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Dear Readers,

We are very glad to present to you the latest issue of  TogetHR, fresh with yet another 
set of articles, and various other sections covering a gamut of topics in the dynamic 
field of human resources.

The Cover Story of the issue ‘Role of HR in managing diversity’ talks about the 
intricacies involved in managing diversity in the current business scenario. It highlights 
the various dimensions of diversity that must be taken care of in ensuring the smooth 
functioning of an organisation.

The Concoction section presents a mix of articles from various topics. ‘Decoding the 
Mystery of HR Analytics & its implementation’ clearly lays out the basic ground rules 
for an organisation trying to implement HR analytics. In ‘Managerial Implications of 
Changing Workforce Dynamics’ the author throws light on the challenges awaiting 
organisations in the near future due to changing composition of the workforce in 
terms of age, gender and other factors. The article ‘Emerging Trends in Unions: Cross 
border Unions’ talks about the interesting phenomenon of cross border unions that 
seems to be gaining importance in light of growing globalisation of businesses. The 
article ‘Bringing back the focus to where it should have been, always’ showcases 
the various factors affecting the human resources domain of corporations today and 
ways to tackle them. ‘Innovation as Culture’ highlights the importance of innovation 
and ways to inculcate it as a way of life in organisations.

In the Conflux section, we have an interaction with Mrs. Suneeta Ijari, HR at Tata 
Consultancy Services. A person of rich experience, she shares with us her thoughts on 
various interesting topics like relevance of social media in organisations today and the 
proverbial glass ceiling for women.

The Corporate Nuggets section of this issue covers the HR policies of Mahindra, 
the giant Indian conglomerate. We take a look at their core values, the way learning 
and development happens in their organisation and their recognition and reward 
mechanisms.

In the Campus Buzz section, we bring to you a coverage of the intra-college event 
‘Winner Takes it All v 3.0’ that saw teams battle it out in various games and activities 
in an evening of fun and learning. The ‘Contest with the Best’ section brings to you an 
exciting and all-new challenge. Crack the contest and win a cash prize of Rs.500 and a 
Certificate of Appreciation.

Team usHR would like to extend its gratitude to its readers for their enthusiastic 
support and we hope to continue receiving the same in the future too. Do give us your 
feedback at hrclub.iims@gmail.com. You can also find us online on Facebook, Twitter, 
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 worked in manufacturing industry to start 
with 20 years ago. Moved to HR in software 
industry 6 years ago. In those days, HR was 
Personnel Management. Manufacturing 
industry experience provided me with very 
good foundation of Personnel / HR processes- 
viz : employee personal file maintenance, 
knowledge about labour laws, contract labour 
management, handling labour union strikes, 
collective bargaining to name a few. 

Working in the time when digitization was 
non-existent gave the hands on experience 
eg: computing salary using calculators. Then 
absenteeism of workers used to be the main 
issue HR had to tackle. Handling domestic 
enquiries etc. were integral part of the most of 
the Personnel Managers’ responsibilities.

Then attrition was something Personnel 
Managers worried the least unlike today. In 
my opinion Employee Engagement was not 
as difficult as today. Today HR Managers are 
working on progressive HR Management 

Mrs. Suneeta Ijari
HR at tata ConsultanCy seRviCes

processes and are partners with Business Leaders

2) What is the present trend that can be observed 
by different organizations in handling change?

Now change can be managed better when 
people impacted by change are taken in to 
confidence and educated about what is the 
change, why change, what’s in it for me. Present 
process for change management is “involve 
and engage impacted employees” to have best 
results of a change.
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Conflux

“Be open to new cultures and 
new locations to develop 

appreciation for difference” 

3) Do you think the glass ceiling is still prevalent 
in organisations for women?

I personally feel the glass ceiling for women 
was never there. I started working in HR for 
manufacturing industry which had to create 
wash rooms for women when we joined. 

Even those days I didn’t notice any inhibition to 
provide equal opportunities for women - who 
were willing to try new areas and who were 
focused on what they wanted to achieve.

4)How should organisations adopt to the 
changing environment where social media is 
affecting both business and employees?

Employers are leveraging social media to meet 

their business requirements. These media are 
used in a big way to source talent, these probably 
are now being very popular channels to source 
the right talent directly. 

Employers are also using social media for 
branding since new recruits depend on social 
media to know about their future employers / 
their culture and practices.

5) Your advice for the budding HR enthusiasts.

Be open to be “hands on” while working. 
Be open to new cultures and new locations to 
develop appreciation for “difference” 
Understand the business of your firm / company 
is involved in.
Remember employees are “customers” of HR and 
happy employees can lead to “happy customers”



Conco c tion

6TogetHR | HR Magazine of IIM Shillong

The Mystery of HR Analytics:
“The problem we’re trying to solve is that there 
are rich teams and there are poor teams. Then 
there’s fifty feet of crap, and then there’s us. It’s 
an unfair game,” this is how Brad Pitt summarises 
the problems that his team faces in the movie 
Moneyball. Moneyball is a classic case of using 
analytics for recruiting a bunch of misfit baseball 
players who then go on to win 20 consecutive 
games.
But the big question that comes to everyone’s 
mind is ‘How to proceed with HR analytics?’ In 
this article I will try to concisely enumerate the 
process by which any firm can go about setting up 
HR analytics and how it can decode the mystery 
of BIG DATA.
To begin with, HR analytics can be used in key HR 
areas such as retention, separation, recruitment, 
employee attitude, absenteeism, leadership 
pipeline, workforce planning & optimization, 
safety analytics, health and productivity. 

HR Analytics Process:
Before we begin with the detailed process of 
implementing HR analytics in an organisation, let 
us first understand the process itself, including 
the major components of the process and the 
way they impact the design and implementation 
of HR analytics in the organisation. 

Reporting: It involves making decisions 
about HR metrics to be reported, the 
intended audience, appropriate channels 
and timing. These decisions depend 
mainly upon the company strategy and 
the external environment. 

Dashboards: It helps in maintaining a 
brief snapshot of HR metrics.

Predictive analyses: Includes developing 
models that can be used to predict 
outcomes and understand the impact 
of change/ new initiatives in the 
organisation. 

Operational experiments: It involves 
designing operational experiments for 
developing models and evidences which 
help in managerial decisions.
Workforce modelling: It involves 
understanding the relationship between 
HR capital needs and changes introduced 
in the organisation’s environment. 
It mainly includes human resource 
planning programs.

Implementation of HR Analytics:
Now let’s dwell upon the things that one must 
bear in mind while implementing HR analytics:
Getting Started: Before starting on the journey 
of HR analytics, managers must understand the 
problems currently faced by the organisation 
and the opportunities that exist in the external 
environment to increase effectiveness of the 
organisation. The organisation must be clear 
about the outcomes that it wants to achieve by 
using HR analytics.

Align HR Analytics with the Company 
Strategy: To achieve substantial and 
sustainable outcomes using analytics 
tools, it must be aligned with the long 
term strategy of the organisation. HR 
analytics must also be championed by 
senior level executive members so that 
it doesn’t face any resource constraint.

Identify Data Requirements and Ensure 

Decoding the Mystery of HR 
analytics & its Implementation
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Consistency: After the organisation 
identifies key challenges and aligns 
HR analytics with the strategy, it must 
identify the data requirements and 
ensure that data is consistent. The 
method of collecting, processing and 
reporting should be consistent across 
the organisation.

Define a Common Workforce Analytics 
Platform: Next, the organization 
should define a common workforce 
analytics platform for analysing the data 
collected. The platform should be able 
to integrate data from SAP/ ERP, payroll, 
recruitment/ separation, salesforce etc. 
to a common platform. The platform 
thus implemented must be easy to use. 
Individuals both within and outside 
the organisation must be able to use 
the system efficiently. It must also be 
able to adopt to the changes in the 
external environment by being easily 
customisable. 

Putting HR Metrics and Analytics Data 
in Context: The data collated using the 
platform can become useful when the 
managers attach some meaning to it. 
Different ways of doing it are reporting 
trend information of the HR metrics, 
benchmarking etc.

Reporting What We Find: Data must be 
collected and processed keeping in mind 
the target audience. It is important to 
keep in mind the needs and capabilities 
of the targeted audience. HR analytics 
outcome must be relevant to the 
problems faced by the managers. The 
managers must be able to understand 
the data reported to them. Outcomes of 
HR analytics activities must be cascaded 
down in the organisation so that they 

can be translated into KRAs and KPIs of 
individual employees.

Enhance HR Analytic Capacity: To sustain 
the fruits of HR analytics, the organizations 
must focus on increasing the analytics 
capabilities of the organisation. Ways 
to do it include training, recruiting the 
right people, incorporating analytics 
in the KRAs, job rotations of HR 
employees and providing support to 
employees involved in analytics. The 
approach shouldn’t be restricted to the 
departmental level.  Its relationship with 
other departments must be understood 
to make HR analytics effective for the 
organisation as a whole. Based upon 
many studies it has been found that 
the centralised structure followed for 
analytics department is effective as 
analysts are close to the business and 
each other.

Self-Education: Key for Building 
Analytical Skills: HR analytics has now 
started to feature in academic programs 
of HR domain but much more can 
be done to ensure that HR managers 
possess necessary analytical skills.

Problems Faced while Implementing HR 
Analytics:

Many companies neglect analytical talent 
with meaningful opportunities. Also 
analysts sometimes lack organisational 
support.

Technical issues such as data consistency, 
systems integration, information 
accessibility and analytic capabilities of 
end users also prove to be an obstacle in 
implementation of HR analytics.

Margesh Wavhal, XLRI
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Managerial iMplications 
of changing Workforce 

DynaMics
Abstract
Organizations in today’s world cannot assume 
demographic uniformity; Management strategies 
must evolve continuously to accommodate the 
changing demographic patterns. Strategies 
must reflect the reality of the shrinking middle 
aged workforce.  In the future, organizations 
must rethink their policies to mine out maximum 
capabilities from older employees while 
answering the super dynamic, change savvy 
younger crowd. In general, the war for talent 
shifts from youngsters to seniors, as it becomes 
difficult to find talented senior professionals. 
Companies cannot afford to ignore the 
demographic change in terms of age asymmetry, 
gender diversity, expectations on remuneration, 
international labour migration, skilled labour 
shortage, shift to automation and barriers to 
labour communication.  Management has a huge 
role in devising rules, policies and regulations 
which are acceptable equally on all grounds.  If 
the department of the Human Resources is able 
to identify these changes and take necessary 
actions to manage it in the best possible way, 
this can lead to the hidden success mantra of 
the company in the long run and become a 
competitive advantage. The success and survival 
of a company would depend upon how agile it 
is in surmising the changes and how quick and 
effective it is in tackling the same. Visionary 
organizations, however, can gain an upper hand 
by understanding these changes and proactively 
managing their workforce. 

Analysis of Demographic Shifts 
There has been a rapid rise in the ratio of 
“working age” to “non-working age” population 
contributing to extremely fast economic growth. 

Bureau of Labor Statistics (BLS) projects that over 
the next decade 40 million people will enter 
the workforce, about 25 million will leave the 
workforce and 109 million will remain. There is a 
high probability that this change will witness a 
rising share of young (less than 28) and old (over 
40) workers and a decline in middle aged set of 
workers. 

Age asymmetry
In present day organizations, four generations of 
employees coexist. They are the WW II generation, 
the baby boomers, Gen-X and the Millennial.  
While the WW II generation is conservative, the 
baby boomers are more open to experimenting. 
They imbibe the organizational culture fully. 
Gen X differs from Baby boomers in a way that 
they think very dynamically but they seldom go 
into questioning their bosses. Gen Y is the Yo-Yo 

category. They question everything that affects 
them. They never follow the culture blindly.
 
Gender diversity 
Gender diversity is a key marker of the health of 
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any modern organization. Around 47% of the 
total workforce in the world today comprises of 
women. Out of them, 63% are full time and the 
rest are part time. Even though many of them are 
not in the higher cadres of office, the participation 
rate is growing tremendously.

International labor migration
Globalization has allowed people to migrate 
from one country to another for the want of 
jobs. People from different nationalities work 
under one organization. In developing nations, 
where earnings from labor is the mainstay, FDI 
has helped in creating direct and indirect labor 
opportunities. Labor migration would also help 
in more intensive spread of technology and 
communication channels.

YE
AR

PERCENT OF LABOUR FORCE

LESS DEVELOPED COUNTRIES

MORE DEVELOPED COUNTRIES

Managerial Implications of changing 
dynamics
In the light of the many shifts in dynamics of 
workforce, managers have to adapt to newer 
tenets of management.

Managing Multi-generations
  
WW 2 generation

Connect to them face-to-face with 
a personal touch
 

Make them feel that their 
experience is an asset and not a 
liability

  Baby Boomers
 
Offer flexible work options 
including phased retirement

Assign challenging work and allow 
ample horizontal movement and 
opportunity to learn
  

Gen-X

Offer flexible work options and  
use their adaptability

 
Give FAST (Frequent, Accurate, 
Specific, Timely) feedback
  

The Millennial
 
Offer flexible work options

Use their technological expertise  
to collaborate more

Pair them with Baby 
Boomers  and  WW II 
generation. The resultant team is 
more holistic  and according to 
studies, behaviorally sound. 
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Total compensation:
Provide employees the right to decide 
when and how to work. Incentives such 
as part time, job-sharing, flex-time, 
compressed scheduling and working from 
home are excellent options.
  
Allow flexibility to design the benefit 
bouquet. For instance, young employees 
might include education as a benefit, a 
married employee might include child 
care, and an older worker might be looking 
for care insurance and retirement savings.

Creative Learning Modes

Employees would be given as much access 
to technology and knowledge as possible

Coaching and mentoring would be the key 
value drivers in tomorrow’s workforce 

Robust performance reviews

More inclusive results with metrics 
captured via advanced technologies 
from managers, partners, teammates and 
customers

Assessment would affect not only 
compensation, but it would act as the basis 
for a comprehensive career plan which 
would be shared and updated dynamically

Pervasive Collaboration

Employees should be encouraged to 
network and collaborate more and more
 
Participatory management with flatter 
hierarchies would be the new norm

Conclusion
There is no doubt about the amorphous nature 
of the labor force across the world due to various 
reasons like changes in science and technology, 
globalization, health care, changing attitudes 
and culture, globalization, etc. The changes in the 
workforce can be in different forms like, their age 
structure, attitude of the workforce, their cultural 
values, gender, skills, etc. 

The HR department needs to bring out strategies 
which would account for these structural 
changes and retirement waves by analyzing 
the demographics of the changing workforce. 
To manage these changes, the HR department 
needs to be based upon the type of changes 
being witnessed by the organizations as well as 
their suitability and relevance within the country, 
values of the people, and/or the political and 
economic landscape at the ongoing time.

Chathurya P, LIBA Chennai
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How can an elephant and a giraffe make people 
learn about working in harmony? This has been 
explained very beautifully in the book “Building a 
House for Diversity” by R. Roosevelt Thomas, Jr. This 
fable describes how the giraffe, being an architect, 
builds his house of dreams with full dedication 
and effort and invites his friend elephant to his 
house, only to result in his house being smashed. 

This anecdote truly reflects how diversity 
is inevitable in organizations and manag-
ing it requires core skill sets such as knowl-
edge, experience, training and practice. 
Diversity is important at workplace for many 
reasons. Diversity at organizations involves 
individuals whose gender, background, eth-
nicity etc. are varied. Bringing talent into the 
workforce with different experience and back-
ground is a way to increase the diversity. 

Companies also acquire other firms as a means of 
increasing diversity and capturing new market. 
A company grows either organically or inorgani-
cally. Organic growth is a method of business ex-
pansion by increasing the output and enhancing 
the sales while inorganic growth is achieved by 
taking over new businesses by means of merg-
ers and acquisitions.  When cross border merg-
ers take place companies should focus on several 
things such as geography, values, people, eth-
ics, culture etc. As India is becoming the ground 
for many foreign nationals to invest money, 

they should keep in mind the following points-
•Society plays a vital role in a person’s life in 
India
•The decision taken by boss is the final one 
and the hierarchies cannot challenge it
•Shift in leadership style should be there from 
authoritarian to accommodative
•Building an employee brand such as in the 
case done by HCL. They keep employees at 
first place and believe that customers come 
second.This creates environment of trust at 
the workplace and is thus beneficial to the 
business
•Indian culture is more people centric
For example, Japanese leading car manufactur-
ing company Suzuki Motor Corp had formed a 
joint venture with India’s Maruti Udyog Ltd.  years 
back. It was believed that the merger will add val-
ue to all stakeholders and will eliminate potential 
issues relating the inter-company transactions. 

The merger was successful in the initial phase 
but after few years, problems relating to union, 
cultural differences etc. arose. We all are fa-
miliar about what all happened at Manesar 
plant. One of the few reasons behind that was 
the missing connects with India. Both India 
and Japan are culturally different countries. 

They differ in terms of discipline, punctuality 
etc. Respect and understanding for each other’s 
culture would have made things less intense. 
Companies, today, integrate for a variety of 
reasons. Increasing diversity is one of them. 
Other major reasons include-
•Market dominance; economies of scale
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•Channel control
•Growth for world class leadership
•Gaining core competence to do more combi-
nations
HR should carefully manage the culture of the 
two companies that are becoming one through 
mergers and acquisitions. People usually fear 
change but HR from the acquiring company usu-
ally takes care of change management processes. 
HR determines the benefits and potential prob-
lems beforehand and then makes the decision. 

They understand the cultural differences 
and communicate to the employees about 
the changes so that they can work in teams 
and groups even after the merger. Restruc-
turing the organization and employment 
plans needs to be generated to ensure that 
right people remain within the organization.
Someone once said “Many people have ideas 
on how others should change, but few peo-
ple have ideas on how they should change.” 
HR managers act as true leaders during M&A 
process and play a very important role and 
help the organization to adopt new changes. 

They do the audit before acquisition for the as-
sessment of human resource issues within the 
company, ensure that the company sticks to the 
laws of land, try to understand the union of both 
the parties, assess the capabilities of employees 
and develop strategies to promote communica-
tion between them.  They are the integral part 
of the process and help in policy formulation at 
every step. With less rigid FDI norms these days 
role of HR is becoming more and more important.
Many organizations these days are prioritizing on 
increasing the gender diversity in their companies. 

They have learnt the power of diversity. Many 
encourage people of diverse backgrounds to 
work on common challenges, share opinions 
and bring creative solutions to issues. Diver-
sity is today understood to be a real asset, con-

stantly enriching a company. For example, Nokia 
identified that increasing gender diversity will 
lead to their product improvement by taking 
opinions from both male and female employ-
ees of the organization. This will make them cre-
ate the product appealing to both the genders. 
We are living in an increasingly multicultural 
country and new ethnic groups are increasingly 
gaining consumer power. These days business 
needs more diverse and multi-linguistic work-
force to understand the customer better and 
to gain legitimacy with them. These days di-
versity makes a lot of business sense. Diversity 
could be considered as both gender diversity 
and diverse workforce after cross border M&As. 

There are many benefits of diver-
sity at workplace. Some of them are-
•When people with different mindset/outlook 
solve a problem, we encounter many creative 
ways of doing it
•Productivity increases when people of di-
verse cultures work towards a common goal
•A diverse workforce can capture greater mar-
ket share by generating more creative and in-
novative ideas to run business.
Apart from all these benefits, HR diversity man-
agement has gained momentum because of 
pressures on businesses that become interna-
tionally competitive, the changing labor force 
composition and growing awareness of the im-
portance of human resources management. 

HR managers can help guide the diversity 
and inclusion in organizations from hiring 
practices to communication and career de-
velopment practices which will ultimately 
lead to the economic growth of the business.
created by perceptions of special treatment for 
women and ethnic minorities. HR managers can 
help guide the diversity and inclusion in organiza-
tions from hiring practices to communication and 
career development practices which will ultimate-
ly lead to the economic growth of the business. 
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EMERGING TRENDS IN UNIONS
INTRODUCTION
With the advent of Globalization, the challenges 
faced by trade unions have increased 
tremendously which need to be tackled in the 
future- otherwise, the very existence of trade 
unions will be under threat of extinction. The 
challenges are internal as well as external. 
Internal Challenges

Low Membership Density

Declining Union Membership

Lack of effective Representatives

Poor Finances

 External challenges

Global competition 

Rapid changes in Technology

Shifting attitudes of Government 

HR Policies and managerial strategies 

In addition to these challenges, there are some 
other leadership as well as organizational 
issues like changing workforce demographics, 
declining union powers and influence. Each of 
these challenges need to be considered in the 

coming years for the future of the trade unions. 
In this article, emphasis is laid on the importance 
of the labor movements through cross-border 
organization, by using an example of the shipping 
industry.

NEED FOR CROSS-BORDER UNIONS
The power and influence of global labor unions 
has drastically waned over the past 20 to 30 years. 
The combined effect of neoliberal state policies 
and targeted multinational corporate (MNC) 
strategies in the development and supply of labor 
has led to the decline in membership, financial and 
bargaining power of unions. Concurrently, the 
ability of multinational business to segment and 
exploit labor internationally has increased during 
this period, resulting in an overall deterioration 
in the situation of workers, characterized by high 
workload and lower net salaries. In this context, 
the shipping industry gives an ideal opportunity 
to analyze some of the results of such trends 
because the industry is extensively globalized, 
and in many respects, exemplifies the growth of 



Conco c tion

15TogetHR | HR Magazine of IIM Shillong

multinational corporate power, withdrawal of the 
state and the decline of union capacity.

UNIQUENESS OF THE SHIPPING 
INDUSTRY
With the increased globalization of the seafaring 
sector over the past four decades, ships have 
become multinational workplaces, with workers 
from different regions and nationalities. The 
shipboard workplace is an isolated, mobile 
unit, mostly distant from shore-based union 
structures. That is, unlike a factory, where resident 
union representatives organize workers, there are 
generally no such on-site union structures at sea. 
Also the combination of increasingly voyage-
based, temporary employment contracts and the 
multinational composition of the crew mean that 
no single union has any direct influence at the 
workplace. 
From a situation where the majority of seafarers 
were supplied by a handful of established (mainly 
European) maritime nations, new (cheaper) 
suppliers such as the Philippines, Indonesia 
and India rapidly became dominant sources 
of seafarers. As a result, by the mid-2000s the 
OECD group of countries in total supplied only 
25 percent of the total number of seafarers while 
Asia, including the Indian Sub-continent, supplied 
44 percent. Secondly, since collective bargaining 
agreements are normally negotiated with trade 
unions of the flag-State, the ship owners were 
able to escape pressure from the much stronger 
unions in established maritime countries in the 
North by recruiting more seafarers from the new 
labor supply countries of the South.

NAUTILUS INTERNATIONAL: A 
UNIQUE CROSS-BORDER MERGER
It is a product of a unique cross-border union 
merger initially between the FWZ of Netherlands 
and the UK’s NUMAST in May 2009 .The reason 
behind this merger was to become a localized and 
functional response to the decline experienced 

by the two unions in terms of membership and 
associated financial and political influence. They 
wanted to create an instrument that can act as 
a larger, stronger and more influential entity 
with capacity to provide a voice for maritime 
professionals nationally and internationally. 

CONCLUSION
In examining union renewal, many experts have 
suggested that cross-border union mergers 
should be widely practiced considering the 
environment in which labor operates currently. 
There are a number of impediments for unions 
in establishing such bonds across borders but 
this is the need of the hour. There are different 
national labor segments which compete for job 
opportunities and fight over ‘stolen jobs’. Also, 
this situation is not unique to shipping. It can be 
seen that workers in other sectors where global 
competition is flourishing (such as finance and IT) 
are also keenly aware of their own vulnerability. 
Trade unions will have to consider more of such 
models such as e-unions depending upon the 
industry and the type of workers involved.

 

Vikas Kumar, FMS, DU
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From personnel management to human resource 
management, we have come a long way and 
rightly so! In an era where everything right 
from processes to plant and equipment can be 
imitated, the only real valuable and inimitable 
resource left with an organisation is its people. 
Most of the knowledge contained in the human 
brain is undocumented and tacit. With the advent 
of technology, enormous efforts are being made 
to convert this tacit knowledge into explicit 
knowledge, but there is only so much that can 
be recorded and safeguarded. Human brains are 
a vast store house of information, the only real 
competitive advantage a company can possess. 
Thus the focus is shifting rightly back to where it 
should have always been.

Today, the World Economy and markets are 
different from what it were a few decades ago. A 
study conducted by the “Business International 
Corporation” has found out the reasons over a 
period of time that led to the focus being shifted 
from machine to man.

The study has found the emergence of four main 
factors that define the focus and emphasis of 
all successful organisations on human resource 
management – 

Market changes

Demographic changes

Social changes

Management changes

With the liberalisation and opening up of 
economies, markets have become much 
more complex than what they were. National 
boundaries are thinning and organisations are 
using economies of scale to conquer foreign 
markets. Mergers and acquisitions are the order 
of the day, availability of cheap labour and 
technology in some geographies call for the new 
age of managers – the global manager. A survey 
conducted by the society of human resource 
management has shown that the international 
management positions are the most difficult to 
fill. There is a greater need for multicultural skills 
to work in an international team. And this is only 
going to increase in the future as the transnational 
boundaries keep getting dimmer and dimmer. 
Most of the mergers and JVs fail not due to lack 

Bringing Back the Focus to 
where it should have been, 

always!
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of synergies between the physical resources, but 
due to lack of synergy and conflicts of interest  
between the people of the two concerned 
organisations. 

The next factor is the Demographic Change. 
A study 
conducted by 
the society 
of human 
resources has 
revealed that 
money is not the 
only motivating 
factor that 
keeps your 
w o r k f o r c e 
ticking. Money 
acts as a 
motivation only for those people who work on 
mechanistic jobs. For them, a raise or an incentive 
works as the best motivating factor to increase 
their productivity. But, for jobs which require even 
an iota of mental capability, money is not the best 
of the motivators. Theory says that in this case, 
money acts as a hygiene factor, absence of which 
can cause dissatisfaction, but the abundance of 
which may not increase satisfaction. Also many 
other demographic changes have taken place at 
the turn of the century. What motivates women 
does not necessarily motivate men. Women have 
been seen to be motivated more by the work 
culture and a fostering atmosphere at workplace 
rather than monetary benefits. Also, every 
organisation has age diversity in abundance. 
What appeals to an entry level employee will 
not be so to someone who is at the brink of their 
retirement. ESOPs are a good way to encourage a 
new employee, but might not work for someone 
who is about to retire. Cash schemes might work 
better for them. All these factors also lead us to the 
role that strategic human resource management 
plays in today’s world.

Some social changes need to be taken into 
account when revising the role of the human 
resources. Trade unions and legislations have 
drastically changed since the 1980s. The 
employee-employer relationship today is more 

reliant on mutual 
cooperation, respect 
and loyalty. Role of 
trade unions have 
been diminishing 
and is expected to 
get even weaker 
in the future. The 
human resource 
departments are 
taking up the roles 
that traditionally 
Trade Unions were 
meant to deal 

with. Most companies today have a grievance 
redressal system. Some of the organisations have 
even gone ahead and appointed counsellors and 
psychologists for their employees’ welfare. 

Last but not the least is the changing role of 
management over the period of time. It is 
being said that decisions will become more 
decentralised in the near future, as lower levels 
of organisation are gaining more authority. 
Autonomy at every level is becoming more 
critical than ever as job enrichment is gaining 
precedence over job enlargement. People want 
to be held accountable for the work they do, they 
want to have a greater say in the functioning 
of the company. Thus, the role of HR has to be 
revised to accommodate the new challenges.
 

Priya Jain. IIM Indore
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Conco c tion

INTRODUCTION
Hindustan Unilever chairman, Mr. Harish 
Manwani has rightly identified the kind of 
world we are living in. The VUCA world which 
describes volatility, uncertainty, complexity and 
ambiguity. But why should VUCA be looked upon 
as problems or challenges? Instead they must 
be looked upon as opportunities to navigate or 
leverage the resources we have today. The same 
VUCA could be dealt with vision, understanding, 
clarity and agility. With this aspect in view, what is 
the relevance of innovation in any business? Can 
we extend and insert the feather of innovation 
into the culture of an organization and reap the 
benefits as never before? Innovation is a key tool 
that differentiates one company from another and 
gives a competitive edge over others. To do so, 
there are a few prominent and prevailing myths 
about innovation which have to be shattered.

MYTHS ABOUT INNOVATION
MYTH1:
Innovation is done by others: Stop believing 
in the myth that innovation is done by others. 
For example: In Research and Development, 
innovation should become everyone’s job. Ex: 
S-Oil, one of the four oil companies in South 
Korea has taken an initiative to save oil by not 
letting the car passengers to wander around in 
search of parking place through “here balloons 
campaign”. This is an inspirational and a splendid 
example to show that innovation can be done by 

anyone and everyone.
 
MYTH2:
Innovation requires resources: Many people 
argue that they don’t have the adequate 
resources required for innovation. But, in reality 
it’s not required. Ex: In Japan a group of people 
have actually used soda bottles to fill in water 
and bleaching powder and fixed them on the 
rooftop which acts as a natural light. This reduced 
the electricity bill of the rural people at large. 
Innovation is about how we use resources that 
are available and make the most out of them. 
Innovation is not about resources, but it’s about 
resourcefulness.
 

MYTH3:
Innovation is a eureka moment: The end result 
might be a vital breakthrough for an organization 
in case of successful implementation of the idea 
and its expected outcome. However, innovation 
is a process which goes through a transition 
period. Why only speak of many success stories, 
there are a thousand more failure stories. Nobody 
wins the first time around. Innovation is a series 
of iterations or a series of experiments. We must 
learn from everything and keep proceeding to 
reach our goal.

MYTH4:
Innovation is about the product: Innovation does 
not have to be always from the perspective of 
a product or a service. It could be anything; the 
various processes involved in the production or 
the way you do the business.

MYTH5:
Innovation is about being creative: Yes, to a 

INNOVATION AS 
CULTURE
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certain extent creativity fosters innovation but, 
in today’s world it’s about co-creation. Though 
sometimes we might have a bright idea and the 
company is unwilling to accept it, it’s difficult to 
convince them. In such situations, a collective 
solution should be created.

What can be done to make innovation the way of 
life or a culture in an organization?

Alignment: 
The alignment between senior management 
and employees at the ground level is completely 
missing in many organizations. The way both 
of them look at the business differs a lot. Vision 
helps to solve this problem but, largely depends 
on how you implement it. Everyone in the 
organization should not just be focussed on one 
strategic direction but, rather they must be also 
told why they have to move in that direction. 
That will give them the true essence of intimacy 
that they can develop with the organization. 
This helps in building the alignment. This shall 
let all the employees go beyond the hurdles and 
achieve the goals of the organization. This type of 
alignment fosters innovation.

Platform to voice out:
Every organization must create some sort of a 
platform where all the employee can be free to 
voice out their thoughts and opinions on any 
issue pertaining to the business. This helps not 
just in sharing of knowledge but, even improves 
the thinking of the group as a whole. 

Inclusion:
Can we include people in positions of 
importance? Ex: Asian paints every year brings 
together all their sales executives where they 
discuss what should be that one important thing 
that they should focus on in the coming fiscal. It 
could be anything; customer centricity, product 
development, etc. For this, they do a research on 
various companies on how they are doing it.

Leverage what we are good at:
Simple tests like strengths finder assessment 
help a lot. They help you understand yourself 
better as to what you are naturally good at. 
The organization must synergise everybody’s 
strengths together. Playing to the strengths will 
really add value and cultivate innovation.

Measuring the right things:
Most organizations are skewed in measuring 
points, efficiency, etc. Innovation can’t be 
measured the way profit or efficiency is measured. 
Focus must be on whether something new is 
being learnt or not, is there some improvement 
that is happening. It’s not about whether the 
implementation of a new idea is working or not 
because some things will move quickly and some 
things will move slowly. Generally what you 
measure is what gets rewarded, especially when 
it comes to innovation. If you are measuring on 
parameters such as, are there any new things 
that they have done, is there any progress in the 
project or is there something else that needs to 
be done, such measurement criteria will really 
be helpful but, if the metrics include points like 
when this project will be done, when will the first 
prototype be out, etc. it doesn’t really work.

ANURAG V R,BHARATHIDASAN INSTITUTE OF MANAGEMENT
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Are you bright and hardworking? Do you think 
you have leadership qualities, are strategic, 
results oriented and a good team player? 
Then Mahindra Group Management Cadre 
(GMC) program would be the right platform to 
kick – start your career. Mahindra recognizes 
its employees across various domains 
with numerous awards, some of which are 
mentioned below:

 Rise Award
Mahindra rewards its employees with the 
Rise Awards as a token of appreciation for 
their contribution to the organization. These 
awards are given under various categories like 
Accepting No Limits, Alternative Thinking and 
Driving Positive Change, which are apparently 
the Rise. Strategies of Mahindra.

 The Excellerator Award
The Excellerator award is an R&D recognition 
award given for innovation, low cost design 
concepts, lean manufacturing implementation, 
etc.

In this section, we bring to you the various HR practices followed by organizations from all around 
the world. This time around we analyze the Indian conglomerate, Mahindra which received many 
awards for its innovative strategies in Human Resource Management and Development. Mahindra 
employs more than 1,80,000 employees in over 100 countries and has always been known for its HR 
practices.

RECOGNITION

The Mahindra Group 

When you join Mahindra as a Management 
Trainee in one of its businesses, you would 
rotate through three or four sectors to gain in-
depth and broad knowledge across industries, 
regions and countries. 

The Group Management Cadre (GMC) program 
is a very challenging program that grooms high 
potential managers for leadership positions 
in 12 – 15 years. You will gain experience in 
sectors like real estate and engineering, IT 
and hospitality, automotive manufacturing 
and finance. You will be able to integrate your 
learning to create more informed and more 
creative business decisions and plans.

LEARNING
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Mahindra often rewards its employees with personalized appreciation cards called the RISE Smiley 
Cards. They also have Spot Awards to boost on-the-spot recognition spirit for the employees.

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

Employee Personal Development Plan (EDP)
The Employee Personal Development Plan 
delivers a snapshot of the employee’s past 
and current performance and future potential. 
These EDPs are continuously reviewed by 
Talent Councils to match capabilities with 
opportunities.

Shadow Boards
Shadow boards are groups of young people 
who are brought together and given the 
opportunity to look at problems that, in the 
normal course of events, they would have 
looked at only after reaching very senior 
positions. So the group gets the advantage of 
engaging young talent, giving that talent the 
opportunity to tackle the problems they would 
not have touched for years to come and getting 
the advantage of lateral thinking. 

Master Class (Executive Vipassana)
Mahindra is one of the first companies in India 
to introduce the concept of Master Class for 
leadership training and development. This is a 
program where people detach from their daily 
routines to generate and exchange stimulating 
ideas with tutors and other partakers in order 
to develop new approaches and insights into 
leadership.

TALENT

MANAGEMENT

 Professionalism
The Mahindra group has always aimed to seek 
the best people for the job and give them the 
freedom and the opportunity to grow. It aims 
to support innovation and well-reasoned risk 
taking, but will demand performance.
 
 Good corporate citizenship
The company will continue to seek long-term 
success, which is in alignment with the needs 
of the countries it serves.

 Customer first
Mahindra believes that it exists and prospers 
only because of the customer.  It promises 
to respond to the changing needs and 
expectations of its customers speedily, 
courteously and effectively.
 
 Quality focus
Mahindra considers quality as the key to 
delivering value for money to its customers.  So 
it focusses on making quality a driving value in 
its work, in its products and in its interactions 
with others.  Mahindra believes in doing it ‘First 
Time Right.’
   
 Dignity of the individual
The group values individual dignity, upholds the 
right to express disagreement and respects the 
time and efforts of others.  Through its actions, 
it nurtures fairness, trust, and transparency.

CORE
VALUES
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Every team has its own weaknesses and strengths. 
No team is perfect. But the utilization of the available 
resources to the best is what every team should focus 
upon. Thus, diversity in a team can be a strength or 
a weakness. It all depends on the members of the 
team and how they deal with the challenges they 
face.

Learning is fun if it happens through games. With 
the same purpose in mind, the HR club of IIM 
Shillong has been conducting Winner Takes it All, an 
intra –college games event every year. March 2014 
witnessed the third edition of Winner Takes it All (v 
3.0). The event consisted of three rounds of games in 
which different facets of management and human 
resources were experienced by the teams. 

Qualities like trust building, teamwork, collaboration, 
execution of strategies and proper communication 
were put to test during the games. The enthusiasm 
shown by the participants and the onlookers added 
to the excitement of the games. 

At the end of three rounds, the winner was decided 
by calculating the cumulative scores of all the 
rounds. The winning team was ‘Team Battle Scions’ 
whose members were Akanksha Gupta, Bikramjit 
Rattu, Heena Motwani and Nimish Ambokar. They 
were awarded with e-certificates and a cash prize of 
Rs. 2000. Apart from this, the winners of each round 
were given attractive gifts. 

As the event drew to a close, Team usHR signed off 
with a promise to come back with more exciting and 
fun-filled games in the future too!

Winner Takes it All V 3.0
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Contest

Contest With the Best

Inter-rogatio..!
Use all your THINKING HATS to answer the questions given 

below. 

Last date for sending the answers for Contest:  May 15th, 2014
Email ID: hrclub.iims@gmail.com 
Subject of the email: TogetHRContest16_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 winning entry will be published in the next issue
A prize money of Rs. 500 and a Certificate of Appreciation will be awarded to the winning entry
For any queries visit our Facebook page- ‘usHR- HR club of IIM Shillong’ or drop a mail at hrclub.        

 iims@gmail.com

Given below are three interview questions. Choose one among these and send 
us your answer not exceeding 200 words.

> You will report to me if you are selected. Will you become a threat to my job 
someday?
> Will you give us your facebook pasword- if yes why, if no, why?
> If you had to choose between your girl/boyfriend and this job what will you 
do?

Contest Rules:
1. The answers must be convincing and sensible enough depicting a real interview 
scenario
2. Answers need not reflect your personal life
3. The participants must consider themselves to be in a situation where the scenario 
and the question are applicable to them
4. Implicit aspects are to be assumed- eg: the company is looking to employ you in the 
long term, you are interested in securing the job etc.
5. If you are making any other relevant assumptions, write them down at the beginning 
of the answer
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Contest

Announcement of Results
The prize for “Article of the Issue” has been awarded to Chathurya P from LIBA 
Chennai  for her Article “Managerial Implications of Changing Workforce Dy-
namics”.  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  Valentine’s day Special Feb 2014 Issue 
has been awarded to Hansneet Kalra from IIM Lucknow. She is awarded with 
a cash prize of INR 500 and a Certificate of Appreciation

Last Contest Answers: 

Answers  for  the Quiz:

1. Shadow Boards
2. Hispanic Association on Corporate Responsibility (HACR) Corporate Inclusion  
 Index
3. STACK RANKING
4. PROJECT OXYGEN
5. BuyBack
6. Blind Ads
7. Russi Mody
8. PiLab
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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 May 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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