 'L'Oreal Reveal' mainly to
attract mid-level talent. Players are given a
competitive scenario where they are evaluated on
skills related to Marketing, Research &
Innovation, Finance and Operations. The top
scorers are recruited by the company.

EMPLOYEE RECOGNITION
Public recognition of employees through social
media can lead to greater work motivation as well as
the feeling of pride in working with the
organization. For an individual it is a great feeling
to earn something tangible that can be shared with
his/her friends and families. It also encourages
peer-to-peer acknowledgement, helps executives
reach their employees and hence serves as an
effective tool to reward staff and boost morale.
Some of the best ways of employee recognition
through social media are:
Facebook
Highlighting employee accomplishments on
Facebook page will not only boost employee morale
but will also create a buzz on the Facebook page of
that company. This can be done by posting and
tagging the employee's picture (receiving an award)
or by nominating the employee for award and
gaining customer's feedback.
Twitter
Tag employee so that it shows up in his Twitter
feed.
A hash tag can also be created employee recognition
tweets enabling easy search.
Company Blog: this can be the company's internal
blog to highlight an individual's or team
accomplishments. A detailed description can be
given supported with lists and pictures and allow
anyone to comment.
Few Examples

Deloitte has collated its learning and development
programme with recognition through social
networking sites. Once an employee completes the
courses they are rewarded with points and badges
that can be shared on sites such as Twitter and
LinkedIn. This acts as a motivation tool for
employees and teams.
All these companies have identified a human desire
for public recognition by having something to
show for their achievements, especially as
employees at all levels are more interested in
maintaining a robust personal brand.

EFFECTIVE COMMUNICATION
An effective mode of engaging employees is strong
and clear communications. No longer can it be
assumed that communication would be successful
just by updating the intranet or by publishing a
newsletter. The greatest difference between the
traditional ways of office communication and
upcoming social media is the shifting patterns of
communication, from being one-way or two-way
to being multi-way.
Social media has enabled employees to move from
'a say' behind closed doors to an open forum
engagement. Smart employers are using this
technology change by building a strong social
media component in their internal
communications plan.
In short social strategies help organizations in the
following ways:
lFast feedback and open communication makes it
a better measure of employee engagement than
traditional employee satisfaction survey analysis.
lHelps identify employees with shared passions
and interests with common groups and
communities.
lLets you know the employees' real say about the
organization, the organization's perceived image,
and their engagement in company's sustainability
programs in a way they communicate messages.
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lQuick and efficient way to access desired flow of

information.
lServes as an easy interface for employees to

mentor new hires, enables mentoring across
geography, and thus helps to build strong internal
relations, boosts employee morale and improves
work performance.
All of these increase engagement as people begin to
see their jobs as an important part of company's
larger, organic whole. It results into increased
personal happiness and fulfilment in addition to
improved performance.

LEARNING AND DEVELOPMENT
Employers are now becoming aware of workplace
development through social media training. Not
only can companies develop innovative teaching
tools inexpensively, but can also have more
flexibility in how and when to train. Mostly social
media is seen as an extension to already existing
training programs. It can be used to blend the initial
online and classroom experience with the posttraining, just-in-time smart devices capabilities
and social learning to provide support to the
employees at all times.
Social learning has provided 'on the go' idea
sharing, finding solutions to problems through
other users, tutorials on YouTube, thus addressing
the employees' desire to know more. Online
alternatives to classroom learning also allow for
more interactivity in form of submitting
comments and engaging in dialogue.
IBM is one such company which conducts
employee orientation and mentoring in a simulated

computer world by making use of virtual
environments such as Second Life. The idea is to
improve mentoring relationships as well as
expedite orientation enabling new IBM employees
to mingle, interact and share ideas in the virtual
world before their first day on the job. It is also
planning to provide the nascent field of training
through second life.

CHALLENGES
Social media has its own set of challenges. Certain
precautions need to be taken while using it. This can
be done by having a proper social media strategy in
place and empowering employees with training,
trust and time to become authentic advocates of
company.
Policies: Have a social media policy in place to
enable the right use of social media. It should tell
employees that they need to respect company
privacy, protect information and follow the law.
Training and Educating: Also there is a need to
invest in employees' training on different social
media platforms.
I believe this approach to create a genuinely
effective talent engagement strategy could bring
significant value, return on investment to
resourcing teams and most importantly help in
creating a happy workforce.

References:
lWidening Web of Social Media: Social media's
workplace implications are growing, HR
Magazine, June 2012.
lSocial Media: Gets Startegic, HR Magazine,
October 2012
lEconomic Times Article, Jul 23, 2013
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Are we on the brink of

a Leadership Crisis?

]Wal-Mart India chief leaves
]Procter & Gamble's replaces CEO Bob McDonald

with his immediate predecessor A.G. Lafley
]J.C. Penney's board ousted Ron Johnson and

reinstated his predecessor Mike Ullman
]Infosys announced Narayana Murthy, Founder &
Chairman Emeritus, will take over as Executive
Chairman. Not only did this disrupt the succession
planning set in place by Murthy and the other cofounders, but it also broke two fundamental principles
that Murthy himself had put in place during his 21year tenure as chief executive of the company—First,
that founders should retire at 60. Second, their
children would never work in the company. One
shareholder also demanded why the company had not
taken any action against current CEO and cofounder Shibulal for its poor performance over the last
two years when it lost significant market share to Tata
Consultancy Services Ltd (TCS) and Cognizant
Technologies Services Corp

D

aily news has been flooded with high
profile CEO exits from large companies.
While some of these exits were planned,
most of the CEO turnover is abrupt, attributed to
unsatisfactory company performance. Hyper
competition and shareholders increasing focus on
short term gains have made the CEO's job tougher
than ever before, CEO turnover is on a rise globally.
A leader influences company culture and impacts
the organization's strategic constituencies that
leads to better or worse business performance.
Hence, it is strategically important to choose the
most competent leader.
Companies must have a leadership pipeline in place
that is ready and competent to take over the reins
when incumbent leaders step down, voluntarily or
involuntarily.

Insider vs. Outsider?
Both insiders and outsiders have strengths and
weaknesses. While more firms look outside for
hiring CEO's, research suggests a strong positive
correlation between business success and inside
leaders.

By
Prajakta Shikarkane,
Kopal Agrawal ,
NMIMS HR [2012-14]

Insiders have strong business knowledge and
industry expertise while outsiders bring in fresh
perspectives. Leadership skills require an ability to
leverage core competencies and develop internal
capabilities. To do that, extensive inside knowledge
is a prerequisite along with better awareness of the
operating environment.
The goal for businesses then is to develop insideoutsiders. Inside leaders groomed to look at
organizations from an outside viewpoint. Insideoutsiders are quick to separate the wheat from the
chaff. They are conscious of organization's
strengths but also aware of the areas of
improvement for effective functioning. They are
not only competent to leverage cultural strengths
to achieve goals but also mindful of the dynamic
external environment.
One way of achieving the herculean task of
developing inside-outsiders is through Succession
Planning.

What is Succession Planning?
Simply put, succession planning is identifying and
developing internal employees for critical roles in
the organization. Successful organizations look at
succession planning as an ongoing process and not a
standalone event. It takes time to identify potential
employees and to develop their competencies that
can be effectively employed to lead the
organization.
When incumbent leaders leave critical positions, a
talent pipeline that is not only knowledgeable of the
tasks and responsibilities ahead but also competent
to direct the organization to achieve goals without
destructing long term value creation minimizes
'succession risk'. Investor confidence is then
augmented and business risks reduced.

Advantages
A structured plan reduces uncertainty, minimizes
overall business risk, discourages internal politics
and retains top talent within the company with a
strong focus on performance and development.
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The benefit of succession planning is not restricted
to only large cap organizations. It is as beneficial in
large organizations as in medium and small
enterprises.
External hiring sends out a signal that developing
leaders is a difficulty in the organization and the
internal talent bench is not good enough. Limited
promotion opportunities lead to lower morale and
high executive attrition.

What are organizations doing?
With succession planning being a priority for 84%
of directors globally, we would assume that
organizations have instituted the plan. But only
about half of the boards actually have one in place.
According to a study by Heidrick & struggles, more
than half of the companies today cannot name a
successor to their CEO if the situation arises.
With business organizations increasingly looking
towards minimizing risk, 'succession risk' can be
effectively dealt by boards taking up the
responsibility and working towards it.
However, the time spent discussing succession is
abysmal to say the least.
The following table better illustrates this point:

One of the most important functions of the board
of directors is instituting a formal succession plan
in place; this also includes the incumbent CEO.
CEO's are averse to identifying and developing
employees who would eventually replace 'them'. It
is an unwelcome allusion to executive mortality.
Lack of trust between the various stakeholders is
the ultimate bane.
Many a times, boards do not find a worthy
successor internally. The challenge then increases
multifold. The key to it is, recruiting an external
candidate, placing him a level below, observing his
competence and then assessing him for
promotional opportunities.
There is a growing need to deal with these issues
skillfully so that developing talent internally is not
compromised.

What can companies do?
The committee handling the succession planning
must include key stakeholders. While the ultimate
responsibility lies with the board, the CEO input is
crucial. Succession planning must be discussed
regularly at executive meetings. Leadership
commitment is a must as it increases employee
buy-in and reinforces the importance of the
process. HR provides the critical support needed
throughout the planning process

Key steps include:
lDecide the strategic goals of the organization
lList down the essential competencies that would

The results are shocking when evidence points to
the invaluable benefits accrued to organizations
having a formal structured succession plan. So
what is holding organizations back?
Impediments

be required by future leaders to achieve these
strategic goals
lAssess current employee competencies
lDevelop competencies through training,
mentoring, coaching and delegating increasingly
complex assignments to potential employees that
give them a chance to manage the entire
organization
l Reviewing the development of internal
candidates is a helpful feedback mechanism that
tracks progress and aims to improve the process.
contd on page 21

Leaders today are more focused on delivering
results than nurturing talent. This myopic view
though beneficial in the short term, destroys long
term value addition.
13

Employee motivators for

Innovation in R & D

"Companies have to nurture [creativity and
motivation]—and have to do it by building a
compassionate yet performance-driven corporate
culture. In the knowledge economy the traditional soft
people side of our business has become the new hard
side."
— Gay Mitchell, Executive VP, HR, Royal Bank

C

apital isn't so important in business.
Experience isn't so important either. You
can get both of these things. What is
important are ideas. If you have ideas, you have the
main asset you need, and there isn't any limit to
what you can do with your business and your life.
Innovation helps companies lower their costs,
obtain superior performance and create new
products and services thus increasing their
competitive edge. Research and Development
(R&D) departments are one of the main sources of
such innovation. They can provide an organization
with a competitive advantage through effective
generation, deployment, transfer and integration
of knowledge, particularly technological
knowledge.
The management of R&D professionals has
become increasingly important in the face of
growing competitive pressures, as organizations
constantly seek to optimize their research
potential. In fact, improvement in R&D activities
is grounded primarily in management's capacity to
adopt appropriate policies and methodologies for
human resource development. These arguments
seem to support the idea that the human resource
management (HRM) practices of firms must be
adapted to the R&D departments' specificities. It
is also true that psychological theories such as
procedural justice and social comparison (Leon
Festinger, 1954) emphasize the difficulties in
implementing different policies for similar workers
in the same firm.
Why must HRM practices be adapted to R&D
departments?
In order to develop and commercialize

By
Aayush Jain, MBA
2nd year,
SCMHRD

innovations, the resources within R&D
departments are managed by highly skilled people.
Innovation is defined as a process that involves
generating, developing and implementing new
ideas and behaviour. The challenge for managers is
to tailor their HRM policies to fit the firm's
innovation goals. In this sense, there has been a
growing view among human resource managers
that innovation performance improvements
depend, to a great extent, on the adoption of
innovative HRM practices for R&D workers.
Specifically, this process provides for an efficient
degree of delegation and managerial support for
idea/knowledge generation, as well as an
idea/knowledge selection process. Such a procedure
would ensure that the necessary resources are
allocated to the development of an idea, and the
ideas that carry a potential for high return will be
implemented.
Are some people more suitable for idea generation
than others? From the perspective of educational
background, people with greater technical and
scientific knowledge seem to be those with greater
chances of generating new advances, suggesting
that recruitment policy should be adapted in order
to attract these type of people. Employee creativity
can also be encouraged by the work organization.
The possibility of working in teams is highly valued
by R&D employees because of the greater
opportunity for exchanging ideas. But it is not only
internal networks that encourage such contact with
new ideas; external networks do so as well.
In fact, mechanisms that facilitate the creativity of
employees are not the only factor the success of the
innovation process depends upon.. Thamhain
(2003) argues that the key challenge for companies
is not so much the generation of innovative ideas at
the R&D stage, but the effective transfer of
technology from the discovery stage to the market.
This process requires effective interdisciplinary
teamwork across all business areas, including
customers and suppliers. As is the case with
creativity, such teamwork is a critical success factor
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The challenge for management is, therefore, to
facilitate networks and multidisciplinary teamwork
conducive to market-oriented innovation,
regardless of the existing business dynamics and
complexities.
The success of a given task does not depend merely
on the capabilities of employees; it is affected by
their motivation as well. According to expectancy
theory, 'scientists and engineers (like others)
manage personal motivations depending on their
perceptions of the relationship between effort,
performance and reward.' These perceptions reflect
their expectations, which, in turn, are determined
by their needs (Maslow, 1943). In the fields of
HRM and organizational behaviors, individual
needs are often described as being 'intrinsic' or
'extrinsic' in nature.
Extrinsic motivation occurs 'when employees are
able to satisfy their needs indirectly, most
importantly through monetary compensation'
(Osterloh et al., 2002, p. 64). In particular, the
positive relationship between pay and work effort
for R&D professionals is stressed in the literature
(Manolopoulos, 2006). However, Kim and Cha
(2000) argue that management strategies must
include the fact that technically oriented R&D
professionals, such as inventors, are likely to differ
from other groups of employees with respect to
their careers, values and reward preferences.
Independent of compensation, there is a positive
correlation between satisfaction and other
extrinsic incentives such as professional
development within the organization. Since R&D
employees are highly educated and their human
capital investments are riskier, traditional job
descriptions may not offer them the best reward
mechanism; ability-based pay seems to be a more
e f fe c t ive me c h a n i s m for t r a i n i n g , a n d
consequently for career development inside or
outside the organization. Furthermore, Allen and
Katz (1986) have argued that the motivation of
high-performing technical professionals would be
sustainable if they were given top technical
positions in their organizations. New challenges
and demands for new skills are required in order to
motivate engineers and scientists.
Fig: Todd Dwett's path to Employee creativity

Source: Dwett T. (2007), Linking intrinsic motivation, risk
taking & employee creativity in an R&D environment, R&D
Management, 37(3).

Intrinsic motivation exists, on the other hand,
when individual behaviors is oriented towards the
satisfaction of innate psychological needs rather
than the attainment of material rewards. One
mechanism for achieving intrinsic motivation is
job rotation among different units or divisions of
the same organization. Such job rotation has
various advantages:
lIt offers individual R&D workers the
opportunity to obtain a wide variety of experiences,
thus improving their knowledge and increasing
their chances of promotion.
lIt allows employees to see the company from a
number of perspectives, contributing to the
forging of strong personal ties among individuals
and enhancing company cohesion, thereby
encouraging a view of the company as a coordinated system.
lMobility fosters the transfer and integration of
knowledge.
l

Furthermore, it has been argued that the degree of
delegation and managerial support can also boost
intrinsic motivation when top executives establish
a clear mission and strategy to develop leadership
within teams and allocate resources to support and
develop ideas.

Graph: Responses for motivation in R&D
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1.Challenging/Interesting work
2.Opportunities to develop skills
3.Open/clear communication
4.Clear career advancement in organization
5.PLI based on individual performance
6.Job Security Independence in work
7.Opportunity to use creative abilities
8.Work-life balance
9.Formal recognition for success
10.A high basic salary
11.Working in a good social environment
12.Working in a good physical environment
13.Decisions have impact on organization
14. Working in innovative environment
15. Regular feedback
16. Working for inspiring manager
17. Working in leading edge science
18. PLI based on company profit
19. Independence in work
20. PLI based on skill/ competency
21. Doing work valuable to society
22. Working with identifiable customer
23. PLI based on team performance
24. Share ownership/ options
25. PLI based on departmental performance

It is also to be understood that there is no 'one size
fits all' type of initiatives that can be implemented
in any organization. It therefore becomes an
organization's responsibility to encompass all
kinds of differences, namely:
lGenerations (Gen Y, Gen X, Baby boomers)·
Organizational hierarchy
lCultural differences
lDiversity in terms of gender, thoughts, etc.

to explore several implications for working
practices with a particular focus on organizational
HR interventions (Patterson, F. et al, 2009). These
would include
lEmployee attraction
lEmployee reputation & brand
lOrganizational culture and climate surveys for

innovation
lRecruitment strategies
lInduction programs & early socialisation
lSelection & assessment for innovation
lDevelopment & skills for innovation
lSocial networks & knowledge sharing
lWork design
lMotivating Innovative employees
I n s u m m a r y, e m p l o y e e s l e a d i n g R & D
departments should adapt to HRM practices to
support their department's specificities and this
will foster a culture of innovation. In particular,
attention should be paid to the degree of delegation
and managerial support needed in R&D
environments, networks and multidisciplinary
teams, recruitment policy, innovative & open
environment, compensation, recognition and
career development.

References:
lDevelopment & motivation of R&D staff – Peter
James & Wiki Holton
lCreating a culture of Innovation – Available at
www.iriss.org.uk
lThe DNA of the World's Most Innovative
Companies - Jeff Dyer, Hal Gregersen, Clayton
Christensen
lExcerpts from Innovation master plan –
Langdon Morris

A comprehensive research on this topic will help us
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DISHONESTY AT WORKPLACE

A Concern?

N

ine year old Ankit comes home from
school with a complaint note from his
class teacher that reads "Ankit stole a pen
from a classmate". Ankit's father throws a stern
look, after which begins a never-ending lesson on
morality and principles. He expresses his
disappointment and grounds the boy for two weeks.
Finally he concludes, "Son tell me, Why did you
steal? Why didn't you simply ask? You know very
well that I can bring you dozens of pens from
work".
A grin on the above joke highlights the complexity
of human dishonesty that is inherent in us. A boy
stealing stationary from a classmate is an act that
deserves punishment, but we are ready to take (read
steal) stationary from work without a second
thought. An act that is immoral for a school child,
somehow escapes our peripheral moral vision in a
different setup.
lToday, dishonesty at workplace manifests itself in

multiple forms, the degree of impact widespread.
Not only does this have financial implications for
the organisation, but also leads to a fragile work
environment. Dishonesty in this setup comprises
of two elements: Lying and inappropriate use of
company resources. Other than the huge visible
impact acts like financial frauds and scandals, some
of the most common dishonest behaviours that
employees indulge in today are:
lTaking away stationary for personal use
lUse of office phones for personal use
lManipulating Leave Travel Allowance
lManipulating Travel Bills
lPersonal use of office transport facility
lFalse claims of illness as reason for absence from
work
lEmbezzling employer's funds
lM i s re pre s e nt a t io n o r f a l s i f i c a t io n o f
employment qualifications or other credentials
lPunching an absent employee's clock card

By
Prateek Kinger
MBA 2nd year,
SCMHRD

Becker's and Jeff 's approach to dishonesty are
comprised of three basic elements:
lThe benefit that one stands to gain from the

dishonest behaviour
lThe probability of getting caught
lThe expected punishment if one is caught
The above approach looks at dishonest behaviour as
a result of a series of cost-benefit analysis decisions.
It views dishonesty as an innate trait, which will
exhibit itself if the benefit out of cheating appears
to be more than the cost.
Bestselling author Dan Ariely in his book "The
(Honest) Truth about Dishonesty" explores the
realm of human behaviour. Through innumerable
experiments conducted over a period of time, he
concluded that dishonesty is most likely not an
outcome of cost-benefit analysis, nor is it driven by
concerns about standing out. It is a person's own
sense of morality which drives and determines the
level of cheating he is comfortable with. We have an
inherent need to view ourselves as honest and
honourable, so we cheat up to a level where we can
still retain this illusion of self-image as reasonably
honest individuals. Our amazing cognitive
flexibility comes to the rescue, helps us retain that
self-righteous image and gives leeway for a little
amount of cheating. It creates a delusion leading
the mind to believe "A little cheating can do no
harm". This process of rationalization forms the
basis of the "Fudge Factor" theory. Higher this
fudge factor, the higher is a person's ability to
rationalize "a little" cheating and feel good about it.
Also this fudge factor becomes a function of our
environment and surrounding. Doesn't it become
easy to cheat in an exam because a friend is doing it?
What is the way out?
"There's one way to find out if a man is honest- Ask
him. If he says "Yes", he is a crook"
Groucho Marx

Why Do We Cheat?
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Fortunately, the situation is not as abysmal as the
above statement. In the end, we humans do have a
need to keep up that self-image; we are answerable
to our own conscience. Dan Ariely concluded
through his experiments that doing something as
simple as recalling moral standards at the time of
temptation can work wonders to decrease dishonest
behaviour and potentially prevent it altogether.
Simple moral reminders make it relatively easy to
suppress the temptation and get people to be more
honest. These reminders can be woven into the
moral fabric and honour code of the organization.
Signing and accepting honour codes help in this
regard through the Exclusivity Principle. The
attachment and association with an organization
with a strong ethical and moral code brings
exclusivity: "Others cheat. We don't. They are bad.
We are good." This lowers down the fudge factor
and helps to be ethical.
Also, there has to be strong backing for this moral
code from the people who are in control in the
organization. Nothing lowers down employee
morale than "One rule for the boss, another rule for
everyone else". Employees of any organization are
bound to follow the perceived behavior of their
bosses. If the boss feels that manipulating travel
bills or embezzling funds is acceptable, so will the
employees. If the management is ready to make
false promises and hide the truth, how can we
expect the employees to behave any differently?
Education programs to increase awareness
amongst employees regarding this issue can prove

to be beneficial. Organizations need to believe that
people are honest individuals by default and just
need frequent reminders to stay ethical.
Knowing the employees better and increasing
personal interactions can help in better
communication of the organization values and its
stand on ethical behavior.
And as the last resort, use of modern technology
and CCTV cameras, regular & random inspections
and robust auditing procedures can be used to keep
a check on dishonest behaviour on part of the
employees. A strong and well understood discipline
policy becomes very essential in this regard. The
rules and the consequences need to be clearly
communicated to the employees and must be
adhered to foster trust and honesty.

References:
lDan Ariely, The (Honest) Truth about
Dishonesty
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to tackle" Retrieved from:
l http://www.labourguide.co.za/workplacediscipline/dishonesty-is-a-thorny-issue-totackle-267
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Dishonesty? ", Retrieved from :
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l"Dishonesty in the Workplace", Retrieved from:
http://www.cornerstoneresults.com/Ref Lib/Knlg
eBk/hr_gen_dishonest_in_workplace.htm
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INTERNS SPEAK

summer internship

By
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A

pril 07,2013, This was the day I started my journey towards Hindustan Unilever
Limited (HUL) for my summer internship. Being a fresher, with no idea as to
what is going to happen, no doubt I was super excited; I had this bag of mixed
feelings with me. The day I landed in Mumbai Head Office, I was informed that I was
going to work with the Rewards Team for the next two months.
My project was based on the Reward Structure and Benefits Roadmap. My project guide
and the entire team (consisting of 3 people) were like a family to me. For rewards was a
technically heavy subject, I always had my tutor trying to help me in the best way possible.
And having had an encounter with the subject in college helped me stay calm while
moving further and digging deeper into it.
One of the biggest challenges I believe is the short period of time that one has. It is just 2 months that we have
and sometimes there are coordination issues with the various stakeholders. But there was one thing that I was
told during our induction which made me feel that “aal izz well”; we were told that it was OKAY to feel lost in the
initial two-three weeks. And it does happen; trust me one does feel a bit lost however one has to find ways of
keeping track!
Nevertheless there were many happy moments that I cherish till date. The trust my team had in me made me
travel that extra mile always. It gave me loads of new friends; some as my team members and some as my fellow
interns. I tried some different cuisines and styles of eating courtesy my friends.
If I was to describe my takeaways, it would include that one should respect time and learn to manage it.
Moreover, since the clock keeps ticking, it is necessary that whatever task we take up is executed with a sense of
urgency.
Mumbai was a roller-coaster ride for me and brought the professionalism out of a fresher-to-be-MBA.
There is no gyaan that I would like to pass on to my juniors. Still I would say that it is always good if you have read
about the company you are going to intern with, know about their history, their existence and a few more things.
And another thing that I would say is that just be yourself, be confident about whatever you say and as one of my
guides says, always have a learning attitude. It is not possible for anyone to know everything, but trying is the key.
Try to learn, to adapt and excel!
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INTERNS SPEAK

summer internship
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got the opportunity to intern with Hindustan Coca Cola Beverages Pvt. Ltd. this
summer. I was working on an exhaustive project under Talent management - 'To
make the key HCCB people processes (PMS, PDF and ADP) simpler, sharper and
stronger. The project was essentially about making the processes of Performance
management, Career Planning and People Development more user-friendly and
effective.

I

Like everyone else, I too had my fair share of highs and lows, in terms of initial issues in
understanding mentor's working style, project approach formulation, concerns with
analysis etc. But as they say –'All is well that ends well'.
The best moments spent during these 2 months can be credited to my wonderful co-interns, regular reviews
and appreciation from the VP – HR as well as constant support and guidance from the guide and mentor.
For all those preparing for the imminent placement season, here are a few pointers:
l Try to have an overview of your domain and all its important topics – with just 3 months into MBA, you

are not expected to know it all!
l Ensure that you have a decent knowledge of the business world and all current issues for your GD/PIs.
l It is your personality, attitude and confidence that matters- if they wanted just models/theories, they

could have just 'Google'd it.
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annual hr conference, scmhrd

ASTUCE 2013

A

stuce 2013, SCMHRD's Annual HR
conference was held on 16 and 17 February
with a theme of "Going Back to the Basics

of HR".

By
hr forum team

The panel discussion was followed by Corporate
Interactions on topics such as Training and
Development, Organization Culture and
Corporate Social Responsibility by industry
experts from Kanakia Group, Great Places to Work,
Tokai Imperial Rubber India Pvt Ltd., Munjal
Showa Ltd and ITC.

The Research Paper Competition, Best Article
Contest and Online Quiz conducted during Astuce
saw participants from B-Schools across India
competing against each other to win prizes worth
Rs. 45,000.

The conference started off with a Panel Discussion
on “Going Back to Basics – Industrial Relations”
with senior IR practitioners from Mahindra and
Mahindra, Reliance Industries Ltd, Kirloskar
Industries, Kalyani Carpenter Special Steels and
Government of India. The discussion revolved
around issues such as the changing face of
management where participative management is of
utmost importance and issues like pay disparity
have to be looked upon in cases of contract workers
and permanent workers. Challenges faced in IR at
the macro level are high FDI inflows, 78% of the
jobs are generated by unorganised sector

We thank all our participants, students and faculty
of SCMHRD, Speakers and Sponsors for their
support and encouragement.
Speakers :
a)Mr. Anant Indulkar, IR Head – Baroda Unit,
Reliance Industries
b)Mr. Dinkar Nimbalkar, Vice President and Head
- Corporate Human Resource, Kirloskar Brothers
Limited
c)Dr. Manjunath Gangadhara, Deputy Labour
Commissioner, Belgaum
d)Mr. Vijay Nair, Head – HR, Mahindra and
Mahindra
e)Mr Philip Coelho , the Moderator in the Panel
Discussion.
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Best Article Winners :
a)Karthik Swaminathan – IIM Indore
b)Ravi Maheshwari – IIM Indore
Runner- up :
a)Esha Gupta – TAPMI
Research Paper winners:
First prize is shared by
lAkshay Mayinkar , Ganapathy K.R and Mohit
Madan, XIMB
lVandana Somani and Divya Ramaswamy, MDI
InQUIZito Winners:
1st : Bhavnish Kohli – IIT Kharagpur
2nd: Nirun Bright – IIM Indore
Sponsors :
UTI Mutual Fund
Café Coffee Day
Human Capital Magazine
Hotel Formule1
Virgo Marine Shipyards
Xed Intellect

contd. from Page 12
Also, benchmarking internal talent pool with the
external talent available will not only eliminate a
bigoted outlook but also expose the organization to
richer expertise that would be needed.
Lastly, apart from the CEO position, critical
positions throughout the organizations should be
included in the process.

References:
lCEO Succession: A view from the boardroom.

RHR International.
lBower, J. (2007). Solve the succession crisis by
growing Inside Outside Leaders. HBR.
lJack O'Kelly III, Jeff Sanders and John Wood.
(2012). The CEO's role in succession planning.
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lBoris Groysberg and Deborah Bell. (2013). Who's
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Corporate Alumni Networks

A New Start to an Old
Relationship!

A

corporate alumni network is an online
network of the former employees. It is a
phenomenon that is fast catching up with
both the savvy employees and the highly adaptable
companies. These networks seem to be a natural
extension of the schools and the universities model.
But while it is the alma mater that benefits in most
of the cases, the corporate alumni network is
equally beneficial for both the company and the
previous employees. In other words (for
strategists!) such networks are not a zero sum game.
Many types of networks can pass off as corporate
alumni networks but their utility varies greatly. We
will first discuss the low octane networks that are
self-managed by the ex-employees. We will call
them the 'me-too' networks. Their existence is
purely on the basis of a bunch of enthusiastic exemployees without any kind of company support.
The purpose of these networks is generally lost
after the influence of the initiators dwindles. They
are then reduced to any other sundry social network
that the company might be least interested in. Next
in line are the medium octane networks which are
supported by the companies. We will call them the
'company is interested' networks. They usually
start off as a me-too network and when they cross a
milestone of membership, the companies deem it
right to support them. These networks might gain a
formidable stature but networks based on this
model are few and far between. Companies
considered to be the behemoths might generate
such networks and only such companies have the
financial muscle to sustain them. A noteworthy
example of such a network is that of P&G's. The
last category is a high octane network that we will
call the 'company is serious' networks. These fit the
definition of an ideal corporate alumni network.
Such networks are the result of a series of topmanagement meetings. The eventual buy-in of the
executives give such networks the momentum that
would actually benefit the stakeholders for whom
such networks are intended. Some bellwether
companies which follow this model are McKinsey

By
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and Bain.
But why have the corporate alumni network gained
such prominence now?
The foremost reason is the ever changing
preferences of the employees. Importance to career
and low aversion to switch cities has made the
current talent pool more mobile. The employees
make no haste in finding greener pastures as and
when it suits them. The companies can maintain a
relationship with such employees through the
corporate alumni networks. Over the years, the exemployees might perceive a value in returning to
their previous employer (called 'boomerangs' in
today's parlance) and such networks would prove
their usefulness then. Also, earlier the highperformers used to stick to a firm and grow with it.
But now, it is the high performers who call it quits,
first. Interfacing with them through the networks
can be beneficial to the company if they are
planning to return owing to whatever reasons.
Next it is the culture, deemed to be an inimitable
asset that provides a competitive advantage to
many blue-chip companies, which has necessitated
the need for such networks. The culture is a result
of both the organization and the internal 'social'
networks that transcend the organizational
boundaries. These networks operate on the
principle of value exchange which over a longer
period of time translates into trust. Hence, an
alumni network characterized by voluntary
membership provides the value proposition that
balances the practical benefits for both the
Company and the ex-employees. This lends a firm
foundation for long-term trust!
The increasing pervasiveness of information
technology has made it simpler and economical to
invest and maintain corporate alumni networks.
More efficient ways of handling large volumes of
data is enabling companies to transform casual
alumni associations into robust alumni networks. .
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organization

Data Analytics
Beneficiary : Organization
lCapturing and mining the right data can provide
insights into
lImportant employment trends
lComparing previous profiles against current can
yield causes of attrition as also the industries to
which employees are lost

Employer Branding
Beneficiary : Organization
Why should a company maintain such a network
and what's in it for the ex-employees?
The network should be a two-way value
proposition. If the organization expects the exemployees to update their information on the
network, it should have commensurable benefits
for them to do it. We will cover this area by eliciting
the benefits that both the company and the
employees can reap from such networks and who
will be the beneficiary- the company, the
employees or both.

Jobs and Careers
Beneficiary : Alumni & Organization
lMarketplace for Boomerang employees who have
higher retention rates
lHigh credibility referrals pool
lReduced recruitment cost and better personorganization fit

Professional Development
Beneficiary : Alumni
lAccess to latest ideas that can be fed into the
current organization
lOpportunity to interact with professionals from a
multitude of
lindustries
lProvides scope for expanding and leveraging
networks

Business Ventures
Beneficiary : Alumni & Organization
lPlatform for alumni looking for new clients,
business partners and even new markets
lAlumni can serve as clients, generate leads and
references in turn providing new clientele to the

lBuilds loyalty and a culture of trust among
alumni
lAlumni become brand ambassadors for the
outside world
l·Adds to the aura of the organization as a dream
employer
l·Publicity by ex-employees has higher credibility
in market

What more can they offer and how?
These alumni networks can be used as a platform to
recognize ex-employees who have gone ahead to
scale extraordinary heights. Say an alumnus who
was recently elevated to the position of the CEO of
another company. Not only does such recognition
add to the relationships with the alumni but also
depicts the organization as a source of future
leaders thereby adding to the employer brand.

How should these networks be run?
Lastly, for the detail-oriented, a quick look at what
goes into the operations and maintenance of such
networks. The membership criteria should not be
based on the number of years/months worked with
the organization. This is because the reason for the
employee's exit could be either from the
organization's side or from his/her side itself.
These networks work best on loyalty and value
placed on them by the employees and so, tenure is
not the right parameter to judge that. It is
important to make an alumnus fill the relevant
details while joining the network so that the data is
exhaustive enough to be analyzed.
As far as running such networks is concerned, it has
been estimated that approximately 3,500 alumni
can be managed by one full time employee.
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A network that has just been launched should be
promoted by the organization internally first
among the current employees. An already wellrunning network can sustain itself when it comes to
the promotion, thanks to the network effects
model that made some college dropouts
billionaires.
The final verdict- In current times where costcutting is paramount along with maintaining the
competitive advantage and job security is only
symbolic, both organizations and employees will
realize the benefits of a strong corporate alumni
network!
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The orange employee

I

ts 6:30 PM and Arun is packing his bag. While
all other employees are busy in deception,
warming their seats and giving an impression
of dedicated employees, for Arun it's time to meet
his club members to decide on his next excursion.
Being a coordinator of Adventura, the adventure
club, he organizes and manages the club outings
every Saturday morning. Not only Adventura,
Arun is also an active member of dance and
dramatics club at a reputed MNC where he is an
employee. The membership and responsibilities are
not imposed upon Arun but are voluntarily taken
by him to achieve that bigger goal of life emotional satisfaction and happiness. Not only
does it help him to rein work stress but also helps to
network with the likeminded. In spite of working
diligently for the last nine hours, his alleged early
departure often creates a wrong perception of him
being insincere and indifferent towards his team
members. This perception is reflected in his
appraisal. In spite of completing all of his work in
time he is marked below average.
Many of us can relate ourselves to Arun for whom
life in the corporate world is not just about office,
work and appraisals. Such people believe that job
and money are nothing but materialistic
achievements which don't give emotional peace
and satisfaction, a long lasting contentment with a
sense of accomplishment. Orange Employees like
Arun are in constant search for the meaning of life
and helping others to achieve the same. I refer to
him as an Orange employee because according to
colour psychology [1], orange signifies optimism,
upliftment and rejuvenation. The colour, orange
relates to adventure and risk-taking, inspiring
physical confidence, competition and
independence. Orange employees are characterized
by swift work speed, creativity and unorthodox
solutions. Work load is never an issue for this
faction as they are efficient planners. No, they are
not the ones who escape from work; it's just that
they would like to keep a fair balance between work
and life. They are the ones who are most satisfied
with their job and find themselves emotionally
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connected with the company. The clubs and
activities, of which they are a part of, have a great
role in building this connection. It is these
activities which not only help them to vent out all
the frustration and anger accumulated throughout
the day but also act as a great tool to network. These
people are the ones who can boast of good
acquaintances in any new city, away from their
home.
This feeling of attainment surpasses the need for
best appraisals and rewards. But, does Arun really
need to suffer because his ultimate goal is different
to that of his manager? If we go by client contract,
the purpose is achieved but the process is different.
The purpose is commitment to life while not
compromising with work. According to Rob
Goffee and Gareth Jones “for creating the best
workplace on earth it is necessary to let people be
themselves. Also it is in the interest of an
organization if employees have differences in
perspectives, habits of mind and core assumptions,
as this brings diversity and novelty to
organization”. By 2020, 50% of the working
population would be Gen-Y. Gen-Y has great
aspirations from job. These aspirations are not
merely money oriented but to achieve something
greater and job is just a medium to reach that
destination. So, the number of Orange Employees
would grow rapidly. If 50% of company's workforce
wishes for work-life balance, companies would be
forced to take tangible reforms in the people
policies.
Let's have a look into this process. This process can
be called as enablement and the person following
this can be identified as enabler. Here, Arun not
only adds value to his inner self by achieving job
satisfaction and purpose of life but also makes his
job meaningful and rewarding for others who are
also seeking the very purpose of their lives. These
activities and clubs help people to find the missing
ingredients in their work life and consequently act
as a drive for them to show up in office every day.

26

By fulfilling the motivational needs of fellow
colleagues, people like Arun are helping in
employee retention or rather talent retention
because these employees are people with high
creativity and an uncommon thought process.
Such people play a crucial role in corporate
struggles when it comes to offering innovative and
novel solutions.

for a club activity. Realizing the need, they
generally rush back to office after club activities but
a manager should also consider their priorities
before imposing. Another suggestion is that the
companies can help Orange Employees in getting
connected to their counterparts in other
organizations through events and tournaments.
This will also help in employer branding.

As they are less demanding, companies need to see
that they don't become complacent about these
Orange Employees hoping that neither will these
people pester for good appraisals nor would they
leave organization. These are the employees who
act as enablers helping numerous others in
fulfilling their purpose, bringing employee
engagement. How can we deprecate those who are
an asset not just for project but for the entire
organization? These are the employees who bring
fun to workplace and help keep the spirit up. With
their infectious positivity they bring enthusiasm to
the team. These people help the team to be updated
about the day to day happenings because of their
diversified interest. In fact, a manager can use their
people skills as an effective tool to help introverts
come out of their shells. A good thing about
participating in events like sports, skits, singing etc.
is that it brings competitiveness for quality since
nothing is done for the sake of completion. This
attitude is infectious and proves to be a great asset
for project.

The service sector is facing an onset of a new trend
called 'Commoditization of Services (CoS)'. Under
CoS, services will not be charged on basis of
number of hours an offshore employee has worked,
instead it would be on the basis of job at hand. All
deliverables will be quantified, whether it is quality
of service, time spent or innovation introduced.
Since, hours of work will not matter in billing;
hopefully Orange Employees will face less
resistance from their managers and escape an
antagonistic appraisal system. CoS will promote
excellence rather than labour. With greater creative
solutions, the work gets completed swiftly and
hence he better it is for the project: A perfect setup
for Orange Employees to work in.

References:
Color-Orange. (n.d.). Retrieved from Empower
Yo u r s e l f W i t h C o l o r P s y c h o l o g y :
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Now the problem is that generally managers
recognize the time spent in company as a
benchmark to calculate the amount of work done
by an employee. Using clock hours as a yardstick for
judging sincerity and commitment towards a
project, by any description in defence is a parochial.
Except the dummy presence in cubicle, there are a
lot more things that can be taken up. What is
needed is appreciation of the differences and
utilizing the difference as an asset for the project
and eventually the company as whole. We need a
change in the appreciation policy so that the
metrics consider differences and give due
importance to the value addition of the employees.
Managers can take feedback from the members of
the concerned club. We can also give responsibility
to clubs to rate their members so that employees
are judiciously awarded. Orange Employees are
committed and what they demand is flexibility. It is
better not to ask them to be in office when it is time
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“The secret of many a man's success in the world
resides in his insight into the moods of men and his tact
in dealing with them.”
These lines of J.G.Holland stand relevant in the
Manesar incident where the death of General
Manager (HR) Mr. Awanish Kumar went down in
history as yet another case of failed industrial
relations which may define the shape of IR for the
next few years. One possibility being increased
reluctance of people to take up IR roles due to
perceived safety concerns and another very distinct
possibility is that the IR fraternity would pull up its
socks, reinvigorate IR by re-emphasizing its
importance to the young generation of managers.
Even for Bata, labour had always posed major
problems. Bata's factory at Batanagar had always
been plagued by labour strife. In 1992, the factory
was closed for four and a half months. In 1995, Bata
entered into a 3-year bipartite agreement with the
workers. On July 21, 1998, Weston was severely
assaulted by four workers. In February 1999, a
lockout was declared in Bata's Faridabad Unit. The
lock out lasted for eight months. On March 8,
2000, a lockout was declared at Bata's Peenya
factory in Bangalore, following a strike by its
employee union. In September 2000, Bata was
again headed for a labour dispute. The company's
production of Hawai chappals at the Batanagar
unit had come down by 58% from the weekly
capacity of 0.144 million pairs.
According to Dale Yoder industrial relations
describe relationship between the management and
the employees or among the employees that grow
out of employment. Three main parties that are
directly involved in industrial relations are:
Employers: Employers possess certain rights visà-vis labourers. They have the right to hire and fire
them. Management can also affect workers'
interests by exercising their right to relocate, close
or merge the factory or to introduce technological
changes.
Employees: Workers seek to improve the terms and

By
Esha Gupta,
PGDM_2011-2013,
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conditions of their employment. They exchange
views with management and voice their grievances.
They also want to share decision making powers of
management. Workers generally unite to form
unions against the management and get support
from these unions.
Government: The central and state government
influences and regulates industrial relations
through laws, rules, agreements, awards of court
and the like. It also includes third parties and labour
and tribunal courts

Attitudes towards industrial relations should be
understood in the background of theories and
practices relating to the management of enterprises
and organizational behaviour. In this context it is
useful to note two important and diametrically
opposite theories about management. The first
theory is found in the scientific management
school of thought (best represented by F. Taylor),
which viewed the worker as a mere cog in the
organizational structure. Since, according to
Taylor, the worker does not possess creative ability
let alone intelligence and wisdom, the elements of a
human-oriented management system which
promotes sound industrial relations such as
communication, consultation and participation,
finds no place in the theory. The hallmarks of
organizations based on this model are centralized
and clear lines of authority, a high degree of
specialization, a distinct division of labour, and
numerous rules pertaining to authority and
responsibility, and close supervision. This concept
of management can be seen as an ideal breeding
ground for an industrial relations system based on
conflict rather than on cooperation.
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The opposite theory, appropriately styled the
human relations school, had as one of its earliest
and greatest exponents, Douglas McGregor. He
gave an impetus to the development of a
management theory which focused on the human
being as part of an enterprise which, in turn, was
viewed as a biological system, rather than as a
machine. Human relations, trust, delegation of
authority, etc. were some of the features of this
theory. Sound industrial relations system is one in
which relationships between management and
employees (and their representatives) on the one
hand, and between them and the State on the other,
are more harmonious and cooperative than
conflicting and creates an environment conducive
to economic efficiency and the motivation,
productivity and development of the employee.
This generates employee loyalty and mutual trust.
A sound industrial relations system requires a
Labour Management Relations Policy (LMRP)
There are many specific objectives of such a policy.
The following are some of the objectives, the
emphasis varying from country to country
depending on the priorities and stage of
development of each of them at any given point of
time:
lEmployment, job security and increased
employment opportunities.
lRaising living standards through improved terms
and conditions of employment.
lProductivity improvement which enables
employers to be more competitive and to increase
their financial capacity to raise the living standards
of the employees.
lMinimizing conflict, achieving harmonious
relations, resolving conflicts through peaceful
means and establishing stable social relationships.

Development has an economic and social
dimension on the one hand and a cultural
dimension on the other. The economic and social
aspects involve guiding or influencing economic
and social change in a desirable direction. This
means not only economic development measured
in terms of growth rates and per capita incomes,
but also equity in terms of income distribution and
employment opportunities, life expectancy,
population growth rates, literacy, poverty
alleviation, etc. As aptly stated by John Kenneth
Galbraith: "It is one of the least advertised and for

the very affluent the least attractive, of economic
truths that a reasonably equitable distribution of
income throughout the society is highly
functional.”
Even with such low union density, India looses
more days annually because of strikes (worker/
union led) & lockouts (employer-led) than most
other economies

Causes of Industrial disputes (%):

Days lost due to disputes (%): Public vs. private
sectors

Future of IR in India
For Unions:
lThe question of unionizing IT sector workers:

hugely problematic.
lOpposing privatization: early 1990's yes
(Telecom, banking and airline sector are now seeing
this trend. It will not be that easy given the
consumers have tasted more choices
lHave to contend with consumer capitalism
(choice, free press).
lJudicial activism (strikes OK but total shutdowns
unconstitutional)
For employers:
lFewer labour laws but better enforcement.
lEmployers should have the right to adjust

employment level to maintain & improve
competitiveness (learn from China, Vietnam, etc).
lPresent conditions not suitable to 'Secret ballot'
(leads to IR conflict)
For government:
lBalancing efficiency & equity: not easy
lJob reservation in the private sector: Effects on

Labour Markets & IR?
lAny chance of comprehensive labour law
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lMassively improving human capital formation

(schooling & health care)
lHow to deal with widening regional disparities in

labour market & IR outcomes?
An organization where the union and the
management are on the same frequency will
complement each other and help each other in
pursuing their common goals. It is this idealistic
point that we need to address to attain
organizational goals
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Family business exists all over the globe,
contributing significantly to every country's GDP.
It is one that is owned by family members and is
basically of two types. In the first case family
members are principals as well as agents (involved
in management) and outsiders are suspected or
sullied. In the second type of business family
members have a major stake and controlling power
but employ external management to run the
business.

By
Karthik Swaminathan
Ravi Maheshwari
PGP 1st Year,
IIM indore

Family members act as stewards of the business
because they strongly identify with the firm and
perceive firm performance as an extension of their
own well-being. Since they operate with the
expectation that they will be in office for a long
time they take a long term view and are more likely
to make far-sighted investments in R&D, training
and infrastructure instead of boosting revenue at
the cost of human capital and employee morale
through downsizing. As a result labour demand
appears less sensitive to industry shocks because
family managers, thanks to their reputation and
longer-term horizons, can commit themselves to
honoring implicit labor contracts with their
workers. Thus, workers may accept lower wages in
exchange for such a form of insurance in the firms
in which this type of culture prevails.
However the benefits of the stewardship effects and
salary and agency cost reductions are limited and
are present only when there is a low amount of
family representation in management. When there
is a lot of representation by family members, a
number of disadvantages appear.
Firstly, the benefits of reduced agency costs can be
cancelled out by possible conflicts between family
managers, who may have competing goals and
values. Family not only adds complexity to business
conflicts and performance but also egos and other
issues come into play.

Benefits, Limitations and Disadvantages of
Family members managing their business
According to some scholars, family-managed
firms should be characterized by reduced problems
of agency and agency costs. When the family
members are part of the management, the interests
of owners and managers are aligned and there are
fewer information asymmetries. The resulting
reduction in agency costs is associated with savings
and thus with surplus resources that can generate
superior financial returns.

Secondly, family business entrepreneurs may tend
to highly value emotional factors like prestige or
employment for family members and
consequently, they are not entirely focused on
monetary returns.
Thirdly, family-managed firms may have greater
difficulty becoming successful as one of their major
constraints could be a lack of professional
management competencies. Hiring non-family
managers with previously developed capabilities
can be a method of overcoming such a problem and
running the company more successfully.
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Finally, having non-family members in the
management team increases the firms' social
capital; this facilitates the acquisition of knowledge
by promoting a constant flow of information from
diverse sources with positive effects on
opportunity recognition. Recommendations for
family businesses
Studies have shown that family businesses which
are managed by professionals fare better when
compared to those managed by the members
themselves. Hence for achieving the best results it
is advised to manage the business professionally.
However the process of professionalizing family
business - transitioning from an informal
management style to a more formal style, is not
easy. Professionalizing the family business is mired
by different pitfalls, which can be avoided by being
aware of the challenges and taking steps to
overcome them.
These four major issues should be kept in mind
while making the transition:

Personal limitations of the owners
While moving from family managed model to the
'CEO plus management team' model, most owners
struggle and repeatedly bypass their own systems
and override decisions made based on process.
When an owner does this, someone needs to
suggest that external management may be
necessary to take the business to the next level.

Learning to take a back seat
When an owner of an organization steps back to let
someone else take control, it is often very difficult
for them to let go. Most reserve substantial power
to themselves by appointing themselves chairman
or create a special position for themselves, or
simply by hovering around, and micro-managing
the new manager by second-guessing his or her
decisions. Hence if the owner remains involved in
the business in any capacity, he will, in the majority
of cases, eventually, try to keep or gain back control.

Living with a change in risk appetite
The owner sometimes fears that the organization
will lose its entrepreneurial edge when the new
management shifts from a 'going all in' approach to
a more cautious one which is another reason for
increased frustration.

Temptation to go back to 'the way thing
swere”

culture of the organization which in their view, is
almost certainly for the worse. This is usually
accompanied by the exit of a number of employees,
particularly those who have been around from the
early days, and who are very loyal to the family. In a
panic, the family members can be tempted to step
back in order to return the business to 'what it used
to be' - forgetting that the whole point of the
transition was to make it something it didn't 'use to
be'!
Below we mention a number of measures to help
overcome the issues:

Defining a proper role for the family
representatives
If the family is going to continue being involved in
the organization after appointing an external
manager, it should do so in an advisory position not one that will give it direct functional control.
This position should allow the family to continue
to inject its entrepreneurial spirit and maintain a
strong culture - the two biggest strengths the
family members bring to the business. Placing
family members in such a position will also help
minimize the exit of disaffected key employees.

Keeping employees informed
As with any change, effective communication is
crucial in transition to professional management.
Employees should be made aware of what is
happening, and why it is happening at each stage of
the process. There must be a mechanism whereby
they can voice their concerns. A 'town hall' meeting
with both the family and the professional
management team is a great example - such a forum
affirms to employees their position and value
within the company, helps to align the employees
with the goals of the management change and
minimizes gossip and confusion.

Push through the change
For the transition to professional management to
succeed, it is crucial to stick with it once the process
has begun. When things get tough it is natural to
want to simply return to the good old days. The
owners, or the board of directors, or the
shareholders, can lose their nerve and bring the
owners back in, leaving the business stuck in a mire
of past glories and present-day ineffectiveness
which more often than not leads to greater
confusion

The next challenge is accepting a change in the
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and inefficiency. This should not be allowed to
happen and the process needs to be completed, no
matter how hard or painful it is.
If the family and the new management team push
through the change, keep the employees informed,
and retain the advisory services of the family
members (without them having operational
responsibility), they can make huge strides in
transitioning successfully from a family run
business to a professionally run business.
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just a minute !

JAM 4.0

By
hr forum team

The event 'Just A Minute' is held by the HR Forum every semester at SCMHRD. It is a fun-filled and hilarious
3-hour competition where this world popular event is organized for the senior and junior batch. We saw the
finest and the smoothest talkers of SCMHRD out on display, as they took a swing at the some of the most
ridiculous topics one can ever come across! They need keep at the pace, fluidity and grammatical precision for a
minute (it is definitely as easy as it sounds).
The HR Forum embarked on an extensive online promotion campaign via social media and email, to generate
buzz about JAM! 4.0, also to familiarize the students with the game, the fun and the rewards. The turnout and
participation for the event stood testimony to the success of this campaign.
There were 5 frantic rounds followed by 2 semi-finals and the final. The Final battle was a memorable one as the
audience favorites were all that were left and they were enthralled watching these 5 best verbal warriors slug it out
for the spoils. Needless to say, the event was 'JAM'med with innumerable laugh-out-loud moments.
The event prizes were sponsored by Elite Ambience Hotel, Wakad. Elite ambience has 3 great restaurants: Upper
Deck, Graffiti, Namah. The winners of the event were awarded handsome vouchers of each of the restaurants.
And in a first of its kind initiative, the every member of the audience was given vouchers of 15% off at Upper
Deck! The HR Forum embarked on an extensive online promotion campaign via social media and email, to
generate buzz about JAM!.40 and to familiarize the students with the game, the fun and the rewards

Winner of JAM! 4.0 :
Ajinkya Jadhav (2012-14) – Rs 2500 worth voucher at Upper Deck
1st Runner up : Krishna Subramanian- Rs.1000 voucher at Namah
2nd Runner up : Shweta Shankar- Rs.1000 Voucher at Graffiti
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Clockwise from bottom left:
1) Winner of JAM! 4.0 –Ajinkya Jadhav with( Judge) Varun Kaushik.
2 and 3) The preliminary round and semi-finals
4) The sponsors for the event and prizes for winners, runners-up and audience
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fun section
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begins and
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I ventured out of my nest one day
Pressure comes to an end they say

Everyone wanted the best piece of the pie
I just sat in a corner dreaming of Aishwarya Rai

Engineering , B.Com, B.Sc and the like
Out of college, a job and a hike

Wake up, wake up don't you want some knowledge?
I just wanted to be back in college!

Then I landed up in Infosys.
Big, big cubicles and management crisis.

Multiple rounds of explaining each step
My speed increased, I became refined and pep

Everyone is drinking coffee and chai
What am I to do here I let out a sigh!
Then came a monster called Mr. Manager
Said “I am your boss”, I could smell danger
I understood him to be an IDIOT of the highest
order
Cos he told me I better be a fast learner
Training and development is very important
Blah, blah, blah he thinks he is omnipotent!
So I decided to excel at office
Microsoft excel, power point presentations came
to my notice
No, no this isn't enough the egghead said
It isn't as easy as eating butter and bread

Compliments I got one fine day.
Mr. Manager was all happy and gay!
He then sent me off for Off the Job Training
I realised this is never – ending.
Lectures, simulation and Out bound Learning
Why can't they just have some singing and
dancing?!
My level of learning was analysed
I thought they were out to get me penalised
Finally after 10 days of learning and fun
They told me I got a project to run
Imagine my happiness when I was assigned the task
Ace it I will, I am sure to last!

On the Job ( OTJ) training and Off the Job ( OTJ) is
compulsory
Or else you will end up in a big, big curry!

With the training I got I was sure to hit the stars
With the money I earn, I shall visit all the bars.

I wondered whether Mr. Manager was always a fool
Or he became this way after using training as a tool.

A shot or two wouldn't do any harm
After all they took me in coz of my CHARM!!!

Then I realised I need to be trained
Or else off they will send me via the next train.

-------------------------------------------------

So happily I went to start my OJT
Everyone had a smile & was full of glee.
Few were big and few were small
Few were long and very strong.

We're introducing a new facet to our fun section!
Think you're creative? Think you can 'MESH'
around you way with words? Send in your songs,
poems, limericks and so on related to HR FORUM
(hrforum@scmhrd.edu) and we'll publish your
work in HR MESH!
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CROSSWORD

Mail your answers to “hrforum@scmhrd.edu” before 20 September, 2013 and stand a chance of winning a
surprise gift from HR Forum.
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P

OLL : What are the top reasons for employees leaving an organization?(The people participating in this
poll are SCMHRD students. Next edition onwards the poll will be done online, via our page
https://www.facebook.com/HR.SCMHRD ,
for everyone to participate )
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