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Dear Readers,

A very Happy Valentine’s Day to one and all. !Our love for TogetHR has made us choose 
this day to release the latest issue with all new articles based on various trends in the 
field of HR. 

The Cover Story of this issue, ‘Application of Behavioural Science in Managing 
Organisations’, talks about how behavioural science helps to meet the organizational 
challenges, enables employees to better perform their jobs and tries to align employee 
goals with organizational objectives.

Under the Concoction section, we have articles from various domains. ‘Role of 
Competency Mapping in HR excellence’ showcases how an understanding of 
competency helps in selection, succession planning, performance management and 
compensation. In ‘Talent acquisition and retention crisis’, the author tells us why 
retaining and acquiring talent is necessary for the success and profitability of the 
organization. In the article, ‘Green HRM’, the author suggests practicing greener HRM 
practices such as improvement in retention rate, employer branding, competitive edge 
etc. The article ‘Appreciative Enquiry’ introduces a method of changing social systems 
to establish a healthy work environment, to encourage appreciative leadership and to 
sustain best practices. The article of the issue, ‘The Why of Leadership Development’, 
explains how organizations cement their future at times of crisis by nurturing leaders.
 
The Corporate Nuggets section covers the HR policies of one of the biggest 
multinationals- Google that specializes in internet related services and products which 
include search, cloud computing, software and online advertising technologies. 

The Conflux section presents the interaction with Prof. Usha Lenka, Assistant 
Professor at Indian Institute of Technology, Roorkee, and a visiting faculty at IIM Shillong. 
She shares with us the various intricacies of HRM and the future of HR based on her 
experiences. 

To bring out the fountain of creativity in HR enthusiasts, Team usHR organized a contest 
named ‘Story HouR’ in January. Participants were expected to come up with a story 
using any three concepts out of the six concepts which were provided to them. This 
experience is covered in the section Campus Buzz. 

And in our latest issue, an interesting quiz awaits you under the section ‘Contest with 
the Best’. Answer a few simple questions and win a cash prize of Rs. 500 and a Certificate 
of Appreciation.

Team usHR would like to extend  gratitude for your support and we hope to receive the 
same in future also. Do write in to us with your feedback at hrclub.iims@gmail.com. 
You can also find us online on Facebook, WordPress and LinkedIn!

Facebook: https://www.facebook.com/pages/usHR-HR-Club-of-IIM-Shillong/133001346734609
Blog: http://www.iims-ushr.in/
LinkedIn: http://in.linkedin.com/in/ushriims

Happy Reading!!!

Team usHR
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1) Ma’am, can you please share with us your 
journey in this vast field of Human Resource 
Management?

I have been in this field as an academician, 
researcher, as well as an HR personnel for more 
than a decade. I have realized that all these 
fields are interrelated. If you are engrossed in 
research, finding out innovative HR practices for 
making conducive workplace, designing new 
methods of work, compensation plans, effective 
performance appraisal methods, able to adapt 
to the changing organizational demands with 
innovative leadership style, you can enrich 
your classes with these insights as well industry 
would learn to adopt these practices. Therefore, 
industry-academia-research is imperative.

2) How to identify the bottlenecks in a system 
and rectify them? (Assessment tools and metrics 
that can be used)

Bottlenecks in a system can be identified through 
a thorough diagnosis of the organization. 
As organizational design elements are 
interrelated. Therefore, diagnosis should be at 
the individual, group, and organizational level. 
These bottlenecks can be rectified with the 
help of a strategic leader, who empathizes with 
employees, understands the environments and 
with the help of management consultant fixes 
the problems.

3) What are the activities/ innovative methods 
that are adopted by different organizations in 
order to improve employee moral compared to 
the past practices?

Organizations are transforming themselves 
as Knowledge organizations, learning 
organization, also adopting practices like 
workplace spirituality to reduce employee’s 
stress. Employees in knowledge organizations 

Mrs. Usha Lenka
AssistAnt Professor At indiAn 
institute of technology, roorkee

share their knowledge rather than hoarding 
it, and learn continuously to update their 
competencies from time to time. Also learning 
organizations have provisions for risk taking 
and empowerment, they ignore mistakes 
of employees and encourage innovations. 
Thus, organization can be more creative and 
innovative to catch up with fast changing 
dynamic environment.

Employee morale can also be improved by:
a.Recognizing individual employee efforts by 
praising them in staff meetings or individually 
or through a hand written note. As they feel 
motivated when their hard work is appreciated
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“Believe in your own strengths 
and capitalize on them.”

b. Feedback for the hard working employees

c. Encouraging their strengths and giving them 
room to grow through responsibility, leadership 
and access to new resources

d. Making sure that top management listens, 
appreciate and cares for them. So employees will 
feel their work and opinion are valued and they 
will take pride in that, as a result their morale 
would be high and their performance will get 
better

4) What are the Specializations / electives that 
are crucial for students who want to align their 
career in HR management?

a) International  human resource management
b) Training and Development
c) Strategic Human Resource Management
d) Talent Management
e) Learning Organizations
f ) Managing diversity in the workplace
g) Knowledge Management
h) Emotional intelligence at workplace
i) Strategic Leadership
j) Change Management

5) How to identify and develop business 
opportunities outside an existing business?

Business opportunities can be identified by 
understanding needs of customers, competitors 
offerings and then providing innovative solutions 
to them.

6) Your advice for the budding HR enthusiasts.

First of all truly understand your specialization, 
aspiration and limitations, which will help you 
to know, where to reach and how to reach. 
Secondly, look for the mentors inside and 
outside the organization as they can help you to 
develop your skills, boost your confidence and 
encourage you to do the task. Finally believe in 
your own strengths and capitalize on them.
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Green HRM

Introduction
Earlier organization’s success was dependent 
on the economic values. However today, 
organizations need to consider environmental 
factors and policies how they can promote 
the same in order to compete with other 
organizations in the corporate world. It has 
prompted the organization to operate in a more 
environmentally responsible way.  Green HRM 
involves undertaking environment-friendly 
initiatives like job-sharing, teleconferencing 
and virtual interviews, recycling, online training, 
energy - efficient office spaces etc. resulting in 
increase in organization efficiency.

Ability-Motivational-Opportunity 
Theory 
This theory was proposed by Olander and 
Thogersen. It states 
that employees’ 
ability, opportunity 
and motivation 
determines the 
o r g a n i z a t i o n 
p e r f o r m a n c e . 
More participative 
employees are, 
more competitive 
a d v a n t a g e 
o r g a n i z a t i o n s 
have and thus 
organizations provide more opportunity to 
participate in value creation and thus increases 
productivity and performance. The important 
feature of the AMO model is that it integrates 
ability, motivation and opportunity factors into 
a single model of pro-organization behavior 
and thus increases companies performance and 
worker outcome 

Green HRM and AMO Model 
According to AMO theory, Green HRM increases 
individual ‘Ability’ through attracting employees 
towards green policies, enhancing employees’ 
‘Motivation’ and commitment by including 
green policies in practices such as recognition, 
appreciation and effective appraisal process; 
and providing employees with the Opportunity 
to share green knowledge among themselves 
via employee engagement programs. It 
involves 3 steps: 1) Developing ‘Green Abilities’ 
by specifying green issues in job description, 
providing training to employees to increase 
awareness, skills and expertise of environment, 
recruiting green employees, green employer 
branding and by developing green leadership 
style. 2) Motivating green employees by 
incorporating green performance indicators in 

performance management 
system and appraisals, setting 
green targets, goals and 
responsibilities, providing 
green benefits rather than pay 
benefits, monetary based green 
reward system and monthly 
bonuses for implementing 
green policies. 3) Providing 
green opportunities by 
encouraging employees to use 
telephone/video conferencing 
and car pooling and increasing 

employee involvement in green activities. 

Cognitive Social Theory 
This theory was proposed by Bandura. It states 
that individual behavior gets affected by personal 
factors, social factors and motivational factors. 

Personal Factor: An Individual’s personal thoughts 
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and actions plays an important role in inducing 
new behavior. Individual identify goals and adopt 
and maintain their own strategies for reaching 
those goals. They assess themselves and feel 
good or bad depending upon accomplishments. 

Social Factors: Individual learns the usefulness 
and appropriateness of behaviors by observing 
others and started behaving in accordance with 
other beliefs. 

Motivational Factors: Reward or punishment also 
influences individual behavior. 

Cognitive Social Theory and Green 
HRM 
In an organization, implementation of Green HRM 
depends on the unique and identifiable patterns 
of green decisions and behaviors of HR managers. 
Thus, HR manger’s action can be either promotive 
or preventive. As per cognitive social theory, HR 
manager should create an environment which is 
conducive to Green HRM. It could be process of 
hiring employees with Green behavior, specifying 
green aspects in job description and selecting 
candidates that fit green behaviors and decisions. 
He might be required to carry out activities to 
educate the employee about the value of Green 
decisions, train them to work in accordance with 
green policies. This will increase employees’ 
ability to adapt to change and develop proactive 
attitudes towards environmental issues.

Empowerment, participation and engagement 
activities will facilitate self monitoring. Individual 
will compare their attitude towards Green HRM 
with the others and which may lead them to 
transform their decisions to green behaviors.  

HR managers can also influence or generate 
green behavior by including green behavior 
in performance management system and 
rewarding employees who are sensitive to green 

policies. It will motivate and increase individual’s 
commitment towards green policies. Rewards 
discourage undesired behaviors and reinforce 
preferred ones.

Conclusion
HR have a huge role to play in implementing 
greener HR practices in an organization. They 
have to motivate employees to work for greener 
decisions .Organizations might be required to 
go an extra mile and take new initiatives on 
Green movement.  Some of the benefits that the 
organization can attain as a result of introducing 

Green HRM practices are as follows: 

Improvement in retention rate

Employer branding

Improvement in productivity and 
sustainability

Competitive edge 

Reduction in carbon foot prints
Sugandh Kansal, SIMS
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Introduction
The most challenging task that companies face 
today is finding the right people for the right job.  
Research has shown that personality testing alone 
cannot be the sole criterion for predicting job 
performance. One of the pioneers of competency 
research and testing, David McClelland argued 
that the real predictors of job performance can 
be found in competencies. A well-structured 
competency model can work wonders in building 
a talent factory for an organization. Companies 
like P&G have successfully demonstrated how 
finding the right person for the right job and at 
the right time has helped cut down their costs.  
Competency mapping is an intrinsic process 
for several key HR functions such as selection, 
succession planning, performance management 
and compensation.  This article would make 
an attempt to discuss the crucial role played 
by competency mapping in several of these 
functions in the following sections.

Competency
Lyle M. Spencer and Signe M. Spencer, authors 
of the book, Competency at Work, define 
competency as, “an underlying characteristic of 
an individual that is causally related to criterion-
referenced effective and/or superior performance 
in a job or situation”. The authors further explain 
competencies as, “ways of behaving or thinking, 
generalizing across situations, and enduring 
for a reasonably long period of time.”  To put it 
simply, it is a process of identifying the strengths 
and weaknesses of a person or an organization. 
Competency mapping generally focuses on the 
emotional quotient and the individual’s prowess 
in strategic areas like leadership, team building 
skills and decision making.

Organisations have witnessed unprecedented 
changes in their human resource policies with 
the emergence of a global networked economy. 
There has been a growing preference for highly 
skilled knowledge based jobs. Companies thus 
are focused on analyzing the competencies of the 
existing workers and provide training programs 
accordingly for improved performance. Thus 
integration of competency mapping with HRM is 
the need of the hour.

In his book, Spencer talks about five types of 
competency characteristics:

Motives

Traits

Role of CompetencyMapping in 
HR excellence
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Self-concept

Knowledge

Skill

Companies often place great emphasis on the KSA 
of an individual. These are surface characteristics 
that can be easily tested and evaluated. However 
the Iceberg model stresses on hidden features 
such as motives, traits and self-concept.  The 
reason isn’t hard to ascertain. There is always 
a difference between the “can do” and “will do” 
set of people. Highly knowledgeable or skilled 
individuals do not always exhibit the motivation 
to strive for excellence. Self-confidence can be 
a motivating factor even when the external 
environment is unfavorable. Since motives, traits 
and self-concept are intrinsic factors, it becomes 
an onerous task to instill the same in an employee. 
Personality grooming is a costly investment and 
the results may be temporary. Hence it is more 
advisable for companies to select people based 
on the hidden factors and later provide training 
for the surface factors. Spencer advocates that, 
in higher level knowledge centric roles, almost 
everyone possesses the prerequisite skills. 

What distinguishes a normal employee from 
an exemplary employee would be the level of 
motivation and engagement.

Competencies can be classified into two 
categories:
Threshold Competencies: The prerequisite 
characteristics or the minimal characteristics 
required on a job.
Differentiating Competencies: These 
competencies separate the exemplary employees 
from average employees.

Competency Assessment methods
Behavioral Event Interviews: BEI are structured 
interviews that focus on an individual’s 
performance in past situations. A Behavioral 
Interview is different from a projective test as it 
emphasizes on critical job situations rather than 
every day incidents. It is a better predictor of 
performance on the job. BEIs normally take place 
face to face.

Tests can be “operant” as well as “respondent”. 
Operant tests require the subject to act, while 
respondent tests require the subject to choose 
from a list of answers. Operant tests are normally 
preferred as they measure the subject’s ability to 
deal with uncertainty. It also analyses the 
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subject’s readiness for a task. For instance, 
airline scheduling is an operant test where the 
subject has to schedule a complex itenary, while 
knowledge tests are respondent where the 
subject is tested on his/her content knowledge.

Ratings. Multi rater feedback, popularly known 
as 360 degree feedback can also be used to 
measure competencies. Through methods such 
as Competency Assessment Questionnaires and 
Customer Survey, 360 degree feedback can be 
implemented.

Implementation
Competency Mapping Technique can be 
implemented in a stage wise process. The 
first step is to identify the position for which 
competency needs to be mapped. A job analysis 
of the position in terms of well-articulated roles 
and responsibilities could be the second step. 

This can be followed by identifying the Key Result 
Areas (KRA) and KPA (Key Performing Areas) which 
would help set the stage for the final process of 
determining the core competencies required to 
perform in the role.

Conclusion
Competency Mapping aids in Strategic 
Management of Human Resources. For an 
organization to achieve its mission, it must 
capitalize on its human potential, the work force. 
Competency Mapping can help in the selection 
process, which brings in the right talent for 
the organization. This helps in building talent 
factories which translate into high productivity 
and employee satisfaction. Succession Planning 
becomes easier with the right candidates mapped 
for chairing key roles. Competency Mapping is 
an indispensable tool and if effectively used, can 
lead to HR excellence.

Priyangshu Mahanta, IMT Ghaziabad
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The field of behavioural science is closely related 
to psychology as well as human resources. 
Behavioural science explores human behaviour 
and tries to understand how and why humans 
behave in a particular way. Though humans 
are mostly rational beings, it is not always 
possible to deduce human behaviour through 
pure logic. Irrationalities do arise occasionally, 
sometimes working in favour of the person 
exhibiting them and sometimes against.
Behavioural science is a thriving domain in which 
a lot of research goes on. Its applications can 
be found in our everyday lives be it at home, 
society or our workplace. Behavioural science has 
thrown light on interesting questions ranging 
from ‘What are the factors motivating people 
apart from money?’ to ‘How to make the citizens 
of a country donate their organs?’ Understanding 
the intricacies and implications of behavioural 
science is an important dimension in managing 
individuals, groups and organisations as a whole. 
Let’s take a look at some studies whose results 
translate into interesting and nevertheless, 
important implications for managers.

Deadlines aren’t dead yet
We no longer live in a world of organisations 
dominated by rigid rules and restrictions. 
Organisations are willing to offer a lot of flexibility 
to its employees, right from deciding their 
working hours to designing their pay structure. 
But when it comes to completing tasks, deadlines 
are still deemed necessary. But what is an effective 

deadline? Are self-imposed deadlines as effective 
as deadlines imposed from outside? Studies show 
that though self-imposed deadlines increase  the  
enthusiasm of participants, they are not effective. 
Even though people try to set deadlines optimally, 
they have self-control problems and end up 
performing worse compared to situations where 
deadlines were externally imposed. A study was 
conducted with three groups of people who 
had to evaluate 3 scripts for errors over a period 
of 21 days. The first group had to submit one 
script every 7 days. The second group was asked 
to submit all 3 scripts after 21 days. The third 
group set its own deadlines within these 21 days. 
Results showed that though people in the second 
and third group tried to have their evaluations 
at equally spaced intervals, the effectiveness of 
the evaluation showed a clear difference among 
the groups. The first group did a better job at 
evaluating than the rest. But interestingly, these 
studies showed that the liking for the task varied 
across these groups (degree of liking reduced for 
uninteresting scripts if deadlines were imposed 
externally). Thus, self-imposed deadlines come 
at a cost. It can make your employees enjoy their 
work more, but their productivity might suffer. 

Money back is not always sweet
Another interesting phenomena observed in 
people is ‘loss aversion’. An example that illustrates 
this is- the happiness that you get from earning 
Rs.1000 is not of the same magnitude as the 
sadness from losing Rs.1000. People dislike losing 
more strongly than gaining. The implications of 
this behaviour are important when it comes to 
compensation policies. An interesting application 
of this phenomenon is in managing salespersons’ 
commissions. Let’s say a salesperson is expected 
to sell a minimum of ten laptops in a month and 
gets Rs.1000 commission for each laptop sold. 
Instead of giving the commission at the end of the 
month, if the company gives Rs.10000 in advance 
and takes back the commission for unsold laptops, 
(take Rs.1000 back if only 9 laptops are sold) the 
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company might end up seeing very different 
sales figures. Similarly, consider an employee 
who receives an annual bonus every December. 
If the employee has gotten so used to receiving 
the bonus every year, a reduction in the bonus 
or a withdrawal of the bonus due to a change in 
policy might have a large demotivating effect. 
The management might think of a bonus as a 
gift that the employee should be thankful for. But 
unfortunately things may not always work that 
way.

Think twice before making this offer
Performance based pay has more or less become 
the norm nowadays. This practice is based on 
the assumption that increased pay will lead to 
increased motivation and this in turn will lead to 
increased performance. Studies have shown that 
while motivation increases with pay, when the 
incentive is too high, the performance declines. 
This is the ‘choking under pressure’ phenomenon. 
Studies were conducted where participants 

played 3 types of games involving strategy and 
were rewarded based on their performance. First 
group of participants had low incentives, second 
had medium and third had high incentives. When 
the results were compared, it was seen that the 
average performance of the third group was 
poorer than both the first and second groups. 
Another interesting modification to this study 
was comparing these effects across cognitive 
tasks and purely physical tasks. Results showed 
that in physical tasks, even at high incentives, 

performance did not decline. Thus in cognitive 
and creative tasks, the increased incentives disturb 
the attention and cause a decline in performance. 
These results have an important implication for 
today’s organisations. One, organisations should 
not blindly follow a performance based pay 
approach and might have to design incentives 
carefully. Second, performance based incentives 
may be more effective in manufacturing and 
industrial settings where physical tasks are 
dominant, than in other setups that involve 
creative and cognitive abilities.

The field of behavioural science provides a lot of 
insights that could help students and managers 
alike. The field of human resources is challenging 
mainly because it does not provide black and 
white answers to the questions that we face 
during our day-to-day work. Acknowledging the 
fact that people are not always predictable and 
do not always behave as we expect them to, is 
the first step towards addressing any problem. 
Gaining an understanding of the various factors 
that could influence the behaviour of employees 
and approaching the problems in accordance 
with that would go a long way in enabling 
managers to perform their jobs better and in 
turn aligning their activities towards the larger 
organisational goals.
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TALENT ACQUISITION AND 
RETENTION CRISIS

If the talent acquisition managers of HR teams 
aren’t worried, here is a reason for them to be 
worried!!! According to the 2013 Manpower 
Talent Shortage Survey, 61% of Indian employers 
are having difficulties filling up their vacancies 
and globally this average is 35%. In 2012, this 
figure was only 48% in India. Skilled trade workers, 
engineers, sales representatives, technicians 
etc are some of the top jobs that employers 
are finding difficult to fill. This shows that the 
problem of talent acquisition is on a steep hike 
in India.

The question that arises is, why is talent 
acquisition a crisis?

According to the recent findings of the Chartered 
Institute of Personnel and Development’s 
Resourcing and Talent Planning Survey, 73% of 
the organisations have noticed a significant hike 
in the number of unsuitable candidates applying 
for job vacancies. Lack of technical competencies, 
experience and soft skills in applicants are some 
of the major reasons for the talent gap. This 
has resulted in reduced ability to serve clients 
and reduced productivity which has led to low 
employee engagement and hence high attrition 
rates.

Now the question is: how to emerge out of this 
‘Talent acquisition’ crisis?

Use of social tools is one of the ways. Here, 
companies try to build corporate followers to 
drive employment brand. Followers include 
employees, former employees, candidates as well 
as potential customers. Here the firm focuses on a 
unique topic of interest. The network is served by 
experts and social media managers. Here topics 

of interest are focussed more compared to job 
alerts. Apart from these, the network is about 
revealing the culture of the organisation, 
how people work there, etc. Through these 
networks, candidate relationship databases 
are also created which helps companies 
to send periodic information to interested 
people. Companies like AT&T, Microsoft and 
IBM are epitomes of this practice.

Use of big data is also getting popular these 
days. Big data analysis can measure the 
effectiveness of a recruitment campaign 
and improve performance. For example, 
the analysis may reveal that job postings on 
healthcallings.com get better response on 
Mondays, post lunch period. Big data also 
helps to find out the root causes of attrition 
and hence the reasons for the same can be 
worked upon.

Large companies also organize competitions 
on a large scale where say the top 20 
candidates get cash prizes and the top 5 get 



Conco c tion

15TogetHR | HR Magazine of IIM Shillong

hired. Google has been organizing ‘Google Code 
Jam’ for the past eleven years and offers job 
interviews to all the semi-finalists.

Another concept which is popular in big 
companies is Acqui-hires i.e. buying companies 
with talented staff and using their talent to the 
fullest. Apple, Google and Yahoo are the finest 
examples of this practice.

After talent acquisition, retaining the employees 
is very critical. If an employee resigns after a few 
months of his/her appointment, then all the 
resources utilized in hiring and training him/her 
go waste.

SHRM, the Society for Human Resource 
Management once estimated that it costs $3,500 
to replace one $8.00 per hour employee when all 
costs — recruiting, interviewing, hiring, training, 
reduced productivity, etc. were considered. 
SHRM’s estimate was lowest among the 17 
nationally reputed companies which calculated 
this cost.

Before we discuss retention of talent in a firm, 
one must know why it is important.

It is essential because:

Employee turnover is expensive

Talented employees drive the 
organization

Let us discuss the case of ‘Apple’. The company is 
suffering an arduous problem of talent retention. 
It has failed to launch new products and the stock 
prices have also fallen. Diminishing stock price 
always leads to thinning of human resources. 
Apple employ ees are being wooed away by 
companies like Facebook, Google and LinkedIn. 
This in turn has led to a lot of vacancies and hence 

the problem of talent acquisition has also arisen.
What should be done in order to retain talent of 
the organization?

Employees these days aren’t satisfied merely by 
high packages. They prefer performance based 
packages. Here, variable pay system comes to 
the rescue along with some company specific 
benefits. The benefits that one can receive at 
Google are amazing and include free haircuts, 
gourmet food, on-site doctors, gym facilities, 
massage, maternity benefits, death benefits for 
the spouse, etc.

Some companies give their employees full 
freedom in innovation and in implementing 
new ideas. These companies try to fulfil the self-
esteem needs of the employees. Let us consider 
HCL. It has a ‘Value Portal’ where HCL employees 
can submit their ideas. If approved by the 
management, those ideas get implemented.

Exit interviews are also being conducted by 
companies so that the reasons for turnover can 
be worked upon.

Regular meetings and reviews also help a lot. 
When employees are close to their management, 
they are likely to feel more involved. Such 
employees tend to achieve longer tenure. Also, 
surveying top performers in order to find out 
what keeps them there, why they might leave, 
what type of competitive offers they may find 
attractive, and what they need in order to be 
happy and more productive in their jobs, etc. is 
also beneficial for employee retention.

At the end of the day, acquiring and retaining 
talented employees is very critical for the success 
and profitability of a business model in the long 
run. Minimizing turnover and hiring just the right 
employees definitely maximizes effectiveness 
and productivity of a workplace.

Eesha Gupta, DOMS, IIT Roorkee
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The Why of Leadership Development
The Need
We live in a changing world, where the paradigms 
of effective and successful business are changing 
continuously. Outsourcing, cloud computing, 
availability of cheap labor in other parts of the 
world have changed the way people look at 
and evaluate business models. In such a volatile 
scenario, an organization faces a multitude 
of challenges on various fronts which when 
unnoticed or unattended may escalate and 
become detrimental to the growth, or the very 
existence of the organization and demotivating 
for its employees. Some of the challenges 
faced by the organizations on today’s world are 
attracting and retaining the best talent, providing 
opportunities for growth and development for 
the employees, negotiating favorable terms for 
working with suppliers and customers – the list 
goes on.

In such a volatile environment, it is important for 
the organization to have a clear goal in terms of 
where it wants to be in the short as well as the long 
term, and invest optimum resources necessary to 
achieve those goals. The top management of any 
organization has to chalk out a plan to achieve 
those goals and also groom the next generation 
of leaders, who will take the company forward. It 
is important to groom these leaders in order to 
ensure that they are well equipped to handle the 
job responsibilities of the next level. Structured 
leadership programs in companies are the 
most common way of imparting these qualities 
to budding leaders. Studies have shown that 
investment in leadership development programs 
helps in the following ways -

Improving bottom-line financial 
performance

Attracting and retaining talent

Driving a performance oriented culture

Increasing organizational agility

Ultimately, when an organization invests in 
leadership development, it is investing in its own 
future. The organization is cementing its own 
future by preparing the leaders for crises that 
may stem in the near future.

Leadership development and corporates
Corporates have since long recognized the 
need for developing leadership among their 
employees, and hence companies such as 
P&G, HUL, Standard Chartered, McKenzie offer 
structured leadership development programs 
from the day employees join the company.  
Those of us with work experience may have had 
a tryst with this aspect of corporate life. In some 
organizations, these leadership development 
programs start as soon as the employee joins, 
and continue throughout the tenure of the 
employee. It is a journey, not a destination in 
which these programs impart qualities and 
insights, which help employees, excel at the next 
level where they are expected to take up more 
responsibilities, or step back and take a look at 
changing consumer needs in a rapidly changing 
world especially in case of FMCG – Fast Moving 
Consumer Goods companies.These programs 
are designed differently for different roles. For 
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The Why of Leadership Development
example, leadership development program for a 
finance graduate will be different from that of a 
marketing graduate.

Cornerstones of an effective leadership 
program and pitfalls
Companies can increase the odds in favor of 
increasing effectiveness of leadership programs 
by sticking to the context, since a leader who 
has pulled the company out of one crisis, may 
not be well equipped to handle the next.  The 
program should be conducted by experts in 
the field, who maybe from the company, or an 
expert specially called in to handle the program. 
Having fellow colleagues and employees speak 
about the manner in which they handle crisis is 
important since it helps in instilling confidence in 
the employees and demonstrates the practicality 
of the concepts taught by experts. The context 
should be fixed beforehand, by identifying the 
core competencies required by the leader to tide 
over challenges the company can face in the 
foreseeable future. The program should explicitly 
specify a path, in terms of “From” to “To”. Second, 
the participants should be given opportunities to 
apply their newly acquired or honed skills rather 
than just class room training, or reading theory.

A McKinsey article points out four major reasons 
why such leadership development programs fail. 
They are 

Overlooking context, 

Decoupling reflection from real     
work

 Underestimating mind-sets 

 Failing to measure results

The above pitfalls can be avoided by consciously 
working towards the goal the group has 
assembled for, as well as monitoring the progress 
over a course of time and making changes as the 
course unfolds itself, to bypass for the pitfalls. 

If the leadership development program is 
innovation centric, over a period of time, 
both short and long term, the impact can 
be assessed by monitoring the outcomes in 
terms of innovative products (if it is a product 
manufacturing company) or innovation in 
operations (streamlining operations, reducing 
turnaround time, faster and good quality 
production due to reduced processing time).

Ajita V. Ranade, JBIMS Mumbai
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“No problem can be solved from the same level 
of consciousness that created it. We must learn to 
see the world anew.”- Albert Einstein

What causes employee to resign soon after a 
Performance Appraisal? Is this the motive of 
an appraisal or its repercussions? Well, mostly 
all. Supervisors generally go defensive when 
employees confront them about the poor ratings. 
More often than not employees receive feedback 
about their strengths and weaknesses only once 
a year. The issue to be addressed is that, generally 
companies give ratings not with respect to the 
quality of work performed by the new employees 
but their superiority, which acts like an Invisible 
Hand in such matters. But no more!

Appreciative Inquiry (AI), which dates back to 
1980s, where a defaulting employee was made 
to learn by undergoing experiential learning for 
changing their attitude or behaviour rather than 
being retrenched. Feedback is one of the most 

important aspects of the performance evaluation 
process. Constructive feedback motivates 
employees and increases their productivity.

Every organisation has a positive core & people 
rise up or down to match up to what is being 
expected of them (Pygmalion Effect). We can’t 
ignore problems—we just need to approach 
them from the other side. As John Gardner puts 
it, we are increasingly engaged in a sort of self-
destructive “war of the parts against the whole.” 
Pessimism seems to be the normal state of being 
in about all of our organizations and society at 
large. Any digression from established belief is 
perceived with resistance by those who are “true 
believers.”

This is when AI plays its part. Rather than looking 
at what is wrong and bemoaning it, look at what 
is right in the organization. Rather than being 
persistently at war with one another about 
almost everything, how scintillating would it 

An insight into Appreciative Inquiry 
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be to try and appreciate the good that we have 
accomplished? But the question remains, “How 
can we achieve this utopian vision”. People begin 
to focus on positives only to revert to their status 
quo.

McDonalds is perhaps the best name to be 
cited with regard to an enriching AI activity. A 
success story of AI also comes from the example 
of “Roadway Express”. In India, it is becoming 
increasingly accepted and popular. Change 
Works, a Mumbai-based organisation headed 
by R Sankarasubramanyan and Dr. Wasundhara 
Joshi inspires, motivates, energizes and realigns 
organizations with positive changes. Other 
successful Indian stories are of corporations like 
ACG Worldwide, Nicholas Piramal, Gujarat Gas, 
BG India to name a few.

However, when people are in deep trouble, 
there is little sense in telling them how bright 
the future will be. That’s just like being optimistic 
about Indian politics. So to start off, get all 
your facts right & acknowledge the problem. 
Appreciative inquiry is great, but if you have cash 
flow problems, it is not going to help. Nothing 
better if it did, but it does not!

Having said that, Appreciative Inquiry can be 

viewed in close communion with heliotropic 
principle which states that organizations function 
like plants. They move towards what gives them 
life and energy. The focal point of Shakespeare’s 
Julius Caesar comes when Caesar was 
assassinated by his own people. He agonizingly 
mutters the line “Et tu Brute....” Opinion is divided 
on the real meaning of this line. Is this the hint of 
his eventual betrayal by his own country? Or is it 
a reflection of the relative insignificance of all our 
human loyalties?

To add to the preceding context, consider Chipko 
Movement. Need for a sustainable relationship 
with the forests of Uttarakhand kept the 
movement going despite little change in the 
attitudes of government and loggers. Yet the 
anticipations of the Chipko participants moved 
all of them to a new place. At the organisational 
level, if policies of recruitment are being 
liberalized to facilitate women it does not mean 
that the change will happen instantly but this 
activity definitely questions the prejudices and 
inherent disgust of those who do not want to see 
women at higher echelons. This “consideration” 
later becomes the basis of change.

The grieving healthcare sector in our country 
can benefit immensely from an Appreciative 
Inquiry. The questions asked can be used to 
improve infrastructure, to establish a therapeutic 
relationship between the patient and the doctor, 
to establish a healthy work environment, to 
encourage leadership, to sustain “best practices” 
in quality and safety and to promote learning at 
large.

Harsh Agarwal, Great Lakes
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Google recognizes its employees through 
its reward system. Its reward system is both 
hierarchical and performance based. 

Founders’ Award: This award is given by Larry 
Page and Sergey Brin to the employees who 
have worked on exceptional innovation based 
projects. This award is usually worth millions of 
dollars.

Transferable stock options: In this reward, 
Google offers stock options to its employees 
to buy on a given date. This is a compensation 
program which allows the employees to auction 
or trade their options off to a bidder. 

It is said that strategic management of people is very important because innovations come from 
people.  In this section of Corporate Nuggets, we present to you the HR practices at Google which 
are very strategic and different from that of various other companies. Google has been ranked 1st on 
the 10th annual “100 best companies to work for” list of Fortune magazine. At Google, it is not called 
“Human Resource Management” but, “People Operations”. 

RECOGNITION

Google

At Google, learning doesn’t happen 
through traditional classroom methods. 
Learning happens through collaboration, 
discovery and fun. It consciously designs 
its workplace to maximize innovation and 
imparts learning through these methods.  

The company emphasizes on hands – on 
experience or rather, job learning. Major part of 
the learning happens through project rotations 
by researchers and engineers based on their 
shifting interests and new opportunities. Also, 
Google often invites famous personalities like 
Lady Gaga, Al Gore, etc. to interact with its 
employees.

LEARNING

Google’s mission is to organize the world’s information and make it universally accessible and useful.

MISSION
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Google is a company which values your ability over experience. It wants people who are smart and 
determined. And finally, its corporate culture is one of the reasons why it is consistently ranked as a 

great place to work.

Stay tuned for the next issue where we shall discuss yet another organization for its outstanding 
HR practices.

Even Google’s talent management strategy 
ensures that innovation is always present. 
The company is known for giving continuous 
formal and informal feedback to its employees. 
The company’s offices and cafés are designed 
in a way to encourage interactions between 
the employees not only within but also across 
teams.

TFIG meetings: The Company has weekly TFIG 
meetings where the Googlers can directly ask 
questions to Larry Page, Sergey Brin and other 
top executives about the issues in their work 
and the company. 

Innovation Time Off: Google has shown that 
employee productivity can also be improved 
through seemingly uncommon approaches. It 
does not give any work to its employees for 8 
hours or 20% of time on weekly basis. The result 
is that, 50 percent of all new product launches 
have originated from the periods of Innovation 
Time Off.

Performance appraisal at Google is done 
through self-evaluation and peer-evaluation. 
In peer-evaluation the employee is allowed 
to choose 3 to 8 of his/her colleagues for 
evaluation.

TALENT

MANAGEMENT

 Focus on the user and all else will follow

 It’s best to do one thing really, really well

 Fast is better than slow

 Democracy on the web works

 You don’t need to be at your desk to  
 need and answer

 You can make money without doing evil

 There’s always more information out  
 there

 The need for information crosses all   
 borders

 You can be serious without a suit

 Great just isn’t good enough

10 THINGS

GOOGLE

KNOWS TO

BE TRUE
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‘There is no greater agony than bearing an untold 
story’- Maya Angelou. Different stories bring in 
different perspectives of the same situation. A story 
is best if it conveys all the details with an assurance 
of engaging the reader. Many a time, unknown 
to us there are so many concepts related to our 
stories. Stories let your imagination work to its best, 
Don’t they? To let the untold stories take shape and 
reach everyone interested, we conducted an online 
competition in the last week of January, named 
‘story HouR’.

The thinking behind the competition was to make 
HR concepts fun to learn. Six HR concepts were 
given, out of which the participants were expected 
to come up with a story using any three concepts. 
The participants were told that the mode of 

delivering the story could be anything from videos 
to write-ups and from comic strips to poems. The 
entries were posted on our Facebook page. The 
entries were judged on the basis of clarity of thought, 
creativity used to explain the concepts along with 
the popularity of the post on Facebook. 

The enthusiasm shown by the participants in the 
contest escalated our interest in the entries as 
well. After a lot of brainstorming, the club decided 
to crown The Blue Sapphire, IMI Delhi who chose 
grapevine recruitment, 360 degree feedback and 
cultural fit as the concepts and explained them 
creatively through a story. The team was awarded 
with a cash prize of Rs. 1000 and an e-certificate.

Stay tuned to us, as we will be back soon with newer 
interesting and fun events!

story HouR



23TogetHR | HR Magazine of IIM Shillong

Contest

Contest With the Best

Quiz
Use all your THINKING HATS to answer the questions given 

below. 

Last date for sending the answers for Contest:  Mar 15th, 2014
Email ID: hrclub.iims@gmail.com 
Subject of the email: TogetHRContest15_CollegeName_Name of Person

RULES
This event is open to individual participation only
The deliverable should be in the format of a word document (doc/docx), Font: ‘Times New Roman’, 
Font size: 12, Line Spacing: 1.5
 The correct answers will be published in the next issue of TogetHR
For any queries visit our Facebook page- ‘usHR- HR club of IIM Shillong’ or drop a mail at hrclub.        

 iims@gmail.com

1. Mahindra has this unique concept where groups of young people are brought 
together and given the opportunity to look at problems that in normal course they 
would have looked at only when they are in very senior positions. What are such 
groups called?
2. Coca-Cola has achieved the second-highest score among Fortune 100 companies 
on which index?
3. This method of performance review was in the news after a famous company 
decided to scrap it altogether November last year.
4. This famous program at the Internet giant was launched to study whether managers 
were necessary for the efficient functioning of the company.
5. X attempts to resign. But he is an excellent asset to the organisation. Therefore the 
HR offers an increase in salary to retain him. What is this concept called?
6. There is a recruitment advertisement by an organization where the name or the 
identity of the employer is not disclosed. This ype of ads are called as?
7. He was awarded with Padma Bhushan in the area of management. His biography 
was written by the author of ‘Speaking to God- Lessons on Practical Spirituality’. 
Identify this personality?
8. A company X is  synonymous for using analytics to reinvent HR. Y plays a role of R&D 
in HR for X. Identify Y.
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Contest

Announcement of Results
The prize for “Article of the Issue” has been awarded to Ajita V. Ranade from 
JBIMS Mumbai for her Article “The Why of Leadership Development”.  She is 
awarded a cash prize of INR 1000 and Certificate of Appreciation 

All other authors whose articles are published in this issue shall also receive 
a Certificate of Appreciation

The prize for “Contest with the Best” of New Year 2014 Issue has been awarded 
to Vibhooti Gupta from SIBM Pune. She is awarded with a cash prize of INR 
500 and a Certificate of Appreciation

Last Contest Answers: 

GRIEVANCE REDRESSAL

The issue is just not an issue of undeclared relationship at office; rather it comes from 
a complaint made by an employee aggrieved because of the relationship. The HR 
should play its part fairly in ensuring that the matter is investigated and resolved. The 
HR should confront Ravi and Sheila and put them on suspicion until a comprehensive 
investigation is completed.

a) Go through the work emails, work phone records of both Sheila and Ravi to figure out 
if anything suspicious is evident.
b) Ask the other members in the team if they also have observed that their relationship 
is more than professional.

Unless there are policies that prohibit the company from transferring the employee, the 
HR can consider transferring Sheila to another supervisor. If that is not possible, at the 
very least, a situation should be set up such that all personnel actions impacting Sheila 
and Anita are reviewed by a higher level manager.
If the appraisal of Sheila is proved less deserving now, and the investigation has 
revealed that they share more than a professional relationship, there is a serious breach 
of professionalism on part of Ravi. He should be terminated for that and Sheila should 
be warned.
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Contest

Call for Articles & Participation
Team usHR invites articles from B-Schools all across India. We are looking for 
original articles related to field of Human Resources. References should be 
cited wherever necessary. The best article will be featured as the “Article of 
the Issue” and would be awarded cash prize of INR 1000
Contest Winner of every issue gets a prize money worth INR 500 along with 
a certificate of appreciation
Article should not have been published anywhere earlier
• The Article should have a single author
• Kindly email your article with the file name and the subject as <Title of 
Article> _<Institute Name>_<Author’s name> by Mar 15th, 2014 to
hrclub.iims@gmail.com
Article must be sent in Microsoft Word Document (doc/docx), Font: Times 
New Roman, Font Size: 12, Line spacing: 1.5. The size of the article should be 
between 700-1000 words. The cover page of the article should only contain 
the Title of the Article, the Author’s Name and the Institute’s Name
Results of this issue contest and selected artilces shall be announced in the 
next issue of TogetHR
For other updates, check our Facebook page – “usHR-HR Club of IIM Shil-
long”. The issue details can be checked on our blog www.iims-ushr.in  
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