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Dear Readers,

Team usHR is glad to present to you the May-June 2014 issue of TogetHR! The 
internship season has drawn to a close and all of us would be back to our institutes with 
enriching experiences and loads of learning. We welcome you back with this issue that 
covers a gamut of articles from various fields of human resources and other exciting 
sections.

The Cover Story of the issue ‘Talent Hunt’ talks about the ever increasing importance 
of talent identification, development and retention in the complex business world 
today and the ways in which companies are adapting to this trend.

The Concoction section presents a mix of articles from various topics. ‘Analyze This’ 
demystifies HR Analytics- the buzzword in HR today and lays bare the basics of the 
topic. ‘Betting it all on Culture’ reinforces the undisputable importance of cultivating 
a good culture in organisations through some classic examples and evidences. The 
article ‘Can a person’s name affect his/her chances of getting employed’ addresses 
one of the unfortunate and often invisible biases that creep into decision making in 
organisations. ‘Gamification- Reshaping the HR Arena’ explores the exciting trend of 
the application of gaming concepts in organisations. The Article of the Issue, ‘Disability 
Friendly Workplace’ takes up the intricacies involved in employing differently-abled 
people and the dynamics of the issue.

In the Conflux section, we have an interaction with Mr. Madana Kumar, CLO  at UST 
Global. He shares with us the ever growing importance of learning and development 
in organisations and the continuous innovations and improvement that go on in the 
field that enable it to stay on top and meet its requirements.

The Corporate Nuggets section of this issue covers the HR policies of KPMG, the 
consulting giant of the world. We take a look at the vision and mission, strategic focus of 
the company and its approach towards learning, recognition and talent management.

The Campus Buzz section brings to you an account of a Team usHR member about 
her internship experiences. The ‘Contest with the Best’ section of this issue has an 
interesting and exciting puzzle 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
Twitter:  https://twitter.com/usHR_IIMS

Happy Reading!!!

Team usHR
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1)Please tell us about your journey as an L&D 
professional?

I am not a typical L&D person. I am an engineer by 
qualification and drew experience from several 
fields such as engineering, manufacturing, 
project management, quality management, 
etc. The L&D stream attracted me as it makes 
a difference to the lives of people. I made a 
conscious choice to switch to an L&D role. I started 
my career as a facilitator and soft skill trainer. But 
due to organizational needs, I was put into a more 
responsible role of managing a team. My vision 
for L&D department is to move up the value chain 
to become a performance consultant rather than 
purely being a training provider. We need to be 
able to help in organizational activities which 
impact business revenue, customer satisfaction, 
productivity, attrition, cost management etc.

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 processes and 
are partners with Business Leaders

2) How has L&D contributed towards the growth 
of UST Global?

In any IT company, providing the right talent 
with the right skill set to meet the client’s needs 
is the basic objective of the L&D department. 
Growth requires additional skills and the L&D 

Mr. Madana Kumar 
CLO at USt GLObaL

“Learning culture isn’t a choice.” 

department trains people for those skills. Thus 
the L&D department contributes to the growth 
of the organisation in a very intrinsic manner. 
However, technical training is just the base of the 
pyramid. There are other skills too which need 
to be delivered. Different levels of jobs require 
different skills like communication, relationship, 
strategy, selling, project management, account 
management and team building. At higher levels, 
one needs to motivate people and manage their 
performance, execute leadership skills, formulate 
business strategies, build business and selling 
skills. L&D department has the responsibility to 
provide the right skills to the right people at all 
levels. This has contributed to the rise in business 
for the company. This in turn contributes not 
only to revenue growth from existing clients but 

also helps to attract new clients.

3) How to ensure that the people are motivated 
enough to take up learning?

By continuously making them realize that their 
development is their personal responsibility. 
If you’re not interested in your career, no one 
else is going to be- because you are your most 
significant asset. We can help them by making 
them choose to learn. Further, we make the 
learning personal for them by giving them two 
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to five programs which would help them take up 
challenges in the current role or prepare for the 
next role. This has made a significant difference. 
Between 2013 and 2014 E-Learning has grown 
by almost 300%.

4) Please share with us some of your initiatives 
which brought about impactful changes?

We have been focusing on roles that make a big 
impact. We 
are targeting 
the key 
roles that 
impact the 
revenue and 
growth of the 
organization. 
I can train 
ten people or 
one people 
m a n a g e r . 
This is what 
I call value 

multiplication effect. Train one manager who 
impacts ten to fifteen people who work under 
him/her. We are in the process of identifying 
such high impact roles and providing them with 
necessary developmental opportunities. We 
will focus on account managers who manage 
relationship with clients, we will focus on sellers 
who open up new opportunities for us, we 
will focus on project managers who are key to 
customer satisfaction and profitability.

5) What are your views on the use of virtual 
world/E-Learning for L&D?

It is the future of learning. The world is shrinking 
and the organization is getting dispersed. The 
conventional classroom training won’t work. 
People are looking for learning when and where 
they need it. E-learning helps not only the 

organization but the employees too can learn at 
their own pace and as many times as they want 
till they acquire the skill. Choice becomes so 
much more when it is E-learning.

6) How have you cultivated an environment of 
learning in UST Global?

Learning culture isn’t a choice. We drive it by 
making it relevant, personalized and available 

to employees 
t h r o u g h  
E-Learning/virtual 
learning. We 
are moving into 
providing learning 
through their 
s m a r t p h o n e s /
tablets. Experts 
say that the 
attention span 
of an adult has 
shrunk from 18 
minutes in 2008 
to 3 minutes 

now. So we will continue making learning 
experiences quick and impactful. We are trying 
to establish the relationship between learning 
and real business through revenue, profitability, 
customer satisfaction, employee engagement, 
retention, etc. Then, everyone will be able to 
see what learning is doing to the organization. 
Then, learning becomes an integral part of 
doing business. Once everyone understand the 
business impact of learning, the organisation will 
become a learning organisation.
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If a survey is conducted on the most glorified 
words making rounds across organizations, 
themes like Innovation, Productivity, Change 
Management and Leadership would win flat. 
While every company aspires to be an innovator 
brimming with a productive workforce steered by 
an inspirational and flexible leadership, few make 
the cut. Adjusting the levers that will eventually 
drive the company to its apex requires mammoth 
effort and clear foresight. So what makes great 
companies the best in their league? What drives 
them towards becoming behemoths and carve 
out a bigger slice for themselves. While the hunt 
for a perfect answer seems elusive, management 
gurus believe studying their Culture could 
provide valuable insights.

So what is Organizational Culture? Popular 
definitions include;

“The way things get done around here”- by Deal 
and Kennedy (1982) 

“Culture should be reserved for the deeper level 
of basic assumptions and beliefs that are shared 
by members of an organization, that operate 
unconsciously, and that define in a basic ‘taken 
for granted’ fashion an organization’s view of 
itself and its environment.”- Edgar Schein in his 
book Organization Culture & Leadership 

“I treat culture as ‘the collective programming of 
the mind which distinguishes the members of 
one human group from another.”-Geert Hofstede 
Hofstede’s definition underlines the importance 
of Culture as a distinguishing factor for a company. 
While the debate on culture spans several pages, 
this article will endeavor on highlighting some of 

the winning practices of great companies, along 
with citing a few caveats.

Southwest Airlines- Putting People First
In an industry marked by low profits and high 
unpredictability, Southwest Airlines declared 
profits for 31 straight years-an incredible feat 
in itself. When its founder Herb Kelleher was 
interviewed on the secret recipe behind the 
astounding accomplishment, Kelleher put 
forward his People First philosophy. Once 
employees stay happy, productivity increases 
and hence achieving the bottom line doesn’t 
seem intractable any more. The Luv culture 
at South West Airlines, pioneered by Kelleher 
emphasized on a set of simple core values such as 
possessing a warrior spirit, servant’s heart, a fun 
loving attitude; values which was easy to relate 
to.  The airlines including its employees breathes 
and lives the Southwest way, thus benefitting 
the company through its ever increasing loyal 
customer base.

Mahindra & Mahindra- Rise
From its inception in 1945 as Jeep Company to a 
US $16.7 billion corporation with 19 businesses 
under its wing, the conglomerate has come 
a long way. But what’s more inspiring is its 
Rise philosophy. Built around three pillars of 
Accepting No Limits, Alternative Thinking and 
Driving Positive Change, the Rise model guides 
key strategic decisions such as key business to 
venture and global markets to enter . Ranked 
amongst top 50 Great place to work (Automotive 
and Farm sector) in 2013, the organization 
enforces its core values across all its businesses 
to unify its global workforce with the Mahindra 
Spirit.
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While the above stories unravel the tangible 
benefits of having a winning culture, it does 
raise the question- With changing times 
wouldn’t a static culture act as deadweight for 
the company in its attempt to innovate? Can 
engagement programs and fat paychecks replace 
Organizational Culture? After all, it takes years to 
identify, build and promote a culture and not 
every company gets it right (Continental Airlines 
and its attempt to replicate the Southwest 
Airlines Story) . So is having a moral compass a 
sine qua non. 

Probably insights from the following companies 
will help;

Culture Change at ICICI: ICICI bank is the second 
largest bank in India by assets and market 
capitalization, as of 2014. With a network of 
3100 branches the company casts an impressive 
national presence. Aimed at becoming a leading 
financial power house the Bank promoted 
a culture of solely rewarding employees on 
meritocracy. While it induced high performance, 
ICICI was also plagued with allegations on 
employing inhumane methods of loan recovery 
and money laundering controversies. After 
several rounds of interviews, the leadership team 
discovered that to win laurels, employees often 

were found guilty of cooking books . The bank 
took immediate steps towards ushering in new 
reforms to do away with the existing system and 
aligned its entire team towards sending the right 
message to stakeholders.

GM recall episode: The recent recall by GM’s of 
its 2014 Bruick LaCrosse and Chevrolet Malibu 
sedans has raised many eyebrows. 8590 recalled 
cars is after all a staggering number; considering 
that in Mid-March, the company recalled 1.8 
million full size crossover SUV’s owing to minor 
flaws. While it hurts the bottom line, a recall at 
such levels also has the potential of tarnishing the 
brand. Mary Barra, the chief executive officer at 
GM confessed that, to save a few cents on critical 
repair, the culture post its 2009 bankruptcy and 
bailout weighed costs against safety. While it did 
help the company in the short run, compromising 
on one its core values cost GM dearly in the long 
run.

When Laurie London performed the record 
breaking with the song “He has got the whole 
world in his hands” in1948 little must he have 
realized that the world would soon turn into a 
rapidly shrinking global village. Without a sense of 
purpose or core values, it’s easy to lose oneself in 
the maddening competitive race. Companies like 
Ritz Carlton, Walt Disney Corporation, Walmart, 
and Amazon understand the significance of 
fostering an inspiring culture, distinct to its own 
and drive it fervently. Culture not helps a company 
surf through troubled waters but also assists in 
decision making. Richard Clark, Merk CEO once 
said, “Culture eats strategy for lunch” . Without an 
enabling culture a good strategy is only as good 
as another theory on paper.

Priyangshu Mahanta, IMT Ghaziabad
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Many countries in the world have time and again 
reported differences between employment rates 
of natives and immigrants. Can a native sounding 
name increase your chances of getting a call 
for the interview? Well in some cases, data has 
pointed out that it is indeed possible. 
Even after controlling for productivity related 
differences, there remains a gap between natives 
and immigrants. A part of it can be explained by 
discrimination.

Getting Reliable Data
Humans subconsciously do things which they 
would never agree to if questioned about it. Same 
is the case with preferentially giving shortlists or 
interview calls to native candidates. The group of 
people who are getting discriminated sometimes 

tend to exaggerate the situation. So how does 
one get reliable data? 

Field testing in natural situations seems to be 
the best option to prove the point. A pair of 
candidates differing in ethnicity but similar in 
all other aspects are used in situation or audit 
testing which looks out for any discrimination in 
the job seeking process. An England sociologist 
W.W.Daniel did the first situation test.

An alternative technique called correspondence 
testing is also widely used for such studies. It was 
developed in England by Jowell and Prescott 
in 1969. Correspndence testing just measures 
discrimination in job interview offers or call 
backs. It sends out written applications of pairs 

Can a person’s name 

affect his/

her chances of 

getting 

employed?
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of exactly same attributes differing on only one 
criterion which is to be measured. This technique 
does not involve the use of individual testers. It 
is effective because most of the discrimination 
happens in the first stage of job seeking process, 
i.e., getting interview calls. Researchers say that 
correspondence testing is a type of randomized 
experiment and gives a strong opportunity to 
get causal inferences. 

What is the root cause of this 
discrimination?
Theory of statistical discrimination gives an 
explanation. It says that many a times employers 
have to filter a large amount of candidates in the 
initial screening. They choose parameters like 
age, sex, race etc. which make the process more 
convenient. Theory of statistical discrimination in 
turn has many models. One of them states that 
groups with higher average productivity would 
be preferred. A simple example to explain this 
model would be a print media firm trying to 
hire a journalist. Applicants with local sounding 
names would be perceived to be more skilled for 
the job. Sometimes even females get filtered out 
due to the notion that they need to devote more 
time for the family. So even though there might 
be candidates more qualified for the job and the 
employer has 
no inherent 
problems in 
hiring women 
or immigrants, 
b u t  
discrimination 
happens just 
because of 
the process 
adopted by 
the employer. 

A n o t h e r  
similar model 
lays emphasis 

on the variance in productivity of a group. 
Here the employer tends to hire from groups 
which are thought to have smaller variance in 
their productivity. A term ‘Error Discrimination’ 
coined in England in 1992 tries to explain the 
discrimination due to erroneous beliefs about 
differences in productivity.  Some researchers and 
employers erroneously believe that immigrants 
have low human capital than natives particularly 
when they think about education. Employers 
tend to   think that immigrants are on an average 
less educated or the content which they have 
learned is unfamiliar to the employer. 

Is Social Distance important?
Another theory which tries to explain 
discrimination is the theory of social distance. 
This theory states that there is a difference 
between social decisions and the conventional 
economic decision making. An employer might 
select people from his/her own culture because 
that might seem have a comfortable working 
environment. The employer might think that the 
native candidate would follow the same social 
codes even though they might be irrelevant 
to work performance. To add icing on the cake, 
the employer believes that the process is said to 
maximize profit. Ideally the most qualified 
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person should be employed and change the 
attitudes of co-workers if they have anything 
against immigrants. But, social decisions make 
us change our minds. Bertrand & Mullainathan in 
their research study found out that high quality 
resumes do not increase the call-back rates 
for African Americans as much as they do for 
Caucasian-Americans.  

Testing the theories
Statistical discrimination can be observed to a 
certain extent by looking at professions which 
require a fluency of local language. Social 
distance theory can be tested by taking a peek 
into the ethnic composition of people at different 
workplaces. Size of the company can be used to 
examine the social distance concept. If there is 
less discrimination seen in big companies due to 
the fact that interaction between the employer 
and employees is not much, it can become a good 
supporting point for the social distance theory.
A Swedish research study was designed to test 
whether there really is a difference in the number 
of call-backs between Swedish sounding and 
foreign names. With the help of field experiments, 
the authors determined that a person with 

Swedish sounding name would need to apply 
at around ten places before getting a call from 
the employer whereas a person with a foreign 
name would have to do so at around 21 places. 
The relative discrimination rate was estimated at 
1.8%. 

Further analysis revealed that the discrimination 
is particularly very high in certain professions, for 
example, discrimination was very low in case of 
high school teachers and on the other hand very 
high for the position of assistant nurse. However 
they were not able to prove that occupations which 
require a greater fluency in Swedish language are 
the ones where discrimination is more prevalent. 
The other results indicated discrimination was 
higher in smaller companies and the lowest in 
medium sized ones. This validates the social 
distance theory to some extent.  One interesting 
result which remains unexplained are those CEOs 
with foreign (Europeans other than Sweden) 
sounding names was more likely to call male 
applicants with Swedish sounding names. It could 
possible due to the fact that CEOs worry about 
the discrimination on behalf of the customers 
and are therefore more concerned about having 
a staff with Swedish sounding names.  

This is what an HR manager in Canada had to say 
when enquired about this issue: “When you’re 
calling someone with an English-sounding name, 
you know what you’re getting into. You know you 
can call Bob Smith and can talk to him as quickly 
as you want to ...”
We still have a long way to go.

Saurabh Dewan, NITIE
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Disability friendly workplace
An emerging requisite

Introduction
In a world where technology is changing with the 
blink of an eye, disability is no more an obstacle, 
but rather an asset for the society. Yet, the 
productivity of people with disabilities (PWDs) is 
perceived to be lesser than that of the rest, making 
this potential talent still largely untapped. Such 
an attitude towards this population makes their 
entry into the organisations difficult. About 25% 
of the world population is affected by disability 
or impairment. As indicated by the figures, 
their participation is limited in the employment 
where they deserve just the same opportunity as 
everyone else.  

What does “Disability Friendly” Workplace 
mean?
Disability friendly workplace or organisation is the 
one which includes the people with disabilities 
not merely by the presence of policies but to a 
larger extent, by practice and values. It is where 
the employers and the staff understand disability, 
both visible and non-visible disabilities and what 
the PWDs are capable of. They also have devised 

plans and policies for hiring, working roles, fair 
access to the resources, equal opportunities 
and addressing the obstacles in the inclusion 
of the diverse people.

Why?—Advantages to the business
The big question is why to make an 
organisation disability confident? What is 
in there for the businesses? Well there are 
many advantages when PWDs are involved 
in the businesses. It has been proven in a 
research that the organisations gain more 
committed and loyal employees in the form 
of people with disability. The retention rates 
of these employees are much higher than the 
employees without disability which means 
reduced costs of both training and employing 
new staff for the organisation. Also, workers 
with disability display much reduced 
absenteeism and increased employee 
engagement and productivity. Not only this, 
there are tax credits and such other incentives 
on hiring PWDs or in other words on making 
your business more accessible. Thus on 
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employing them one can witness long term fiscal 
benefits for the business.

International studies suggest 1 in 3 people 
are disabled or close to someone who is. So, 
an initiative like this would help in expanding 
the market reach of the businesses in terms 
of customers. The consumers with disability, 
their families and friends connect better with 
organisations that include employees with 
disabilities. They prefer to work with or spend 
money in these businesses. Also, a PWD can 
help with services or products designed for the 
disabled and thus help business to expand by 
widening the customer base. Therefore, another 
benefit is the improved accessibility for its 
customers and employees.
Apart from this, hiring people with disability 
develops diverse workforce, helps the 
organisations to integrate and embrace their 
corporate social responsibility and builds up the 
team spirit. 

How to create a disability friendly 
workplace?
Having seen the key bottom line benefits of 
creating a diversity confident workplace, the 
strategies for the same needs to be designed. 
This could be done by focussing on these key 
elements: 

Take a Strategic Approach

 
Change Organizational Culture and 
Behaviour
 

Realize the potential of Disabled 
Employees
 

Value Disabled Customers

The inclusion of the diverse workforce in a 
complete sense can be done by implementing 
and further integrating the following into the 
organisation’s system:-

Awareness & Commitment: 
The foremost initiative in the 
creation of a diverse workplace 
should be the awareness 
amongst staff. This could be 
achieved by educating them, 

through trainings, on various disabilities, the 
challenges posed to the PWDs and also including 
them when designing solutions or changes 
in the structure of the organisation whether 
in terms of policies or infrastructure or other 
facilities to make the system more accessible to 
the PWDs. This would ensure commitment for the 
cause from the non PWDs. But prior to this the 
commitment of senior management to the cause 
must be ascertained. It must be seen that there is 
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a written document to all the staff affirming the 
commitment.

Recruitment & Retention: 
The organisations should be 
within reach to the people with 
disabilities when it comes to  
hiring and retention of a diverse 

workforce. Right from the application process, 
through the interview, till the final selection, the 
candidates with disability must have an easy 
access and also the deserved opportunity to 
showcase their abilities and talent with proper 
assistance. 

Also, reasonable adjustments must be made 
throughout the process so as to encourage more 
people to apply and let the best be chosen from 
a bigger talent pool. 

For example, the job applications must be 
available readily so that the diverse job seekers 
can have the opportunity to apply. Then the 
recruitment process should be such that it has 
provisions for necessary adjustments like the 
arrangement of a sign language interpreter or 
availability of accessible technology, etc.

After hiring, retention of employees with 
disabilities depends a lot on the organisation’s 
attitude towards them in terms of behaviour, 
accessibility across the departments, 
communication systems, other physical facilities 
like comfortable workspaces, parking areas and 
other such customised accommodations.

Opportunities & Support:  An 
endeavouring organisation to 
become disability confident 
must provide training, as per 
the requirements of the job and 

also the avenues for growth for a PWD according 
to his/her qualifications and contribution. A 
disability support group (DSG) can be formed to 

mentor the PWDs and to listen and put forward 
their feedbacks and recommendations.

The Future
The organisations will be required to embed needs 
of the people with disabilities to their businesses 
in the form of their thinking and approach. Only 
then they can become disability confident in a 
true sense. They should believe in the potential 
of the disabled employees and value the disabled 
customers. Rather the organisations should 
realise that people with disabilities (PWD) are in 
fact people with different abilities (PWDA) who 
can create a difference not only for the business, 
but also for the society and the economy.

Ankita Sharma, TAPMI Manipal
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The biggest democracy of the world has just 
exercised the biggest talent hunt. India has high 
hopes of setting track towards growth, with the 
advent of the new BJP government under the 
leadership of Narendra Modi. Irrespective of 
BJP’s strong political campaign, Indians strongly 
believed in the talent of this one man, “Shri 
Narendra Damodardas Modi” when it came to 
Nation building. 

How did he manage to win the trust of an entire 
nation? 

Is it his strong oration and people skills? 

Is it his administrative skills that led to the 
development of Gujarat? 

Is it the faith in his ability to replicate this 
successful Gujarat Model for our nation? Or 

Is it his catchy taglines and funky slogans? 

How did he get there??? This has dazzled the 
entire world and Indians are looking up to him 
with great aspiration for a better nation.

“Human resources are abundant but talent is very 
rare.” It is very hard to find the right person for the 
right job. Acquiring people with the right skill 
set for various positions within the organization 
has always posed a real challenge for the Talent 
Acquisition team. “Is he the right person to 
do the job?, Does he have the relevant work 
experience? Will he be committed to the firm in 
the longer run?”, these are some of the questions 
that keeps haunting every HR person and gives 
them nightmares before hiring the key strategic 
resource for the organization. 

Talent management is not just about choosing 
the right person who can complete the specified 
task successfully, it is also about how well the 
person will be able to perceive the future of the 
business and modify the process to align itself for 
future prospects. 

To understand the evolution of this talent hunt 
and talent management, we have to look into the 
transformation of corporate world. Previously all 
the organizations had a clear plan of what their 
business objective was and what they were going 
to do for the next 10 years. So it was very easy for 
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the HR team to identify talent from the large pool 
of talents from various colleges and B-schools to 
fit into their mission. 

But the recent growth in the industrial sector has 
caused emergence of various small organizations 
that cater to different layers of the value chain 
of business which has forced huge firms to 
modify their business objectives. Because of this 
transformation, organizations are not sure about 
their future needs and are hiring resources to 
meet their present targets. This requires resources 

with varied capabilities and a wide range of skill 
sets.

Almost all the leading global MNCs are moving 
towards South East Asia that provides low cost, 
high quality workforce with favorable government 
policies. This has led to the production of a huge 
number of MBAs and engineers every year. This 
poses a greater challenge for the HR teams of 
an organization to choose resources from large 
talent pool. 

The corporates have to adapt innovative and 

non-conventional methods to filter the resources 
to find the right fit for their jobs. That’s why 
corporations such as Nike, General Electric, 
McDonald’s, Intel and many others are looking 
beyond traditional sources of leadership to a new 
set of schools and programs to find innovative 
managers.

The talent hunt is a very critical process for every 
organization. The talent base of an organization 
is very essential to combat crisis situations. They 
are also involved in the growth of the firm and 

play a vital role in making strategic decisions. The 
talent base of the organization also plays a very 
important role in winning new clients. Recently 
there is an emerging trend in which clients prefer 
organizations based on their resources. 

The client chooses firms not just because of their 
huge infrastructure facilities and employee base, 
they prefer companies with talented resources 
from IITs and IIMs. This ‘Resource Marketing’  has 
led to huge firms hiring students from reputed 
institutions and pitching this parameter for 
winning new projects from clients.
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We are now seeing some phenomena in terms 
of technology that allow companies to maintain 
a track record of talent within the organization, 
keep a profile of each employee with their talent 
and also find a relevant project for the skillset they 
possess. ERP tools are getting modified to satisfy 
this requirement and then there is a whole new 
dimension of resource management softwares 
that are being used by huge organizations. 

It’s not just about talent development, which 
involves trainings and performance assessment 
processes which exist already. It’s about allocating 
the jobs, relocating people around and thinking 
about career paths. Technology has helped a lot 

in enabling a lot of new areas in terms of talent 
acquisition, maintenance and mobilization.

Thus talent base of the firm is considered to 
be its strength and has become one of the 
competing parameters among organizations. 
Talent is nothing without the right attitude. The 
talent acquisition teams of every organization 
are now adopting innovative methods to identify 
new talents. They are also using competitions 
and group interviews to test the candidate’s 
temperament to evaluate his attitude along with 
his skill set.

The HR teams need to identify new methods to 
screen candidates to identify their talents. They 
must also device new processes to enhance the 
skillset of the existing work force and motivate 

them to appreciate their individuality. This kind of 
a work environment will liberate the employees to 
showcase their hidden talent and innovativeness.

The talent hunt process does not stop with the 
recruitment of new talent into the organization. 
It is the responsibility of the HR team to nurture 
this talent and mobilize them effectively within 
the organization. This will create a healthy work 
environment where both the employee’s and the 
organizational objectives are met.
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“In God we trust. All others must bring data.” 
– W. Edwards Deming
The concept of HR analytics was propounded 
by Jac Fitz-enz in 1978 in the belief that Human 
Resource activities and their impact on the 
business bottom-line can and must be measured, 
though it was greeted with disbelief then, most 
HR professionals today are keen to shed the 
‘woolly HR’ image, get comfortable with numbers 
and embrace ‘HR Analytics’ in their quest for a 
‘seat at the table’. But, there are also a few cynics 
in the HR fraternity (May their tribe increase!) 
who whilst not dismissing the concept, seek 
clarifications on several fundamental aspects of 
HR Analytics. This article seeks to strike the right 
balance and understand the need and the role 
of HR analytics in the face of changing role of 
the HR function, define HR Analytics as it means 
different things to different people, study cases 
of leading organizations where HR analytics has 
been applied successfully and devise a framework 
for the use of analytics for making people-related 
decisions.

The Changing face of HR:
Let us first start with Dave Ulrich’s definition of 
the roles of human resources function within the 
organization as a/an:

Strategic business partner 
and change agent who helps 
formulate the organization’s 
overall business strategy and 
ensures alignment of human 
resource and business strategy

Employee champion and 
administration expert who 
ensures right motivation factors 
and robust organizational 
systems, policies, and practices

For decades, management theorists have cited 
the lack of an evidence-based approach for 
making better people-related decisions as the 
bane of the HR Function. Even as the function 
shed its role as a ‘support function’ somewhere 
in the 90s, transitioning as it was from ‘personnel 
control’ to ‘people developer’ and ‘talent 
multiplier’, it was felt that for HR to be considered 
as a true business partner, it must provide 
strategic analysis. Sure, HR collected a good deal 
of data – employee turnover, cost-per-hire etc. 
but, these measures merely helped HR improve 
its efficiency. Efficiency through outsourced HR 
transactions and having a low cost of HR services 
was no longer viewed as a sole measure of value 
added by the HR function. Only when HR could 
effectively measure the business impact of its 
activities could it be a true business partner. 

HR Analytics-The Perfect Solution:
Enter HR analytics. It represents a methodology 
and integrated process for improving the 
quality of people-related decisions through 
an array of tools and technologies, ranging 
from simple reporting of HR metrics all the way 
up to predictive modeling. With HR analytics, 
one can analyze both the effectiveness and 
efficiency of HR interventions. It helps identify 
drivers of individual-level and organization-
level outcomes through generating the right 
metrics, benchmarking them and analyzing them 
through establishment of causal relationships by 
means of anything from frequency distributions 
to Structural Equations Modeling.

Making Analytics work:
How successful a company’s HR is in deploying 
analytics for any purpose depends on the 
availability, accessibility and quality of data - 
structured (HRIS, PMS) and unstructured.

Analyze this!
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Then, the organization must start by defining the 
problem. It must focus on the changing nature 
of work in organizations and design processes, 
structures, and roles on the basis of organizational 
strategy to determine areas of improvement and 
problem areas. 

One of the key areas where HR Analytics can really 
help is investigating the human capital supply 
chain by quantifying right staffing requirements, 
ensuring quality of talent pool and optimizing 
cost of talent management practices. It helps in 
segmentation of talent and enables differential 
treatment for critical segments. 
Google is an expert at this. In 2007, its biggest 
problem was to ensure quality of hire from 
among its thousands 
of applicants. After 
analyzing 2 million data 
points on its employees 
and applicants, Google 
devised a hiring algorithm 
that helped predict 
success of its potential 
candidates and ensured 
they picked the best. 
Incidentally, Google stopped relying on GPA as it 
was not found to be a good predictor of success 
at work.

HR Analytics can also be used to determine 
motivation factors that ensure a productive 
workforce. SYSCO, a North American food 
services marketer and distributor, deciphered 
satisfaction of its delivery associates as key to 
greater revenues through analysis of metrics 
such as work climate and employee satisfaction, 
productivity and retention.  SYSCO measured and 
managed seven domains of work climate across 
its units and provided inputs according to the 
unit’s work climate status. Through this, SYSCO 
not only improved customer satisfaction but also 
saved $50 million through increased retention 
rates.

Analytics is also useful in scenarios involving 
change management readiness.  When Capital 
One had to lay off 2000 people over 2 years, right 
metrics were used to identify right skills in light 
of changing business requirements and, internal-
external talent ratio for every business unit and 
function for the next 2-4 years were analyzed. 
As can be clearly seen, HR Analytics is about 
moving from reporting to analyzing and moving 
from historical, static reporting to outcome-
based predictive measures.

Thus, the new HR professional must approach 
people problems with a research mindset. 
Reported numbers through common metrics 
must be analyzed, hypotheses must be generated 

using conceptual models, 
diagnosis must be made and 
causal relationships should be 
established using statistical 
techniques. Interventions with 
a good balance of global and 
local must then be devised 
to tackle the organizational 
problem. 

Conclusion:
While it is clear that HR Analytics promises to be 
the most revolutionary thing to have happened 
in the field of Human Resources, simply acquiring 
the required HR Analytics tools and systems and 
hoping for miracles is foolish to say the least. 
Given that most HR professionals at the moment 
don’t have the required analytical capabilities, 
specialists must be hired or joint accountability, 
say between Finance (the number crunchers) and 
HR teams must be worked out. Apart from these, 
clear vision, sound conceptual understanding 
and empathetic leadership is critical to define the 
problem for which analysis of data will provide a 
solution. 

PUSHPA GOPALAKRISHNAN, TISS
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Did you spend most of your waking hours as a 
child desperately trying to help Mario rescue his 
princess? Or perhaps decades later felt the sheer 
joy while surpassing your friend’s Temple Run 
score? There are high chances that you did play 
the many games your PlayStation’s addicted you 
to, with utter fun, joy and competition. And smart 
companies are banking on just that!

The world of Gamification
Gamification is defined as the use of game 
mechanics in a non-game context. Gamification 
is about taking the essence of games—fun, 
play, transparency, design and challenge—and 
applying it to real-world objectives. Gamification 
promises to bridge the divide between the 
unthinkable: ‘work’ and ‘games’. Utopia?  

The Idea: The gamification techniques leverage 
on the natural desires humans have to excel 
in competitions, earn rewards and make them 
visible to others. Game mechanics such as 
filling in progress bars, earning points or virtual 
currency, topping leaderboards and achieving 
badges for completing tasks are just some of the 
many rewards for accomplishing desired tasks. 

Although previously used, it did not gain 
popularity until 2010. Traditionally used to 
engage customers, it is progressively becoming 
an invaluable tool for the HR function, impacting 
the entire employee lifecycle. 

The business case for Gamification
Profitability and Productivity are positively 
correlated to employee engagement levels. Yet, 
only 8% of all Indian workers are engaged to their 
work according to an April 2012 Gallup study.  
With the influx of GenY in the workplace, the need 

to engage and provide growth opportunities has 
become a must. Increasingly companies have 
realized the benefits of rewards and recognition 
on employee morale, retention and productivity. 

Making not-so-fun tasks easier to complete, 
bringing in greater transparency and improving 
visibility at the workplace can also be facilitated 
by Gamification. Research suggests that the 
principles of gamification could actually improve 
motivation, creativity, learning & participation. 

Technology advancements happening at 
a breakneck speed have commercialized 
gamification making it accessible and affordable 
for companies to incorporate gaming into 
business processes and reap its invaluable 
benefits.  Gartner predicts by 2014 more than 
70% of the global 2000 companies will have at 
least one gamified application. 

Key gamified HR functions
Employer Branding: 
Marriott International is an excellent example of 
a company using gamification to educate players 
about the hospitality industry through the ‘My 
Marriot Hotel’ game on Facebook. The online 
game available in over 5 languages requires 
players to juggle the various responsibilities of 
a hotel kitchen manager. Players are rewarded 
for demonstrating behaviors that successfully 
satisfy the customer in a virtual environment 
through increased points, badges etc.  It also is a 
robust platform to familiarise candidates with the 
company culture. 

Recruitment:
Americas Army (AA) is a series of game based 
applications that are specifically designed to help 

Gamification Reshaping 
the HR Arena
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the United States Army for recruitments. The aim 
of the project is to educate, engage and recruit 
players while emphasizing challenges that make 
the job exciting. Candidates can ‘taste test’ the 
job before applying thus reducing new employee 
attrition. 

L’Oreal recruits 30% of its employees in the 
managerial cadre through ‘L’Oreal Reveal’.  Players 
need to compete with peers managing the 
exciting launch of a new product. Top performers 
are then selected to participate in the recruitment 
process.

Performance Management: 
Work.com, a social performance management 
platform from Salesforce, has deployed 
gamification as a tool that emphasizes intrinsic 
motivation by reinventing the performance 
appraisal field by encouraging users to reward 
colleagues by awarding badges that signify a 
job well done. It has made it easier to holistically 
evaluate employee performance by providing 
instant feedback to an employee by key 
stakeholders. Employees are motivated to meet 
goals through recognition that becomes part of 
his or her social profile, providing a mechanism to 
build a personal brand throughout the enterprise. 
Organizations that use this platform include 
Facebook and Phillips. 

Training & Development: 
Deloitte revolutionized gamified training for 
executives. Deloitte Leadership Academy (DLA) 

has used gamification to train employees and 
client companies. Interactive as well as traditional 
learning material, in the form of videos, PDFs and 
presentations, from major B schools including 
Harvard and Stanford are used alongside points, 
badges and leaderboards that reward the 
completion of training modules. It integrates 
various social platforms like Facebook, twitter and 
company intranet that encourages employees to 
broadcast their achievements across mediums 
for a more personalized experience. It has been a 
major motivator showing an increase of 37% on 
site activity and time to complete certifications 
went down by a significant 50%. Clear training 
paths intrinsically motivated employees to 
continually train.  

Gamification aids simulated on the job training 
which is especially helpful when training is 
dangerous or the costs incurred are extravagant. 
Leadership development has a poor success rate 
primarily because it overlooks practical hands on 
training. Gamification can help high performers 
develop the essential skills in a safe learning 
environment. 

The way ahead
However, not all gamified applications succeed. 
Gartner predicts that by 2014, 80% of current 
gamified applications will fail to achieve business 
objectives. Care should be taken in understanding 
that gamification is not just sharing artificial 
badges and scoring points, the key is to tie it to 
real accomplishments with a focus on the right 
tailored design to suit business needs. 

Nevertheless, the trend to gamify enterprise 
processes will continue to gain momentum. With 
the increasing digitalization of our lives and the 
need to keep the interactive workforce engaged 
HR personnel need to successfully tap into this 
trend for a sustained competitive advantage.  

Prajakta Shikarkhane, NMIMS, Mumbai
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KPMG has an employee recognition programme 
that is aligned to KPMG’s core values and which 
produces highly quantifiable results. There are 
no hierarchical barriers usually associated with 
reward and recognition. 

          Encore:
Encore is the employee reward and recognition 
programme at the company. This programme 
was designed to reward those individuals 
who demonstrate outstanding performance 
in accordance with KPMG’s core values and 
objectives. The staff is allowed to rate each 
other through a secure online portal. The 
employees have a wide choice of rewards 
available, facilitating them to select the value of 
each reward for their colleagues.

In this section, we bring to you the various HR practices followed by organizations from all around 
the world. This issue brings to you the HR practices of KPMG, one of the Fortune 100 Best Companies 
to Work For as of 2014. KPMG also joined the ‘Best Companies’ List for Learning Excellence in 2013.

RECOGNITION

KPMG

KPMG believes that the skills, knowledge and 
capabilities of its people are very crucial for its 
success and so, it invests significant amounts 
of money, time and energy in developing its 
people. 

The company prides itself on its mentoring 
culture, with thousands of partners and 
employees benefitting from the mentoring 
experience every day. Its learning and 
development package is a powerful 
combination of technical training, coaching and 
mentoring, skill building programs, industry 
secondments and recognition. 

       Compass 
Compass is KPMG’s global training and 
development program that gives an 
instrumental exposure to its employees by 
introducing them to a diverse mix of people 
and cultures through sessions held around the 
world. 

LEARNING

VISION The KPMG vision is that it wants to be a leader in the markets that it serves. The firm’s 
aim is to have the best reputation in its industry. It wants to be recognized as a market 
leader in its professional services, because of its knowledge of the developments and 
issues in the markets, industries and sectors in which its clients operate.

VISION

                    Encore:
Encore is the employee reward and recognition 

       Compass 
Compass is KPMG’s 
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Turn knowledge into value for the benefit of its clients, its people and the capital markets.

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

      Professional Behavior

Thorough knowledge of its profession, 
combined with integrity and independence 
that allow no compromise, form the basis of 
the quality of the company’s services. This is 
guaranteed through a system of knowledge 
and skills development, high quality standards 
and frequent systematic testing.

      Client and market knowledge

KPMG’s professional excellence is always 
tied to a broad and deep knowledge of the 
markets, industries and sectors in which its 
clients operate. This enables it to anticipate 
developments and to turn its knowledge 
into practical answers, clear advice and well-
reasoned opinions on behalf of its clients.

        Multidisciplinary
The company has consciously chosen to 
provide Audit, Tax and Advisory services. The 
complex issues of its clients and of the legal and 
regulatory framework call for the deployment 
of specific knowledge and skills, but in many 
cases its clients require a coordinated and 
multidisciplinary approach to the issues.

STRATEGIC 

FOCUS

 
          Talent Management:
KPMG firmly believe that their people have to 
volunteer and participate in activities such as pro 
bono work helps them to develop and become 
more rounded and effective professionals. 
KPMG believes that mobility enriches its people 
and provides them with a greater awareness 
of the world in which they live and work. They 
allow their employees to permanently relocate 
to different countries across the world.

           Global Internship Program
Graduates from top universities and colleges 
are given the opportunity to a be a part of their 
Global Internship Program which provides the 
students with global career opportunities and 
also allows them to work alongside with KPMG 
leadership and other executive professionals 
to take on real responsibility and sharpen their 
business skills in their home and abroad. 

           Employee Surveys
KPMG is known for conducting frequent 
employee surveys to understand and respond 
to the issues that matter to their people and 
enable them to identify how they can provide 
them with the tools they need to not only 
develop and reach their full potential, but also 
bring their best to the company’s clients and 
communities.

CORE
VALUES

      Professional Behavior

        Multidisciplinary
The company has consciously chosen to 

      Client and market knowledge

          Talent Management:
KPMG firmly believe that their people have to 

           Global Internship Program
Graduates from top universities and colleges 

           Employee Surveys
KPMG is known for conducting frequent 
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The internship season has just got over and the 
campus is abuzz with students engaged in animated 
conversations about the variety of experiences that 
they have been through. We bring to you a one-of-a-
kind experience from a Team usHR member.

…
My internship experience was very enriching as I 
got to learn many things both on the professional 
and personal front. I got an opportunity to work 
with BEML- an Indian Public Sector Undertaking at 
Bangalore. 

The internship started on April 1st. I was wondering 
what prank awaited me as I looked around the city 
which was completely new to me. The fluttering 
streets, a middle aged lady praying and chanting 
Sanskrit slokas during my bus journey, a young 
professional revising the presentation which he had 
to deliver that day, the conductor busy distributing 
tickets- everyone looked so preoccupied. I reached 
my office and was thrilled by the warm welcome 
given to the interns. We were allotted projects and 
mentors to guide us through various phases.

My mentor was head of the recruitment department 
and was a very knowledgeable and enthusiastic 
person. Preparing survey questions was the first task 
I worked on in my project. But, the major challenge 
was choosing the survey sample and asking them 
to take out a few minutes from their busy schedules. 
Somehow I managed to cross this first obstacle 
successfully. During this course of time I missed my 
college days badly. Those feelings often made me 
reflective but I continued working with high spirits. 

The day of my mid-term review arrived and it went 
really well. By this time I had completed almost the 
entire project. I realized that the means of happiness 
in my life had changed from being under parents’ 
protection to being appraised by the boss for the 
spectacular work and presentation in front of senior 
executives, since I was at the initial stage of my career.

The Director was very impressed with my analysis 
and gave me another project to work on. I had to 
co-ordinate with my mentor and the head of the 
training department for this project. It was not long 
before I was living through a never-ending cycle 
of going back and forth between home and office 
every day. 

The life was radically different from that of a B-School 
where all our days are filled with sudden news of 
assignments and short deadlines, club meetings, 
corporate visits, parties and sleepless nights. But 
here, there was no question of late nights and sleepy 
eyes. As time passed, I completed the second project 
successfully too.

During these 2 months, I interacted with a lot 
of employees in the organization. I was highly 
impressed by their knowledge, skills, attitude 
towards work and the level of motivation. I got to 
learn a lot by working with them and seeing them 
work. My mentor was one among them. She was a 
very strong-willed lady and her the ability to navigate 
the daily challenges at office was commendable. I 
also realized how different the practical aspects that 
we come across during work are, from theory.

Finally, the day arrived for our final reviews. All of us 
made final presentations in front of Director (HR), 
Head of Recruitment, Head of Training and several 
others. Everything went well and all the executives 
were so impressed and convinced with our work that 
they decided to implement the projects soon. They 
gave us a lavish send-off party and a parting gift. The 
overall internship experience was really rewarding & 
encouraging and above all it broadened the horizon 
of my thinking.

Internship Experience
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Contest

Contest With the Best

Crossword Puzzle
Use all your THINKING HATS to answer the questions given 

below. 

Last date for sending the answers for Contest:  July 25th, 2014
Email ID: hrclub.iims@gmail.com 
Subject of the email: TogetHRContest17_CollegeName_Name of Person

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

 iims@gmail.com
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Contest

Clues:

ACROSS
3. Purposive Behaviourism , a branch of psychology was introduced by?
7. The process of building an organisation with minimum hierarchy
8. In the early 90s, this company took everyone by surprise when its employees agreed 
to take a pay-cut and work for 4 days a week to save jobs
9. The opposite of the recency effect
10. People not helping accident victims on the road could be considered to occur due 
to?

DOWN
1. Term for employment agencies and executive recruiters who find suitable candidates
2. This movie based on a novel of the same name was targeted primarily at the concept 
of behaviourism propounded by Watson and Skinner
4. The process of bringing back an employee who attempts to resign, with an offer of 
increase in salary or other benefits
5. He developed a widely used questionnaire tool that classifies personalities into 4 
categories and each category into 2 roles, each with 2 variants
6. In Expectancy theory, motivational force is the product of expectancy, instrumental-
ity and ?
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Contest

Announcement of Results
The prize for “Article of the Issue” has been awarded to Ankita Sharma from 
TAPMI for her Article “Disability friendly workplace An emerging requisite”.  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 April 2014 Issue has been awarded to 
Swati Pamnani from IIM Shillong. She is awarded with a cash prize of INR 500 
and a Certificate of Appreciation

Last Contest Answers: 

1.  Will you give us your facebook password- if yes why, if no, why?
 
ANSWER:

I always like to keep my personal and professional lives apart and try my best to ensure 
that one doesn’t interfere with the other. As such, my Facebook account is my personal 
space, and hence I would humbly request you not to put me in a situation of moral 
dilemma as I know my ethics won’t allow me to compromise on these issues. Having 
said that, I would like to assure you that I have not done anything in life, in general, and 
on Facebook, in particular for which the organisation that I work for be questioned 
on any matter at any given point of time. I take full responsibility of the same and am 
willing to face all the possible consequences which might crop up in future.

Moreover, Sir, I am sure even you wouldn’t want an employee in your organisation who 
is not sincere to his own self because a person who is not honest to himself will never be 
honest to the organisation either. 



28TogetHR | HR Magazine of IIM Shillong

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 July 25th, 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 articles 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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