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Dear Readers,

We are glad to present to you the July-August 2014 issue of TogetHR! The academic 
year must be heating up in campuses around the country with 1st years getting into 
the thick of things and 2nd years fine tuning their profiles for the fast approaching 
placement season. And here we are back with yet another collection of insightful 
articles and other exciting sections!

The Cover Story of the issue ‘Organisational Culture and its Importance’ reiterates 
the irreplaceable importance of culture in enabling an organisation to succeed and 
sustain its position in a competitive environment.

The Concoction section brings to you a varied mix of articles covering the latest 
trends and issues related to industrial relations and other common HRM aspects like 
performance management and change management. ‘The Challenge of Change’ 
narrates the ways for a manager to tackle the increasingly challenging issues of 
the modern business environment. The article ‘Practicalities of the link between 
Industrial Relations & Performance Management’ stands true to its title and 
holistically covers the various dimensions of the problem. ‘Holacracy- The Hot 
Management Trend of 2014’, an article with apt illustrations, breaks down the totally 
fresh topic of Holocracy, that has taken the world by storm. ‘Social Media-Reshaping 
Employee Procurement Practices’ talks about the growing practice of social media 
based recruiting and present the advantages and pitfalls present in the process. Finally, 
the Article of the Issue, ‘Total Rewards’ talks about the concept of total rewards in 
substantial detail explaining the what, why and how of it.

In the Conflux section, we have an interaction with Mr. Arup Gupta, Sr. VP HR – Head 
OE, PMS & Rewards of Reliance Communications. A person with an illustrious career 
spanning 28+ years, he shares with us his thoughts on the ever-changing field of 
Human Resources and the new challenges present in the modern era.

In the Corporate Nuggets section, we take a look at the HR policies of Infosys, the 
Indian software giant, with focus on its well-known training programmes and other 
aspects like the recognition policies and performance management systems.

The Campus Buzz section brings to you a report on ‘IIM Shillong Adda’, the latest 
initiative by the HR Club of IIM Shillong aimed at promoting healthy discussions among 
the students of the institute and aid their overall personal development. We have a mini-
case challenge in the ‘Contest with the Best’ section of this issue! The best response 
will 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 constant 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) How has the HR function changed from the 
time when you started your career to now? 

For a long time, HR is evolving as a management 
function.  From Frederick Taylor to Fuyol we have 
moved on to competencies, leadership and 
employee engagement. So, a lot of innovation 
has been happened. During the days when I 
joined an organization, the function was called 
Personnel Management and Industrial Relations. 
First job starts with the time office. It is a place 
where records of employees are kept. To be a 
good HR Manager one had to abreast with such 
issues, labor laws etc. 

Today, Human Resources has become a strategic 
partner of business. We are in the knowledge 
economy but one has to be creative, innovative 
and should know how to utilize the knowledge. 
Any strategic intent, if it has to be actualized into a 
business feature requires employees’ intellectual 
capital to align and to drive it much more. This is 

how HR has transformed.

2) Can you share with us some challenging 
situations that you faced during your illustrious 
career and how you managed them?

Mr. Arup Gupta
Sr. VP HR  Head OE,PMS & Rewards at 
Reliance Communications

Any manager from wherever he works tries to 
solve challenges on the basis of his ideas but 
it also depends on how the situation is being 
perceived.

In early 1990s, when I was with Rashtriya 
Chemicals & Fertilizers, we had to move out of 
the corporate office because it was expanding. 
We were very comfortably placed over there as 
every senior executive was in close vicinity which 
made the issue handling process faster. We 
were upset about leaving the corporate office, 
but later we realized that the place we were 
moving to, was going to be closer to the people 
to whom we will be actually offering services. 
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Conflux

“It is more important to be a 
good people’s person, than be a 

good HR” 

And then immediately the problem becomes an 
opportunity.

When we started the newspaper DNA in Mumbai, 
30th July was the date we decided to launch the 

newspaper. But few days before the launch i.e. 
on 26th July there were heavy rains in Mumbai; 
our presses were not yet commissioned. We 
all knew that the situation demanded the 
dedicated 24*7 hours of work by the employees 
to meet the deadline. How to convince them 
for it was a major challenge for us because all of 
them were at different levels such as workman, 
editors, journalists etc. We created the sense of 
ownership in them which ultimately helped us in 
meeting the deadlines.

3) Many business leaders have recently talked 
about a future where employees have more 
leisure and shorter work weeks. What is your take 
on this?

 Many countries have talked about reducing the 
working week to 4 days or so. Probably it is the 
right thing for them. India is still struggling to get 
a stable GDP. Definitely people require time but 
more important is the quality of that particular 
time.

We are at the lowest productivity level because 
our conversion of input to output is less, the 
efficiency parameters are low. China’s cost per 
product is low and if India has to beat China, 
it has to be more productive. In short, it is not 
advisable for the country like India to reduce the 
working days/working hours in a week.

4) How can companies leverage HR as an active 
partner in business?

I don’t see HR as something different from the 
company. HR is there because the company is 
there and vice versa. People of the organizations 
can be managed by the line managers as well. 
HR is absolutely not required for managing 
them. What is required is that each line manager 
taking ownership and keeping the employees 
engaged, empowered and enabled. HR manager 
forms the policies for the line manager which 
allows the organization to work in a proficient 
manner. Role of the HR team is to empower the 
line manager.

5) Your advice to students stepping into the HR 
domain?

 First, the candidate has to be clear why he/
she wants to take up HR as a career .Secondly, 
there should be a passion for the subject. If you 
are passionate then whether you study HR or 
Marketing it doesn’t matter. It is more important 
to be a good people’s person, than be a good 
HR.
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It’s a simple fact of life that change is all around 
us. If there’s one thing we can count on, it’s that 
whatever business environment we’re living in 
today will be different tomorrow—sometimes in 
small ways, but often in significant ways.

Because the business environment is constantly 
changing, managers are increasingly expected 
not only to foresee these new conditions well in 
advance of their arrival but also to deal with them 
effectively when they arrive.

Change puts a lot of weighty expectations— 
and pressure—on those in charge. To survive, 
organizations can’t ignore change and they 
cannot fight it. To survive—indeed, to thrive—
organizations must anticipate change, prepare 
for it, and embrace it when it arrives.

And guess whose job it is to anticipate change, 
prepare for it, and embrace it?  The Manager. 

THE FOUR PHASES OF DEALING WITH CHANGE

Change happens—there’s nothing we can do 
to stop it or slow it down. Change will come no 
matter what we do. Everyone deals with change 
in his or her own unique way, but most people go 
through these four major phases when they are 
first confronted with change:

 Deny change
Resist change
Explore change
Accept change

DEALING WITH CHANGE AT THE MICRO LEVEL

While as a manager, our job is to keep an eye out 
for long-term changes looming on the horizon, it’s 
the short-term, day-to-day changes that threaten 
to take the heaviest toll on our overall health and 
wellbeing— both physical and mental.

Plans change at a moment’s notice, meetings 
get rescheduled, new products rollouts are 
accelerated—or slowed down—budgets get 
slashed, and employees quit and are gone. If 
there’s one thing we can count on in business 
today, it’s that tomorrow everything will be 
different.

Despite this, most managers seem to spend their 
entire careers trying to fight change. We can only 
ask this simple question: Why? 

Without change, organizations would not 
progress, they would not have an opportunity to 
serve new customers and take advantage of new 

THE CHALLENGE OF CHANGE
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markets, and employees would not be able to 
move forward in their careers. Change allows all 
this and much more. 

WHEN CHANGE BECOMES CRISIS
Change can be a very subtle but powerful force. 
Change in business occurs at a pace that is almost 
imperceptible to those who experience it. 

But there is another kind of change—crisis—that 
happens all of a sudden, is often unpredictable, 
and has the greatest chance of throwing your 
organization’s best-laid plans into disarray and 
your employees into a state of frenzy.

A sales manager, who has perhaps been spending 
a little too much time on the golf course and not 
enough time keeping an eye on his staff, doesn’t 
notice that one of his salespeople has begun to 
insult and berate some of the company’s best 
and most loyal customers. This situation does not 
become apparent until one called into the CEO’s 
office to explain why they have threatened to 
take their business elsewhere.

Whatever the source or the nature of the crisis—
whether it is avoidable or not—the fact is that 

as a manager, one will be expected to deal with 
it. This means being flexible, being smart, and 
working hard. 

This is no time to start a three-day weekend, to let 
everyone go home early, or to put off a meeting 
to deal with the crisis until next week. It’s time to 
roll up your sleeves and get to work—now!

If you ignore problems that seem insignificant 
today, they can blossom into the mother of 
all crises literally overnight. Keep a close eye 
on what’s going on in your organization, your 
industry, and your overall business environment. 
If you have unhappy employees, persistent 
manufacturing f laws, complaining customers, or 
changes in your industry that threaten to drive 
clients to new products and suppliers, then it’s in 
your interest to deal with issues like these as they 
arise and not wait until they become full-blown 
crises.

SEVEN WARNING SIGNS THAT WE’RE FIGHTING CHANGE

Unfortunately, while you may think you’re pretty 
open to change and perhaps even welcoming its 
arrival, you may be deep down inside a change 
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fighter. If you’re not sure which side of the fence 
you’re on then be sure to be on the lookout 
for these seven Warning Signs of resistance to 
change:

W.S. 1: You’re playing a new game with the old  
rules. 
W.S 2: You’re avoiding new assignments. 
W.S 3: You’re gumming up the works. 
W.S 4: You’re attempting to control the  
uncontrollable.
W.S 5: You’ve become a victim of change. 
W.S 6: You’re waiting for someone else to step up  
to the plate. 
W.S 7: You’ve become paralyzed. 

What can we do when we find that we are 
exhibiting one or more of these seven warning 
signs of resistance to change? Here are some 
ideas for how to do that:
• Embrace the change. 
• Be flexible.
• Be a model.
• Focus. 

• Recognize and reward. 

Learn to embrace change and to become a 
change leader. Our organization will thrive as a 
result, and our employees will become part of a 

vital workplace that is really getting things done. 
The result is bound to be good for the bottom line 
and for our own career—two outcomes that any 
manager would welcome any day of the week.

HELPING EMPLOYEES DEAL WITH CHANGE

As a manager, we are in the best position to help 
our employees’ weather the changes that they 
experience on the job or elsewhere. Here are a 
number of ways to do just that:
• Be interested in your employees. 
• Listen. 
• Seek feedback. 
• Explain the potential for change. 
• Don’t sugarcoat the truth. 
• Get employees involved. 
• Keep the vision alive. 

Mrs. KHUSHBU DOSHI, M.H. Gardi School of Management
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Total Rewards: Strategy, Challenges 
and Optimization

Introduction 
The realities of business in today’s world are 
changing faster than ever. In this evolving 
landscape of emerging economies such 
as India, the most critical challenge faced 
today by HR professionals across industries 
is attracting, motivating and retaining talent. 
Many organizations have used ‘Total Rewards’ as 
a strategy to combat the talent outflow.  ‘Total 
Rewards’ as a concept has evolved over a period 
of time. 

The most fundamental definition of Total 
Rewards is: it is a rewards system which includes 
both monetary and non-monetary components, 
but in its modern avatar, Total Rewards is 
better understood as a bouquet comprising of 
Compensation, Employee Benefits, Work Life 
Balance, Career Development and Performance 
and Recognition. Several researches indicate 
a strong and visible impact of an effective ‘Total 
Rewards Strategy (TRS)’ on enhancing employee 
engagement leading to better business 

performance and results.

Challenges
 
The criticality of TRS makes it imperative for 
organizations to become flawless in this regard. 
But how many organizations really do that? A 2012 
Aon Hewitt study points out that organizations 
leading in effective implementation of Total 
Rewards invest 20% more time and effort than 
others in implementing TRS. The top challenges 
that organizations face in making TRS effective 
are:
 

Alignment with organizational and talent 
strategy
Affordability of the initiatives
Communicating the nature and value of TRS 
to all stakeholders
Mapping of TRS to external business 
environment

Let us look at these challenges in the context 
of the constituents of TRS i.e., Compensation, 
Employee Benefits, Work Life Balance, Career 
Development and Performance and Recognition. 
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Each challenge is a result of limitations in one or 
more constituent parts.

In reference to Alignment, the critical questions 
that need to be answered by the HR are: If the 
organization’s business strategy is to achieve 
operational excellence or top rated customer 
service, then, is there a coherence of rewards and 
recognition to furthering of these objectives? 

Does the performance management system 
capture the results obtained by employees 
in achieving the set standards of operational 
excellence? And, is the executive compensation 
structure and long term incentive scheme 
aligned to performance? To retain top talent by 
using growth opportunities and development as 
a talent strategy, the HR needs to strengthen job 

rotation and succession planning with a focus on 
skill enhancement. Are these aspects factored 
in the career development framework of the 
organization?

Affordability is the fundamental concern for any 
strategy execution; will the top line growth of the 
organization be able to sustain the cost incurred 
for an attractive benefits or work life balance 
program? What is the financial capacity of the 
organization to use compensation or monetary 
incentives as a pull factor for employees?

Communication is the make or break point for 

success of TRS. Does the organization give out 
a clear message on its intent to create value for 
its employees through benefits programs? Or, 
is there a culture where open discussions about 
performance and pay related practices can take 
place with employees having a say in the setting 
of goals and monitoring of performance? Are the 
employees involved?

External business environment influences the 
employees more than any other factor. Is the 
organization capturing the latest trends in the 
rewards space, i.e., to know what the leading 
companies are doing and look at the feasibility of 
those initiatives in the organizational context? Is 
the organization still focused on a ‘one size fits all’ 
approach while the others are shifting towards 
customization and personalization of rewards?

So, as we understand the challenges clearly, the 
immediate question is, where do we go from 
here? Thankfully, we have an answer, and it is 
called Total Rewards Optimization

Total Rewards Optimization

Many organizations have already taken the lead 
in addressing these challenges and are investing 
effort and money in ensuring that TRS plays a 
significant role in creating the employee value 
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proposition. ‘Total Rewards Optimization (TRO)’ 
addresses the challenges highlighted above in 
more ways than one. 

What?

TRO helps the organizations to capture the 
subjective preference of different segments 
of employees with respect to different reward 
components and recommends an optimal 
financial allocation to each component to create 
the maximum perceived value among the 
employees with a view to enhance performance 
and expected behavior on the job. 

How?
 

TRO is based on consumer research techniques 
and uses conjoint analysis to make employees 
tradeoff between different reward components 
amid budget constraints to indicate preferences 
and ensure financial optimization. Aon Hewitt 
boasts of an online tool which showcases the 
entire process. This tool can be accessed at http://
www.totalrewardsdemo.com

Outcome?

The outcome is reflected in the way the challenges 
are mitigated by TRO. 

The participation of employees in 
deciding the relevance of rewards ensures 
that the rewards package is aligned with 

the aspirations of the employees. For instance, a 
slightly higher budget allocation to training and 
development with a view on career development 
can raise the perceived value of rewards by 
several notches. 

An organization can safely eliminate 
lowest value rewards which the employees 
do not consider as significant, hence, 

affordability can be maintained by bringing 
down the overall rewards budget 

Better communication and awareness 
of the total rewards program as a direct 
consequence of involvement of the 

employees in the process of determining reward 
components

In this era of digital connect across 
organizations, the employee choices 
are based on what they see happening 

around them. Therefore, the choices reflect the 
impact of external business environment and are 
customized for different segments of employees 
analyzed based on the demographics. 

Putting things into perspective, it is prudent 
to look at Total Rewards Optimization not as 
a utopian solution to all the challenges, but 
a definite way to mitigate the challenges in 
strategizing and implementing a Total Rewards 
program. The success of TRS has now become a 
necessity for attracting, retaining and motivating 
talent in the organization and till the HR 
community finds a new and better strategy, Total 
Rewards is here to stay!

Karan Shorey, XIMB
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Organizational culture is a set of belief and prac-
tices followed by all the employees of an organi-
zation. The culture gets reflected in the actions 
of the employees. Since a lot of time is generally 
spent in the workplace by the employees, the im-
portance of organizational culture is very high. 

Nowadays, developing and maintaining an or-
ganizational culture that is in accordance with 
the organizational objectives is an approach ad-
opted by many organizations. For example, some 
companies encourage teamwork whereas some 
promote individual working style. There are ex-
amples of companies like South West Airlines, 
which encourage risk taking and self-dependent 
behavior. 

This is done by not punishing the employees for 
the mistakes done while taking risks. Further, 
such encouragement has also resulted in best 
of services delivered by the company. On other 
hand, we have the example of Kingfisher Airlines 
which avoided transparency and concentrated 
the power of decision making in the top manage-
ment. 

We can see how the organizational culture re-
flected in the performance of these companies.

To cultivate the desired culture, support is re-
quired from all the employees. And for this to 
happen it is important that the importance of the 
desired culture is communicated to all the em-
ployees, so that they may imbibe it in their day to 
day activities.

It is said that an employee doesn’t leave the com-
pany but it’s the company that leaves its employ-
ees. Having an appealing organizational culture 
also helps to attract and retain the best of talent 
which gives a competitive advantage in the long 
run. Further, it generates a willingness among the 
employees to go the extra mile and work towards 
the betterment of the organization.

Organizational culture is like the bond that joins 
the employees. There are several ways which en-
courages certain traits of culture:

 The basis for performance assessment- It 
motivates/demotivates certain types of behavior 
in the organization: the variable pay 

 The top management might appreciate 
certain types of behavior and discourage others- 
they play a major role in building the culture of 
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the organization

 Through different means of communica-
tion between the employer and the employee

During the economic downturn, the pilots of 
Southwest Airlines initiated talks according to 
which they were ready to sacrifice their salary for 
the upcoming bad times. This was supported by 
the top HR who sacrificed her salary as well. Such 
actions send a strong message about the culture 
of an organization. 

Further, employee referrals are majorly based on 
the culture of the organization. It becomes easy 
for a company to attract top talent in this manner. 

Moreover, there are times when even if the com-
pany offers a high salary and growth opportuni-
ties, it fails to retain the top talent because of the 
existing culture.

Why should an organization focus on its culture?
There are several reasons which encourages any 
organization to concentrate and give due impor-
tance to its culture. Some can be as follows:

 The organizational culture pays off in the 
long term. In case the organization is a service 
company then it becomes mandatory to treat the 
culture as a center of attention. This is so because 

the culture gets reflected in the actions of the 
employees when they interact with the custom-
ers.

 Nowadays the norm is to keep employees 
at the center rather than customers. This is so be-
cause if your employees are happy and satisfied 
the same gets transferred to the customers.

 It is said that it is easy to get customers 
but difficult to gain their loyalty. Same goes with 
the employees of an organization. It is easy to at-
tract good employees but difficult to retain them.

 It is expected that maintaining a good 
culture will soon become a hygiene factor rather 
than a motivating factor. The tough competition 
will force the organizations to have a good cul-
ture.

 In case of merger and acquisitions, the 
culture of the organization makes it easy or tough 
for two different workforces to collaborate and 
work for the same cause and in the same direc-
tion.

 Culture can help to increase the produc-
tivity of the employees. 

More than promoting a culture, it is difficult to 
change a culture once it gets established. The shift 
is a very distant dream to achieve in most cases. 
This is because sometimes, the older workforce 
resists the change and until and unless there is 
clear communication about the actual cause for 
the shift, it can go against the company as people 
remain confused. So the company should start 
focusing on its culture from day one. 

To conclude, an organization should not neglect 
the power of culture and what it may do to its em-
ployees. To make the best of this intangible moti-
vator, an employer should try to align its culture 
with its strategy to achieve its vision and mission.
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by Evan Williams, the founder of Twitter. 

The essential principles of Holacracy are: 

Distinction between Roles and People: In 
holacracy, a role is defined without any reference 
to people. Employees can take up multiple 
roles within the circles and there is no hierarchy 

within them. People “energize” the roles 
based upon their potential and capabilities. 

Formation of Circles: There are self-organizing 

The Hot Management Trend 
of 2014

"Holacracy”
Alright, it’s 2014 and the buzzword in the 
management world of HR is here: the Hot-
Management Trend called “Holacracy”. 
According to the universally accepted 
definition, “Holacracy” is a social technology 
or system of organizational governance in 
which authority and decision-making are 
distributed throughout a fractal holarchy of self-
organizing teams rather than being vested at 
the top of a hierarchy (Article: Holacracy, 2014). 

It is a system of “self-governance” where 
there are no job titles and no managers, 
and power is distributed more evenly. It 
consists of “circles” and employees can 
take up multiple roles within those circles. 
Recently in 2013, Zappos, declared that the 
company will replace the internal structure 
of the organization with Holacracy which will 
lead to empowerment of employees to be 
entrepreneurs in their multiple roles, without 

compromising on the goals to be achieved. 

The company is of the view that it will lead to 
better transparency, more accountability, and 
increased responsibility in the self-governing 
units or circles. Zappos, which has 1,500 
employees, will be the largest company as of 
date to implement Holacracy (Groth, 2013). 
Another company which has adopted Holacracy 
is Medium, a publishing platform created 
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circles, and not self-directed circles in Holacracy. 
Each circle can have a sub-circle, which is watched 
over by the main circle.  These circles elect their 
own members to fill roles, and take responsibility 
and accountability for carrying out the work in 

order to achieve the required objectives. 

Governance Process: Each circle has a 
governance process where they create their own 
rules, roles, and policies. These circles can change 
the rules and policies as per their requirements 
after taking inputs from all the members. It is 
also referred to as “integrative decision-making”. 

Distribution of Power: Power and 
authority is distributed among all the team 

members. With distributed authority comes 
distributed accountability and distributed 
leadership. This leads to faster decisions 
by engaged and autonomous employees. 

In order to fully understand this new term 
in management, let us look at an analogy 
between the Indian Government and Holacracy:

The Indian Government has a 
Constitution. And so does Holacracy. 
Brian Robertson, the founder of the 

Holacracy system, developed the Holacracy 

Constitution in 2010, which lays out the core 
principles and practices of the system, and 
has supported companies in adopting it.

The Indian Government has a set of laws 
which are amended as per the governance 

requirements. Holacracy follows the same method 
of changing and/or creating “laws” i.e. the rules, 
or the policies in order to manage the company. 

Just like the Indian Government which 
has some regulatory bodies such 
as the Supreme Court, the Military, 

RBI, etc., which act autonomously most of 
the times, Holacracy also adopts the same 
practice of “circles” or “teams” which perform 
autonomously within their own spheres. 

In democracy, the supreme power is 
vested in the people and exercised 

directly by them or by their elected agents 
under a free electoral system. Similarly, in a 
Holacracy based organization, the members 
themselves choose individuals to perform the 
required roles in order to achieve the results. 
These roles do not confine an employee to any 
one specific “circle”. The employees can have 
multiple roles and hence, multiple “circles” 
according to the requirements of the company. 

But, just like the Indian Government which 
requires “Modi”, a leader, to run the country, 
an organization needs a leader to make the 
systems work well, whether holacratic or not. 

A leader has to take a decision by weighing the 
pros and cons before turning his organization 
into a Holacracy-based organization. A 
visionary leader plays the most important 
role as he is responsible for laying the 
foundation of a Holacracy-based organization. 

Pallak Sharma, IMI, New Delhi
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Management in IR settings

The industrial relations settings in India involve 
three main actors- the employers, the workers 
and the government agencies. Compared to 
some of the other countries, the government, in 
India, seems to hold a tighter control over various 
affairs of IR through various acts. Accordingly 
these acts need to be kept in mind when analyzing 
performance management in industrial relations 
setting in India.

Role of Industrial 
Relations:

To achieve sense of equality through 
higher wages & better working and 
living conditions

To offer responsive co-operation in 
improving the level of production, 
discipline etc.

To make up for deficits in terms and 
conditions of employment

Counterintuitive to paternalism shown 
by the management (Self-esteem of 
the workers)

The goal of performance management is to 
make workers more efficient and to align their 
effort towards organizations goals.  At the same 
time it helps in certain administrative functions 
like succession planning, salary as well as aids 
learning and development of workers. 

With the presence of agreements between 
the employer and the union, which cover the 
mechanisms and processes related to most 
aspects of performance management, the 
objectives which the employers can achieve from 
a performance management system gets limited. 
For example, workers in the manufacturing 

Practicalities of the link 
between Industrial Relations 

& Performance Management
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sector have accepted variable pay now. Almost 
all new settlements in Pune industrial belt are 
being signed with variable pay schemes. But this 
approach has its own problems. 

Variability of pay appears nice when quoted in 
policy statements, but when you are paid a lower 
pay than the previous year, workers do not like 
it, some also revolt. Secondly a wrongly designed 
scheme can effectively make operations 
unproductive. Appreciation of performance 
management system comes only out of awareness 
of the market realities and alignment follows. 
Hence in this context, performance management 
in unionized set-ups appears to be important.

Performance Appraisal in 
unionized settings

Performance appraisal systems are less common 

in a unionized setting. This is because the 
collective agreements generally take care of 
most of the objectives of a performance appraisal 
system like pay, promotion, lay-offs, trainings etc. 
Moreover unions consider seniority as a more 
objective measure of determining who needs to 
be promoted, trained or laid off. 

For the performance management system of 

workers to be robust, benefits of a performance 
appraisal system need to be greater than the loss 
of solidarity among union members. Therefore 
unions generally oppose performance appraisal 
system or at least try to limit its usage. The 
usefulness of a performance appraisal system 
needs to be analyzed with respect to the benefits 
it will bring.

 Where workers have more opportunities to affect 
the productivity of the firm, the management 
should invest serious efforts to put in place a 
performance appraisal system and should work 
with the union to seek out strategies which are 
mutually agreeable. 

Generally unions are less likely to allow a 
performance appraisal system to be used for 
promotions and lay-offs but tend to allow the 
appraisal rating to be used for development of 
the workforce. Moreover the acceptability of an 
appraisal system increases if the union is involved 
in the decision making. At the same time there 
should be grievance redressal system to hear and 
resolve issues related to performance appraisal.

Most importantly the performance appraisal 
system should be simple to understand and 
the workers should be clearly communicated 
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as to how they can improve their performance. 
If possible, necessary support system should 
be put in place to help workers perform better. 
If the workers feel that the goal of performance 
appraisal is developmental, then they would be 
more than willing to accept the appraisal system. 

Goal Setting 

Goal setting forms one of the most essential 
elements of performance management. The 
goal setting theory states that specific and 
difficult goals with appropriate feedback lead 
to better task performance. But is it possible to 
set individual goals in unionized settings? If not, 
how to set and measure group level goals? And 
to what extent will the union cooperate in a goal 
setting initiative?

It’s important that workers don’t see goals as 
being forced upon them. A voluntary acceptance 
of goals and no penalties for failures is what 
a worker would desire. But can management 
afford such a deal in a competitive environment? 
Moreover unions don’t favor rewards or monetary 
incentives for individual efforts. Therefore we see 

very less individual goals in a unionized workforce. 
Where we see individual goals implemented, the 
union generally lays down certain preconditions 
with respect to the usage and objective of the goal 
implementation. Group level goals seem more 
logical in unionized settings, but administrating 
group level goals and individual incentives can 
be a challenge for the companies.

One of the major concerns of trade unions with 
respect to goal-setting is the job loss or lay-offs 
that might happen once the productivity goals 
are achieved. Therefore they try to make sure that 
there is enough long term work before agreeing 
on any productivity goals. 

Concluding Remarks:

While on the other hand there have been many 
instances where proper co-ordination and 
understanding between management & unions 
have led to improvements in productivity. Overall 
it can be argued that industry differences, labor 
climate and relationship with the union, all have 
an effect on the performance of the organization. 

At the end of the day, the focus of industrial 
relations should be on productivity & innovation 
rather than on labor cost arbitrage. Focusing only 
on the cost side and not looking at the future 
benefits may lead to short term gains but long 
term losses. Unleashing the potential of labor 
must be accompanied by a fundamental shift in 
paradigm from the win-lose approach that both 
labor and management have had till now, to a win-
win approach where performance management 
can be used to achieve productivity gains as well 
as industrial peace.

Margesh Wavhal, XLRI
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Conco c tion

Are you among those who upload information 
indiscreetly on social networking sites? If yes, 
then think if you would want all that information 
on your resume. A large number of companies 
all over the world are increasingly leveraging 
information available on social media to develop 
a broad-level profile of prospective candidates. 
Most often than not, our Facebook likes and shares, 
and Twitter feeds provide enough information to 
develop a broad-level profile. They usually give a 
clear insight into our religious and political beliefs 
and most importantly (with a 
little analysis) our behavioural 
pattern.

Social Media in 
Recruitment: Gaining 
Steam

According to a survey 
conducted by Jobvite, a US-
based recruiting technology products firm, the 
number of companies leveraging social media 
for employee procurement process has increased 
tremendously from 78% in 2008 to 94% in 2013. 
Further, 73% of all the respondents indicated that 
they had plans for increasing their investment in 
social networks for candidate recruiting. Even 
back home, social media is changing the way 
employers view prospective candidates. 

In an interview to The Hindu, Mr Naveen 
Narayanan, Global Head for Talent Acquisition, 
HCL Technologies clearly expressed how social 
media has grown to become the most important 
tool for hiring managers at HCL. In another survey 
conducted by the global workforce solutions 
firm Kelly Services, 56% respondents indicated 

to have been contacted through social media for 
employment opportunity and 25% indicated to 
have secured a job through social media. 

Business Case for Social Media Recruitment

Social media recruiting is already giving tangible 
results to its proponents by directly contributing 
to the return on investment (ROI). The increased 
ROI is clearly visible with over 20% of hiring 

managers indicating the ‘Value 
of Hires’ through social media 
to be greater than $90,000 
annually. The 2013 Jobvite 
survey also indicated that a 
large number of respondents 
(49%) feel that the quality of the 
candidates has increased since 
the implementation of a social 
media recruiting strategy. 

Further, one-third of the respondents in the survey 
indicated that ‘Time to Hire’, and subsequently 
the cost involved, had significantly reduced on 
account of social media recruitment. Back home, 
in a workforce survey conducted by LinkedIn, 
almost 41% of hiring managers indicated that 
their best quality hires in the previous year were 
recruited using social professional networks.

What Your Social Media Profile Gives Away!

LinkedIn, Facebook and Twitter are the key sources 
leveraged by hiring managers in social media 
recruitment. Globally, about 92% of the recruiters, 
who use social media for recruitment purpose, 
prefer LinkedIn as their primary choice followed 
by Facebook (24%) and Twitter (14%). LinkedIn 

Social Media: Reshaping 
Employee Procurement 

Practices



Conco c tion

21TogetHR | HR Magazine of IIM Shillong

is used primarily for searching, contacting and 
keeping tabs on potential candidates. Facebook 
and Twitter, on the other hand, are primarily 
leveraged for Employer Branding. 

They are also increasingly being used for vetting 
candidates pre- and post-interview. According 
to the Jobvite survey, a person’s posts on his/her 
social media profile play a major role in forming the 
initial impression about the person. According to 
a survey conducted by Eurocom Worlwide, a US-
based PR firm, one in five technology firms have 
rejected a job applicant because of the content 
posted on their social media profile. This clearly 
indicates the importance of carefully maintaining 
one’s social media profile.

In the field of skills, LinkedIn 
is used by recruiters to gain 
an understanding of the 
candidate’s professional 
experience and hard skills 
specific to the role they are 
being recruited for. In contrast, 
other social networking sites, 
such as Facebook, Twitter and Google+, are 
leveraged for vetting the candidates for cultural 
fit with the company.

Social Media Recruiting: Where do the risks 
lie?

For all the advantages of social media recruiting, 
it does have its own drawbacks. And that too, 
quite serious ones. The foremost among them 
is ‘Authenticity’. Recruiters across the globe 
face the dilemma of how to judge whether 
the information shared on a candidate’s social 
network profile is genuine or not. They might 
question the employee on some aspects while 
interviewing, but then it defeats the very purpose 
of pre-interview screening. The second drawback 
is more serious–legality. 

The candidate’s profile will almost always include 
information about their ‘protected characteristics’ 
i.e. gender and race, and in some cases about 
religion, age, sexual orientation and/or disability. 
Hiring managers have to take special care that 
such information does not, in any way, influence 
the candidate’s chances. According to legal 
experts, the best way out is to make sure that the 
interview questioning is within the legal limits. 
Hiring managers should ensure that information 
gleaned through social media only plays a part in 
understanding the candidate. Also, it would serve 
the company better to be more prudent during 
Employer Branding. This would require clearly 
declaring its ‘Equal Opportunity Employer’ policy 
and refraining from making any statements 

online that may be construed 
as an offer of employment.

The Way Forward

Social media recruiting is here 
to stay. It will lead to a paradigm 
change in the entire employee 
procurement process–from 

employer branding, to recruitment, to selection. 
Another direct impact is that, the war for talent 
will intensify. Employer branding will assume 
significant importance as recruiting will change 
from a transactional activity to a relationship 
building process. For candidates, the change 
would mean requirement of greater care and 
control over what they post online. 

The social networking sites will evolve from 
being a way to connect with friends to a platform 
for connecting with prospective employers. 
In short, both recruiters and candidates will 
require greater care and restraint to adapt to the 
changing dynamics in employee procurement 
which will be driven by social media recruiting. 

Aman Bhatnagar, XLRI
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For Infosys, Pursuit of Excellence forms an 
integral part of its core values and employees 
have made excellence a habit. The Infosys 
Awards for Excellence rewards those employees 
who have remained true to their core values. 
This award initiated in 1995 as the “Managerial 
Excellence Award”, recognizes the vision, ability 
and hard work of those who have enriched the 
company with their contribution. 

Extra Miler Award: This award is given to those 
who go an extra mile and contribute beyond 
the set limits for the success of the organization.

Special Contribution Award: This is an award of 
recognition for the overall contribution towards 
the project level initiatives by an employee.

Infosys Certificate of Excellence: This is a special 
recognition award for contribution towards 
Organization level initiatives like CSR program, 
etc.

In this issue of Corporate Nuggets, we would like to bring to you, the HR practices followed by Infosys, 
a global leader in consulting, technology and outsourcing solutions. It is recognized as one of the 
‘Achievers 50 Most Engaged Workplaces in the United States’. Infosys won the Golden Peacock HR 
Excellence Award 2012 for its BPO division. Infosys BPO also won 7 awards at the world HRD Congress 
in the year 2012.

RECOGNITION

Infosys 

At Infosys, the company’s values shape its 
decisions. They define its character, culture, and 
work ethic. Values are what help it stay rooted 
and aspire to scale new heights.

Client Value: To surpass client expectations 
consistently

Leadership by example: To set standards in our 
business and transactions, and be an exemplar 
for the industry and ourselves

Integrity and transparency: To be ethical, 
sincere, and open in all our transactions

Fairness: To be objective and transaction-
oriented, and thereby earn trust and respect

Excellence: To strive relentlessly, constantly 
improve ourselves, our teams, and our services 
and products to become the best

CORE VALUES

To be a globally respected corporation that provides best-of-breed business solutions, leveraging 
technology, delivered by best-in-class people.
To achieve our objectives in an environment of fairness, honesty, and courtesy towards our clients, 
employees, vendors and society.

VISION & MISSION
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Building Tomorrow’s Enterprise

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

According to Forrester Research, “Infosys is 
one IT services vendor with a state-of-the-art 
approach to employee training. Sourcing and 
Vendor Management (SVM) executives should 
use Infosys’ approach as an example of how to 
effectively evaluate service providers’ strengths 
and weaknesses.”

Infosys takes training very seriously and this 
is re-iterated by the fact that it spends about 
$184 million every year towards training and 
educational activities. 

The Narayana Murthy Center of Excellence 
houses the Global Education Center (GEC) which 
trains the employees in their induction phase 
on soft-skills in the dimensions of professional 
interaction. Employees also undergo rigorous 
training across varied areas such as project 
management and business analysis which are 
the two key skills that the company needs to 
succeed and to deliver services on time and on 
target to customers.

TRAINING & DE-

VELOPMENT

Infosys uses a web application Performagic, to 
capture all the performance appraisal related 
activities. The performance appraisal is done 
twice a year, once in October and the other 
in April. The employees are rated based on 
their performance in tasks, competencies and 
behavioral aspects. 

They are rated on a scale of 1 to 4, 1 being 
the best and 4 being the worst. This scale is 
called the Consolidated Relative Ranking (CRR) 
and the promotion consideration is hugely 
dependent on this scale. 

The Top Management at Infosys undergo a 
three-tier mentoring process as a part of the 
company’s Succession Planning. About 45 
executives, consisting of Board Directors are a 
part of Tier 1 and each of these leaders undergo 
training through Personality Development 
Program (PDP). 

PERFORMANCE 

MANAGEMENT
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Campus Buzz

All organizations are made up of individuals and their 
interactions. HR professionals in companies oversee 
a variety of tasks that are related to ensuring a good 
and healthy organizational climate. One of them is 
the training and development of the employees, 
and more importantly personal development. 
On these lines, we took our latest initiative at the 
club to promote the personal development of 
the students of IIM Shillong with the “IIM Shillong 
ADDA”- a platform for students to discuss ideas, 
share knowledge and broaden their horizons.

The first session kicked off on 29th July with 
participation from the new incoming batch of 
students. The first session was planned in Group 
Discussion format, with the rationale that group 
discussions are an effective means of learning. When 
different minds discuss a topic and share their ideas, 
it benefits the whole group and also leaves a long 

lasting impression. But it was not the usual run-
of-the-mill GDs- there was a difference. Students 
were asked to identify themes from audio clips 
from movies and initiate discussions. Discussions 
happened around the themes of ‘Sexual harassment 
at the workplace’ and ‘Can Introverts be Leaders’. The 
points that came out during the discussion were 
really insightful and engaging. Every participant put 
in their perspective and got to learn from others’ 
perspective. The discussions lasted around 15-20 
minutes each.

 The team has also launched a Facebook 
group where participants share useful links and 
have informal discussions. How learning could be 
made fun was realized by Team usHR and it proved 
to be a true success for the team. The feedback 
from the participants were highly enthusiastic with 
demands for more such sessions in the future. The 
club has decided to conduct more such Addas in the 
weeks to come with a variety of different formats 
and participants will even win attractive prizes for 
their contributions!

IIM Shillong ADDA
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Contest

Contest With the Best

Mini case challenge
Use all your THINKING HATS to answer the questions given 

below. 

Last date for sending the answers for Contest:  Sept 20th, 2014
Email ID: hrclub.iims@gmail.com 
Subject of the email: TogetHRContest18_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
There is no single right answer to the problem- the entry would be judged based on the clarity of 
thought and concepts, practicality of the approach and justifications provided by the participant
We are not looking for a detailed solution- a reasonable approach and course of action would suffice
The winning entry 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

Rajesh is the head of Training and Development department in XYZ Company. He 
wants to introduce new training programs for the employees. Raju is the head of the 
Finance department. When Rajesh gives the budget for the training programs to Raju, 
there is a concern raised by him. According to him, the employees don’t take expected 
interest in the training as they don’t consider it as their real job. Further, Raju feels 
that there is no RoI that can be shown to higher management. How should Rajesh go 
about convincing Raju to approve the budget?

‘The caselet given above is purely fictitious. Any resemblance whatsoever to real 
organisations, persons or situations is purely coincidental’
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Contest

Announcement of Results
The prize for “Article of the Issue” has been awarded to Karan Shorey  from XIMB 
for his Article “The Why of Leadership Development”.  He 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 Saket Hawelia from IIM Shillong. He is awarded with a cash prize 
of INR 500 and a Certificate of Appreciation

Last Contest Answers: 

1. Headhunters
2. A Clockwork Orange
3. Edward C. Tolman
4. Buyback
5. David Keirsey
6. Valence
7. Delayering
8. Volkswagen
9. Primacy
10. Diffusion of Responsibility
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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 September 20th, 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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