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Dear Readers,
We are excited to present to you the September-October 2014 Anniversary issue 
of TogetHR! With this issue, TogetHR completes 3 illustrious years of its journey. Our 
baby steps started in September 2011 as ‘usHR’ became the first HR club in the pan-IIM 
community and we also became the first IIM to launch its own HR magazine. We take 
this opportunity to thank our founders, our student coordinators over the years, the 
faculty and administration staff, and above all you, the readers for the constant support 
and encouragement! Egged on by your enthusiasm, as we continue our journey, here 
we are with yet another issue of TogetHR!

The Cover Story of the issue, ‘Bringing Together HR and Finance’ talks about how 
and why two seemingly contrasting functions are working together in an increasingly 
challenging global business scenario.

The Conflux section features an interaction with Mr. Yogi Sriram, Senior Vice 
President Corporate HR from Larsen & Toubro. A person with immense experience, 
he fielded our questions and threw light on various opportunities and challenges faced 
by big companies today in areas like employee engagement, talent management and 
use of technological tools.

In the Concoction section, we bring to you a variety of handpicked articles covering 
the latest trends in the modern business and HR scenario. ‘Contract Labour in 
Manufacturing sector In India’ talks about the various issues plaguing the contract 
labour sector in India dispassionately and identifies areas of improvement. The article, 
‘Influence of Social Media in building Employee Relations’ highlights the immense 
potential that social media holds for today’s organisations, the difficulties in harnessing 
it and some guiding principles to do so successfully. The Article of the Issue, ‘HR-A 
strategic Business Partner in Startups’, presents a compelling case on the importance 
of the HR function for startups by highlighting the pitfalls and challenges that they face 
in the initial phase of growth. ‘The Changing Dynamics of Talent Acquisition’ throws 
light on the new landscape in which companies are expected to operate in order to 
attract Gen-Y talent, with relevant examples driving home the point. The article, ‘Forced 
Rankings Being Forced Out’, discusses the relevance of the infamous bell curve in 
today’s business economy.

The Corporate Nuggets section covers one of the well-known names in the consulting 
industry and one of the famous recruiters across Indian B-schools, Deloitte. We examine 
the company’s policy trickling down from its vision and mission statement to its human 
resource policies.

The Campus Buzz section features a report on ‘decipHR’, the inter-college HR case 
study competition conducted as part of IIM Shillong’s annual B-school fest ‘Khlur-
thma ‘14’. Don’t miss the ‘Contest with the Best’ section where we are back once again 
with ‘Inter-rogatio’, the interview question challenge. Send us your entry and win an 
e-certificate and cash prize worth Rs. 500.Team usHR would once again like to extend 
its gratitude to its readers for their constant support and we hope to continue receiving 
the same in the future too. 

Email: hrclub.iims@gmail.com
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) Drawing from your extensive experience, can 
you tell us how the domain of HR has changed 
over the past 35-40 years?

When I started my career, HR was more employee 
relations oriented. It started off with welfare 
and went into employee relations, industrial 
relations, labour laws, negotiating with workmen, 
compliance issues etc. Today issues such as 
designing a good project completion bonus, a 
good compensation system, a good appraisal 
system etc. which can be inspiring, motivating, 
tied to the objectives of the company, things like 
creating a balanced scorecard, a competency 
map, a developmental plan, a leadership pipeline 
are all very important competencies.

In addition, an HR person has to be stronger than 
a marketing person in arriving at insights about 
people and human behaviour. There is a lot of 
emphasis for marketers to know about consumer 
patterns and so on. But an HR person must know 

why people are behaving in a particular manner 
not only within the company but also outside 
the company. Now people are talking about HR 
analytics and big data. Making good inferences 
and testing the hypotheses is very important 
today. Making expensive inferences that are 
merely intuitive won’t serve anyone.

2)There is a perception that Gen Y workforce 
prefers start-ups to larger companies due to 
factors like independence. How big is this talent 
risk for large companies and how are they 
addressing it?

There is a concept called fractal organisation. 
Large companies must learn to focus on 
businesses which are going to be divided and 
become bigger after they are divided. Today is 

Mr, Yogi Sriram
Senior VP CorPorate Hr at L&t

a world where the advantage of a conglomerate 
is disappearing. Financial analysts are talking 
about a conglomerate discount. The shareholder 
is distracted if you are into too many businesses. 

Therefore being into a few businesses, being 
very focused will give not only an opportunity 
to the shareholder to understand that you are 
in a niche but also for talent to understand that 
they have an opportunity to flourish. So creating 
that intrapreneurship mind-set and creating 
opportunities within is very important. Start-ups 
are offering independence, an egalitarian culture 
and a line of sight about what you are doing. All 
this can be done in a fractal organisation. A fractal 
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“Making expensive inferences 
that are merely intutive won’t 

serve anymore” 

organisation is an organisation broken up into 
different fractions for the purpose of running. 
Each of them can be a virtual independent 
company.

3)Can you give us a peek into how the industry 
is keeping up with innovations like analytics? 
How equipped is the industry to leverage latest 
developments?

There is a big revolution in talent acquisition 
through social networking because now you can 
access the whole world through that medium. The 
old paradigm of performance appraisal through 

a forced distribution is being challenged. More 
companies are thinking about absolute ratings, 
descriptive ratings, smaller performance cycles 
and more frequent performance conversations. 
The concept of a worker itself is changing, the 
concept of how you look at women workers, 
telecommuting etc. is changing a lot. Technology 
is playing a huge and massive role, in terms of 
new advances in HR. The trends of HR are also 
changing a lot with respect to employee relations. 

The services sector employee is different from 
how a blue collar worker perceives employment 

contract and employee relations. There is a 
sea change in the way you have to deal with 
these people- you have to be much more 
imaginative and not presumptuous. They may 
have knowledge much deeper than yours with 
respect to what is happening in the company. It 
needs a different type of an HR skill.

4) Can you share with us a single most challenging 
change management exercise that you faced in 
your career?  

In 2000-01, we introduced something called a 
management leadership program. By definition 
it meant differentiating a set of people, who 
will be put through a development centre/ 
assessment centre. We have done almost 11000+ 
development centres, perhaps it is the highest 
in the world. 

This meant a big change because L&T was a more 
egalitarian thinking company and we had to 
make people believe that there is a set of people 
who need to be treated differently both in terms 
of career progression and compensation so that 
they can rise faster and lead businesses. That 
was one very big change we led.
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New economic policies the government 
announced in 1991 saw an ideological shift 
from a socialistic policy framework towards 
liberalization and globalization. They demanded 
that managements meet challenges of national 
and international competition, minimize 
redundancies, move over to a capital intensive 
mode and move towards  a lean organization. 
They resorted to: 
transfer of jobs 
from the domain 
of bargaining/sub-
contracting; use 
of contract labour; 
changing work 
norms; reducing 
jobs; and moving 
towards a capital 
intensive growth model. The rise of automation 
also coincided with change in laws. All existing 
laws inhibit the firm’s ability to adjust labour force 
or even make changes in deployment of labour 
thus restricting their ability to compete. Lay off, 
suspension and closure require government 
permission which is denied even for genuine 
purposes like worker’s inability to cope up with 
demands of the new technology, indiscipline and 
the ups and downs of business. All these factors 
have led to the rise of contract labour and the 
subsequent challenges.

According to the ‘India Labour & Employment 
Report, 2014’ the percentage share of contract 
workers in organized manufacturing sector has 
increased from 13 per cent in 1995 to 34 per cent 

in 2011. The growth of regular, protected jobs 
is also slow. The study mentioned that between 
2008-09 and 2012-13, the number of contract 
workers grew by 39%, while growth in the number 
of regular workers nearly halved at 25%, apart 
from being paid less than regular employees on 
corporate payrolls doing similar tasks, contract 
workers have virtually no job security and no 

benefits like medical 
aid, gratuity, 
provident fund, 
educational funds, 
pension and health 
insurance and leaves 
benefits.

 An overwhelmingly 
large percentage 

of workers (about 92 per cent) are engaged in 
informal employment and a large majority of 
them have low earnings with limited or no social 
protection. This is true for a substantial proportion 
of workers in the organized sector as well. Over 
half of the workers are self-employed, largely 
with a poor asset-base, and around 30 per cent 
are casual labourers seeking employment on a 
daily basis. About 18 per cent of those employed 
are regular workers, and amongst them less than 
8 per cent have regular, full-time employment 
with social protection. This segment of workers 
face anxiety of job security, lack of social security, 
exploitation in the hands of contractors, low 
wages, unequal treatment by Trade Unions 
and even abusive behaviour of the permanent 
workers and supervisors.

Contract labour in the 
Manufacturing Sector in India,       

the way ahead
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The Contract Labour (Regulation and Abolition) 
Act was enacted in 1970’ by the central 
government in recognition of increasing 
problems and abuses imposed on workers by the 
contract labour system. The primary objective 
of the Act is to stop exploitation of contract 
labourers by contractors and establishments. 
The Act does not provide for a total abolition 
of contract labour system but it provides for 
abolition of contract labour in appropriate cases. 
The legislation has its own setbacks for there is no 
clear definition for identifying Contract Labour 
in the Act. According to the Act a person can be 
categorized as a contract labourer only, when 
he/she is a workman and employed through a 
contractor. There exists no other provision in the 
Act for complete cessation of contract labour 
system. The legislative intent of the Contract 
Labour Act was to progressively abolish contract 
labour system. It is now being subverted to 
become an instrument of massive expansion of 
the contract labour system.

 A widespread opinion of the Industry is for deletion 
of Section 10 of the act, providing for prohibition 
of employment of contract labour, and renaming 
the Act as Contract Labour Regulation Act for, 
a number of welfare legislations like Minimum 
Wage Act, Payment of Wages Act, EPF Act and ESI 
Act have been extended to the contract workers. 
Even the Equal Remuneration Act safeguards 
the rights of a contract labour to receive wages 
equal to a regular employee for the same amount 
of skill and responsibility. What is required is the 
application and enforcement of the legislation 
rigorously. But this aspect has been overlooked 
many a time and abolition has been seen as the 
only panacea which seems to be a retrograde 
step. The prohibition of employment of contract 
labour cannot be accepted by industries for 
the economic imperatives to boost exports, as 
it would require a flexible labour component 
and supportive labour policy which can meet 
business contingencies.

Another problem contract labourers face 
under the act is the irony of having provident 
fund benefit. The provident fund (PF) is often a 
burden to them rather than an aid. Change in 
the contractor they work or the contract agency 
shutting down causes a roadblock for labourers 
to recover their PF. Survey reveals that 64% of the 
workers reported that they have not been able 
to retrieve their PF due. Also many agencies shut 
down and open under a different name or do not 
register to avoid taxes and increase their profit 
margin. The act needs to be revised to ensure 
registration of contract agencies and stricter 
punishments of non compliance with the act.

Another point to take note is that contract labour 
rules should recognise the tripartite relationship 
among the worker, the contractor and the 
company. Since only a bipartite relationship is 
recognised, there is widespread misuse because 
the role of each party is not well defined. A clear 
definition and understanding of each of the three 
parties and their roles and responsibilities must 
be defined and amended into the act wherein 
contractors especially must be treated as a 
separate establishment. 

To conclude the Act itself is not in a position to 
address the problems of the contract labourers 
for only 300,000 of the 80 million people on 
contract today are in the organised sector. 
Majority of them being in the unorganised sector 
are not traceable and numerical information is 
not available. So, the question of organised versus 
unorganised employment is maybe of greater 
importance than the temporary/ permanent 
or core/ perennial issue. But immediate strong 
amendments in the current act can help us move 
towards that direction.

           Rayomand Gheesta, Goa Institute of Management
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Influence of Social Media in 

building Employee Relations
“If you are not networking, you are not working”
                                                                   -Denis Waitley
                                                                                                  
Introduction
Hey! Why are you using Facebook in the office? 
This is the common notion for the use of social 
media in the workplace. Why so? The perception 
is that it is an unproductive activity and can 
breach company’s confidentiality. Many a time 
perception is being deceived by the lack of 
an idea of complete picture at hand. So is the 
case with social media and its effect on the 
employee relations. The advent of digital age has 
transformed the way the employees are being 
communicated-from ‘talking at them’ to ‘talking 
with them’. This shift to this open communication 
will help to break the departmental and 
geographical silos of the organization.
 
Social media- an aid for bridging the gap 
Social media being a mode of instantaneous 
communication can be used to create a forum 
for the employees to share their ideas and 
thoughts with each other, leveraging the spirit 
of innovation and collaboration. It can be used 
to carve the culture of an organization and can 
answer one of the most mystical questions-Why 
this is the place to work for? Transparency across 
the walls will further stimulate the sense of 
ownership in the employees. Enticing new talent 
can be provoked by the extensive use of social 
media. 

The enterprise social media is a live example as 
to how the raw power of social media can be 
harnessed for the greater good of an organization. 
Even if we see through the perspective of 
management of a company, ROI is substantial 

because it helps to reduce the redundancy by 
promoting a smoother flow of information. From 
process improvisation to productivity increment, 
social media can thus promise a higher return on 
investment.

Why employers are hesitant to deploy social 
media at workplace?
Employees’ work versus private life boundaries 
when crossed creates a detrimental effect on 
the organization and social media is just blurring 
the line between the two. What will happen if 
an employee uses his personal or professional 
network accounts to create embarrassment for 
the company? Breach of confidentiality and 
the loss of reputation can be a matter of great 
concern for the employers as the whole identity 
of the company is at stake and it takes a tick of 
a second for confidential information to reach 
the outer world. Judging by the power of social 
media, the dissemination of gossip and negative 
messages at the workplace can prove to be a 
source of harassment for others. 

How to create a balance?
To strike a balance, companies should define 
acceptable scope of use and ownership for online 
content through social media. A definite guideline 
should be devised to describe the way social 
media can be used by the employees. Rather than 
controlling them, it should more of a suggestion 
to help them to engage in social media for the 
good of themselves and the company. A sense 
of ownership should be cultivated to make them 
realize their stakes in the company. But at the end 
of the day, an extra piece of burden is being added 
in the form of training and therefore it should 
be imparted through interactive techniques like 
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“gamification”. 

A social media policy should clearly bifurcate 
between the sharable and non-sharable content 
by employees. The privacy of the individuals 
should also be taken into concern while framing 
the policy. With a well defined policy and training, 
a company can turn its employers into its brand 
ambassadors. Companies like Unisys, HP, Sprint 
have recognized this fact and have molded their 
social media policy to increase productivity and 
performance.

Social media-the spark of change
Diverging away from the traditional broadcast 
model, social media creates a dynamic real-
time open data flow, which is regularly updated 
and thus drives the 
workplace mechanics 
at a far more 
progressive rate. 
The due presence of 
sites like Wikileaks 
and moves by the 
government across 
the globe to make 
public data available 
is also thrusting the 
companies to review 
their processes, systems and structures.
Even the use of existing platforms like intranets, 
chat forums, Facebook and Twitter is driving to 
another level like ’enterprise wikis’ and ‘enterprise 
social networks’ .

A virtual world is being created to let the 
employees discuss their work related issues and 
thus to develop cooperative approach towards 
a common business problem. In the world of 
fragmented workplaces, it provides the trade 
unions a medium to connect and communicate 
with the young employees, who are more 
comfortable using social media. Due to increasing 
technical connectivity across geographies, trade 

unions are becoming sophisticated to use the 
social media for various campaigns and to link 
with one another. On the front of settling the 
disputes, social media has already challenged the 
traditional approach .It is impacting the power of 
collective bargaining and the balance of power 
between the employers and the employees. Social 
media is thus acting as a platform to raise the 
voice of the employees. Some labor movement 
networks like Labour Start and UnionBook have 
already put social media in action.

But there is also a flip side to it. On one hand 
the ease of accessing information reinforces 
transparency and hence helps to subdue any 
conflict or dispute but on the other hand if the 
organization is somehow unable to respond 

properly to the policy 
of open data, the 
spark of controversy 
is ignited.

Final words
Consensus on 
the policies and 
norms of using the 
social media in the 
workplace is still 
emerging. But the 

increased use of social media and its acceptability 
cannot be ignored by the employers as well 
as employees. Employees need to know the 
consequences of defaming the business and 
employers need to recognize the opportunity 
to increase productivity through effective use 
of social media at the workplace. The final policy 
needs to be implemented with consensus of the 
all parties involved. 

The dynamic universe of social media provides a 
plethora of opportunities-companies only have 
to know how to grab it!

             Vivek Kumar, IIM Indore
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It is believable when we say that Human Re-
sources and Marketing are not as separate as we 
might actually think. A company needs profit-
able customers in order to achieve huge reve-
nues. And, getting top talent who are interested 
in your organization is also highly critical to at-
tract customers and benefit in the long term. 

So, the approach to be taken, ‘Employee first, 
Customer second’, clearly explains how em-
ployees have emerged over time into cus-
tomers and how managing Human Resourc-
es is no longer detached from marketing. 

All fine! But, did you ever think or consid-
er that even Finance and Human Resources 
go hand-in-hand? Well, this is how it goes.
HR and finance departments often see them-
selves as highly disconnected entities as the 
contributions and goals of each are traditionally 
viewed as two different areas of business strategy. 

HR professionals are concerned about 
the efficient deployment of workforce in 
the business while, finance department is 

dedicated towards generating revenues and con-
trolling costs. They see human capital as a cost. 
These traditional roles are now shifting and 
find their function more and more overlap-
ping. After all, the goal of achieving high 
profits is near to impossible without a high-
ly talented and performance oriented work-
force devoted to meeting the set objectives.

An HR manager might not always understand 
the cost implications of a program, and a fi-
nance manager may not be aware of the im-
portance of workforce demographics man-
agement. But, when they work together, 
they deliver a greater value to the company. 

Financial executives today see human capital as a 
key value driver and not merely as an expense as 
they once did. According to a survey conducted 
by CFO Research Services in collaboration with 
Mercer Human Resource Consulting, 92% say 
human capital has a great effect on a company’s 
ability to achieve customer satisfaction. 82% be-
lieve this is so for profitability, 72% for innovation 
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and new product development, 71% for success 
in integrating acquisitions and 64% for growth. 
Now organizational cultures are moving 
more towards collaboration than just co-op-
eration. A survey on 340 finance and HR ex-
ecutives was conducted by Towers Watson to 
examine how well companies are fostering 
collaboration between these two functions. 

This survey revealed that finance and HR teams in 
about 40% of the organizations work together on 
setting strategies for reward programs, making 

changes to reward programs, etc. But, only 20% of 
the HR managers think that their function works 
with finance to set the overall workforce strategy. 
As the economies around the world im-
prove, companies are now putting more 
and more emphasis on the ways to sustain 
and improve performance by sharing re-
sponsibility between these two functions. 

What did Finance learn from HR?
Historically, CFO and other members of the 
finance team could not develop a ready lik-

ing from the company’s workforce. They 
made tough decisions which had a nega-
tive bearing on the morale of the workforce. 
However, over time the CFOs have 
learned the following through devel-
oping a closer relationship with HR.

The human element of business: 
Among HR teams, CFOs were once typically 
viewed as naysayers.They were and are still as-
signed the duty on making tough decisions to 

keep their organization moving forward finan-
cially. But now, working with HR managers, CFOs 
and other members in the finance department 
have started looking beyond short-term returns 
while prioritizing among various options and 
have started incorporating the human element 
of business into their long-term strategic plans.

Looking beyond ROI: 
Not all the elements leading to success in a busi-
ness can be quantified. For example, it is quite diffi-
cult to precisely determine how a benefit program 

49%

43%

39%

35%

46%

70%

42%

41%

23%

62%

Finance and HR will collaborate more in the next three
years

Finance and HR work together on determining changes to
reward programs

Finance and HR work together on setting strategy for
reward programs

Finance and HR work together on setting workforce
strategy

Fiannce and HR work together on developing annual
budgets

In what ways fo Finance and HR work together in your company?

HR Agrees Finance Agrees
Source: Towers Watson, July 2013: “Driving Performance Through Enhanced HR/Finance Collaboration.”
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designed to improve the employee morale would 
impact profitability in the long run. However, CFOs 
are now able to understand how investments in 
human capital can positively impact the business 
success in ways that are not always quantifiable.

What did HR learn from Finance?

As already discussed, HR departments which 
were once viewed as cost centers are now be-
ing included in the strategic planning efforts. 
The HR teams are using this opportunity to forge 
solid relationships with the finance department 
and from these relationships, they have learned:

The business perspective: 
As the finance department always thinks of quan-

tifiable parameters for the business success, HR 
managers have learned how to quantify and qual-
ify the strategic investments on the workforce.

Using people data: 
HR managers have learned how to impact deci-
sions related to performance metrics and business 
goals. They have developed best practices for track-
ing, collecting and reporting their “people data.”

Finance leaders have learned valuable lessons 
about the human side of business, and HR pro-
fessionals learned how their work and decisions 
would impact the goals and success of the organi-
zation. And, together they have developed strong 
partnerships leading to successful businesses.

60%

58%

57%

56%

61%

64%

71%

74%

58%

61%

80%

74%

The rate of increase in rewards is manageable

Executive incentive programs structured to
discourage excessive risk taking

Reward programs are instrumental in driving
behaviors/actions needed for profitable growth

Investment in rewards produces acceptable ROI

Reward programs are aligned with talent goals

Reward programs are aligned with financial goals

To what degree do rewards drive performance in your 
company

HR Agrees Finance Agrees
Source: Towers Watson, July 2013: "Driving Performance Through Enhanced HR/Finance Collaboration."
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The term Human Resource was first coined in 
the 1960s. It had its origin in The United States. 
Human Resource is often looked upon as a cost 
centre by many organizations specially startups. 
Setting up a new business consumes a lot of 
time, effort and money of the owner. In order to 
make up for the money spent they devote more 
attention and focus on other aspects of a business 
which includes operations, marketing and other 
aspects of revenue generation. Companies often 
tend to forget that Human Resource is the only 
function which is non-mutable and which can 
provide sustainable competitive advantage to 
the firm. Many start-ups do not survive because 
they ignore the criticality of the HR functions in 
an organization. 
Employees working in a startup often face issues 
primarily due to the absence of an HR department 
to take care of their specific needs. They even 
feel overburdened as they have to sometime 
play the role of an HR themselves and perform 
several tasks in parallel. This entrust an additional 
responsibility on the employees. A myopic 
organization does not pay necessary heed to the 
HR functions which pose a biggest challenge for 
them to survive in this competitive world. Hence, 
having a dedicated Human Resource department 
has become vital for the long term survival of 
these organizations. 

Challenges faced by HR Team in Startups
Startups often face various challenges in the ever 
increasing competitive market owing to their 
newer origins compared to their established 
competitors. The absence of a lengthy track 
record of HR policies and procedures often throw 
hurdles in their path of smooth conduct of day-
to-day operations. Let us have a look at some of 

these:
Employee Characteristics 
in Startups:  Startups face a 
disadvantage in hiring the best 
human resources available in the 
market owing to their inherent 
instability, smaller size, absence 
of name recognition and financial 
deficiencies. We recognize the 
following 3S’s that any startup 
should avoid:

Stability seeking employees: As the 
startup can offer no stability to its 
employees.

Sprinters: These employees lose vigour 
and enthusiasm after an initial outburst 
of energy.

Star performers: These employees maybe 
excellent individual performers but not 
good team players

However, startups are an attractive destination 
for quality individuals with entrepreneurial skills 
and traits who prefer to be significant members 
in a rapidly growing team. 

Dynamic Nature of Team: Due 
to the innumerable challenges 
that the emerging startups face, 
most of them fail to survive. 
Often, these organizations 
fail to realize and manage the 
ongoing transformation within 
the employee (Human Resource) 
base during its startup phase. 

HR – A strategic Business 
Partner in Startups
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The success of these startups depends on the 
ability of the founders and employees to give 
up short term goals for long term benefits. The 
operational deficits that the startups face can be 
balanced only by having a Work Surplus of all the 
employees working as a single team.

Withstanding Shocks: Whenever 
a company faces a high turnover, 
the external commitments of 
the business are bound to take 
a hit. The production capacity, 
customer services and fulfillment 
of existing commitments to 
clients suffer as a consequence. 
This loss in employees may have 
adverse internal effects as well 
and indicate instability, thus 
having a negative impact on the 
remaining employees. This may 
lead to failure as the existing staff 
may become apprehensive and 
look for personal stability in the 
outside job market. 

HR Mistakes to be avoided in a startup
Ignoring the competition: As per the 
statistics, it has been observed that 46% 
of the employees quit their job in the 
first year of service. HR should be aware 
of the salaries and benefits that their 
competitors are paying so that they can 
offer attractive packages to keep the 
employees motivated.

Withholding appreciation: With 
the increasing focus on employee 
engagement, it has become very crucial 
and can make a lot of difference to 
the company in the long run. A loss in 
productivity of a disengaged employee 
costs $370 billion annually to the US 
Economy.

Weak Hiring Practices: Some of the 
common hiring mistakes made by 
startups include hiring out of desperation 
with very little screening, not giving 
proper time to scrutinize the applications 
and not having a background check. 
This may result in hiring a poor quality 
candidate.

Success story of a Startup—Flipkart
The biggest success story of a startup in recent 
times is that of Flipkart. Success has not only 
brought in revenue for Flipkart but its people 
practices have transformed it into one of the 
great place to work in. The key aspect of the HR 
system has been discussed below:

Robust Appraisal System: Flipkart uses a 
360 degree feedback system as part of its 
performance management system. This ensures 
a balanced and fair assessment of the employees’ 
performance.

Diversity in Workforce: Flipkart has a well-
diversified workforce that has been a key to its 
success. Also there is a healthy mix of male and 
female employees that offers the gender diversity 
as well.

Transparent Reward System: Flipkart has an 
open transparent and structured reward system, 
thus ensuring the employees a proper and 
structured growth plan within the organization.

Flexible policies: Flipkart believes in having 
open policies rather than closed door ones. This 
has gone a long way to foster a friendly and 
healthy work environment that has ensured its 
success in the highly competitive market.

    Shruti Prashant, XIMB
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The Changing DynamiCs of 
TalenT aCquisiTion

The term “Talent Acquisition” has been taken over 
to traditional Recruitment and Selection process. 
Earlier,  prospective candidates used to lookout 
for a  good employer whereas today employers 
have to acquire talent by offering a good deal 
not only in terms of tangible attributes but with 
lot many other benefits too. This is quite evident 
from the current scenario across the globe.  

Gone are the days when the Employer was the 
Big Boss in the employment market and the 
determinant of the economy. The changing 
economy, open trade and globalization have 
taken the recruitment scenario to newer and 
never to be imagined heights.  The talent is 
available out there; the required skillset on the 
table but the question that the candidates now 
ask is why should they work for you? In the 
yesteryears, there was a dearth of talent and 
skills, now with the mushrooming of technical 
and business schools, the dilemma which the 
companies face is to attract and retain the “right” 
talent. It’s appropriate to note at this point that 
not always it’s the best talent in the market that 
spurs the Organization to greater heights but the 
right talent.

For the new Emerging workforce it is not the 
tangible attributes which matters, what matters 
the most to them is the Purpose. Organizations 
have now realized that the most important 
driving factor is the intangible attributes that is 
given out to the employees.  The Gen-Y of today 
can work where and when it suits them. They are 
more passionate about enjoying their profession 
as only then they don’t have to be concerned 
about taking time off from work to do what they 
really want, they can easily have fun in doing 
what they want. Why do people want to work for 
Google, Apple and South-West airlines? Being 

associated with any of these brands is a feather 
in the cap in itself. Google gets the best talent in 
the market, hence working with Google brands 
the employee as being one of the best. Similarly 
with Apple, it hires the most creative people and 
Southwest Airlines employs people who have 
‘fun’ in their DNA. 

Selecting right people for right job to sustain 
in the competition is mammoth task and not 
to forget that every other corporate house 
would be doing the same. What should one do 
to overcome such a competition for attracting 
talent? Today Employer Branding is changing the 
face of recruitment and selection. If one wants 
talent or a top performer, one has to transform 
in such a way that they should consider them as 
their employer. Therefore, Employer branding 
is the long-term solution of choice for hiring 

to remain sustainable. A strong and positive 
employer brand should position one’s company 
as a great place to work, and create excitement 
and interest in the available jobs. To attract talent, 
certainly employer branding is the hot new trend 
in recruitment.

How should employer adapt to such change 
in dynamics of talent acquisition? Well for this, 
first one should treat desirable candidates as 
CUSTOMERS and should try to sell themselves 
from the bottom. Today gen Y is most attached to 
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the digital media for example social media. They 
won’t be much bothered about the content one 
presents to them rather they think it’s boring. They 
will be really impacted if one gives them same 
medicine with approach they like. For instance 
present oneself with the help of video giving 
all the information one wants them to know 
about you and consider you as their employer. 
This way one can connect to them directly and 
make an impact and gain advantage over other 
prospective competition. 

Many top employers do the same and hence are 
able to retain the talent. For example last year, 
HUL has come up with an employee concern 
campaign with Shahrukh Khan as their brand 
ambassador. The video addressed expecting 

mothers and making them aware of happiness 
one get after they become a parent and made 
it public through Youtube. It was a huge hit and 
was liked many young professionals. This video 
showed caring side of the HUL as employer and 
made talent to think on it will be worth working 
with HUL. 

Traditionally employer and employee had had a 
disadvantage of asymmetric information available 
at both sides of the table. This is not the case now 
where everybody has the power of information 
technology especially with the social media 
wave that is currently beaming high. With the 
development of sites like Glassdoor, Mouthshut, 

etc where information about employer is readily 
and openly available to prospective candidates 
to gauge the employer as per their expectations 
and need, employer is really at stake to maintain 
the good image. Hence, it is acquisition rather 
than traditional selection that happens today 
with target candidates at upper hand in terms 
of selection. However, on the other hand too, 
Information Technology helps employers can 
look through the profile of candidates and check 
out their recommendations on sites like LinkedIn.
com, and other job sites like Naukri.com and 
Monster.com. 

The emerging workforce today is interested in 
knowing what Purpose his association with the 
Organization means, not only to him but to the 
society at large. It’s all a game of perceptions, 
programming of the human mind and the ability 
of the employer to communicate a deeper sense 
of meaning and purpose. And in this game, you 
either win or fizzle out!

                   Priyanka Samaddar, IIM Ranchi
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Conco c tion

Organizations are moving away from Forced 
Rankings. What could be the way forward?
Forced Ranking system for employee appraisal 
has been around for quite some time now. 
But, sensing the problems it brings into the 
organization, companies are now trying to move 
away from it and bring in an absolute ranking 
system.

First, let us 
see some of 
the reasons 
why forced 
r a n k i n g 
was made 
f a m o u s 
d e c a d e s 
ago by 
former GE 
CEO Jack 
Welch. In 
this system, the performance of employees is 
assumed to follow a bell curve. Hence, about 
10% are ranked the best or ‘above expectations’ 
as managers call it, the bottom 10% are the 
poor performers or ‘below expectations’ and 
the middle 80% are the average performers or 
‘meet the expectations’ category. Although the 
percentage allotment may vary from company to 
company, the ratio roughly remains the same. 

The companies find it easier to follow this 
approach rather than absolute ranking primarily 
because these rankings are linked to the bonuses 
shelled out and if the number of people getting 
the bonus is fixed, the companies can have a fixed 
budget allotted at the beginning of the year. Also, 
it is any easy way to find out and reward the top 
performers and encourage the weak ones to 

leave. In this system, both, the managers and the 
employees have no place to hide. They are literally 
forced to have performance related discussions 
which they would have otherwise avoided. All 
said and done, the outcome of this system may 
be good but not the process.  

The first major con in using forced rankings is 
that it compares apples to oranges. An A grade 

p e r f o r m e r 
in one team 
may be 
working a lot 
harder than 
an A grade 
p e r f o r m e r 
from another 
team, but, 
they are 
the best 
p e r f o r m e r s 

in their respective teams hence treated equal. 
This unfairness creates demotivation and 
disengagement among employees. Another 
issue that arises is that more than the employee’s 
performance, it is a test of his relationship with 
his supervisor. Most of the supervisors are not 
trained enough to give feedback objectively. 
They usually go by their gut feeling and may 
not always be able to articulate the reasons 
objectively. So, the better rapport one shares 
with his supervisor, more chances of him getting 
a better appraisal. Also, it compels employees to 
compete with each other instead of working in a 
team. Thus, their personal interests come before 
the larger interest of the organization. Research 
proves that most of the employees do not find 
the forced ranking method fair and transparent. 
Put simply, the forced ranking system is just a 

Forced Rankings Being 
Forced Out
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the flaws in the company’s culture.

Just because something works for GE, does not 
mean that it would work for everybody else. The 
environment or the company’s culture should 
also be prepared to implement it properly 
otherwise it comes as a dramatic culture shock 
to the people. First and foremost, the employees 
as well as the supervisors should be adequately 
trained to receive and give feedback objectively. 
Their personal equation with the employees 
should not hinder their judgment. In spite of the 
employees being pitted against each other, they 
should be putting efforts to engage in teamwork 
and put the organization’s interest ahead of their 
own. As we can safely assume, being humans, 
it is difficult to bring in such objectively in real 
life. Hence a lot of effort and time is required to 
bring about a complete culture change in the 
organization.

Research findings prove that after the initial 
struggle years have gone by, employees choose 
to stay with an organization not because of the 
money and other benefits, but, because of the 
people and the job. People who develop a strong 
connection with their team and believe that their 
role allowed them to have a positive impact on 
the organization are the happiest. Hence the age 
old belief that monetary benefits alone motivate 
employees and the work environment is irrelevant 
is not true. Organizations have started realizing 

this and 
h a v e 
s t a r t e d 
m o v i n g 
away from 
the forced 
r a n k i n g 
s y s t e m 
w h i c h 
c r e a t e s 
unhealthy 

competition and compromises on creativity.

Recently, Microsoft eliminated the bell curve and 
will now put greater emphasis on teamwork and 
collaboration along with better and frequent 
feedback to employees about performance. 
In the absolute ranking system it is essential to 
have a well-defined set of standards (expected 
performance) for each task against which they 
are compared and these standards need to be 
communicated well in advance to the employees 
so that they are aware of what is expected from 
them and act accordingly. Whether this system 
of humble management works for Microsoft or 
creates more problems for them can be said only 
after a few years post its implementation.

All said and done, the fact remains that 
individuals are inherently individualistic. That is 
why communism fails and capitalism prevails. 
Even if we start encouraging teamwork and do 
group appraisals, the inherent competitiveness 
between the employees will still be there. The 
only difference would be that the organization 
will not encourage it hence might not be that 
disruptive. So, the lesson learnt here is that 
the bell curve forced ranking approach works 
only in the short run, but, in order to look at 
the long term growth of the organization, the 
people need to be given space to grow and be 
creative instead of just focusing all their energy 
on merely surpassing their colleagues. Not all 
appraisals should be linked to bonuses. Some 
mid-year feedback could be used to merely tell 
the employee about what is expected, where is 
he going wrong and how he can be improve. That 
way, employees feel more at home and will try to 
give their best to the organization. 
To sum it up, it is time to force out force rankings 
and bring in a new wave of creativity and 
employee satisfaction.

         Piyali Das, NMIMS-B
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Deloitte has several recognition programs to 
award the star talent in the company who have 
made unique and outstanding contributions that 
are above and beyond the normal expectations 
of their position. Some of the awards conferred to 
its employees are as follows:

 Applause Awards: 
This award is given to those employees who go 
out of their way and do something that aligns 
with Deloitte’s core values.

 Team Terrific Award: 
It’s an award for those who show excellent team 
work, incredible performance and positive 
attitude under pressure.

 PPD Award: 
Awarded for showing high performance and 
taking extra efforts to provide utmost quality in 
the projects.

There are a few more awards like Service 
Anniversary Award, Spot Awards, etc. for 
recognizing excellence at every step.

Deloitte’s vision is unchanging. They aspire to be the Standard of Excellence, the first choice of the 
most sought-after clients and talent.

RECOGNITION

DELOITTE 

Deloitte has a culture of learning, coaching and 
mentoring. Through these training programs, 
the company focuses on enhancing the 
technical, industry, professional and leadership 
competencies of its employees at every level.

 New Hire Orientation: 
This is an exciting program where the newly 
recruited employees undergo function specific 
training that adds considerable knowledge in 
areas such as health care, financial research and 
analysis, enterprise application training, etc.

 Communication Gyms: 
These are self-study and multi-media resource 
centers intended to help professionals to 
strengthen their soft skills in the dimensions of 
professional interaction.

In addition to the above, Deloitte provides 
various other learning and development 
programs like Competency Building, 
Professional Certification, The Deloitte 
Communication Excellence Program, etc.

LEARNING

VISION
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Deloitte’s shared values are timeless. They succinctly describe the core principles that distinguish the 
Deloitte culture. More than seven lakh hours are delivered annually through nearly five thousand 
training programs.

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

Deloitte provides its employees with diverse 
learning and networking opportunities. It 
provides its employees an opportunity to grow 
and develop. 

Along with the formal leadership development 
programs that are being offered, Deloitte offers 
career sponsorship and mentoring programs in 
which committed leaders mentor, support and 
guide talented individuals in their journey of 
building a successful career. 

The company has also developed career and 
succession planning programs in order to assist 
its workforce in mapping their move towards 
the top. Deloitte offers tailored professional 
development programs, varied insurance and 
retirement benefits and subsidies for most of 
the health and fitness expenses.

 Mass Career Customization (MCC): 
Through this program, Deloitte enables 
a career-life fit for each of its individual 
employees. It provides a scalable framework 
in which employees in conjunction with their 
managers can shape their career paths within 
the organization

TALENT

MANAGEMENT

 Integrity: 
The Company believes that nothing is more 
important than its reputation, and behaving with 
the highest levels of integrity is fundamental. 
It demonstrates a strong commitment to 
sustainable and responsible business practices.

 Outstanding value of markets & clients: 
Deloitte play’s a critical role in helping both 
the capital markets and its member firm clients 
operate more effectively. The firm considers 
this role a privilege, and knows that it requires 
constant vigilance and unrelenting commitment.

 Commitment to each other: 
The firm believes that its culture of borderless 
collegiality is a competitive advantage for it, and 
it goes to great lengths to nurture it and preserve 
it. Deloitte goes to extraordinary lengths to 
support its people.

 Strength from cultural diversity: 
Deloitte’s member firm clients’ business 
challenges are complex and benefit from 
multidimensional thinking. The Company 
believes that working with people of different 
backgrounds, cultures and thinking styles helps 
its people grow into better professionals and 
leaders.

CORE
VALUES
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Competition is the most magnificent battle in which 
human beings can indulge. It brings out all the latent 
skills and forces one to do his best. This October, 
under the umbrella of Khlur-Thma- the annual 
B-school fest of IIM Shillong, usHR, the HR club of IIM 
Shillong conducted decipHR, its annual case study 
competition on 10th October 2014. 

The occasion was extra special since it was the first 
on-campus edition of the event and was organized 
on a grand scale. The case challenge where was 
based on a live HR problem provided by our sponsor 
Woodland Hospital, Shillong. The event was co-
sponsored by Central Bank of India.

The event encompassed two rounds where the first 
round was a 4 slide brief presentation about the 

issues highlighted in the case. Some of the issues 
were attendance issues, workforce management, 
performance management etc. The teams that 
were shortlisted after Round 1 were invited to the 
IIM Shillong campus for the next round to present 
their solutions in front of the esteemed panel of 
judges consisting of Dr. Werlok Kharshiing, Director-
Woodland Hospital, Shillong, Dr. Amit Shukla, 
Assistant Professor, IIM Shillong and Dr. Shankar 
Purbey, Assistant Professor, IIM Shillong.

Cash prizes worth Rs. 50,000 were distributed to 
the winners. The winning team was “The Mystics of 
Mawphlang” from IIM Shillong and the runners up 
were Team “Cloud Capped Stars” from XIMB. The 
event was a roaring success and received a lot of 
appreciation from all the participants, sponsors and 
the judges alike.

DecipHR
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Contest

Contest With the Best

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

below. 

Last date for sending the answers for Contest:  Dec 10th, 2014
Email ID: hrclub.iims@gmail.com 
Subject of the email: TogetHRContest19_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
 A prize money of Rs. 500 and a Certificate of Appreciation will be awarded to the winning entry
The winning entry will be published in the next issue
For any queries visit our Facebook page- ‘usHR- HR club of IIM Shillong’ or drop a mail at hrclub.        

 iims@gmail.com

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

1. If someone continuously takes credit for your work, how will you handle it?
2. If you were an animal which animal would you be? Why?
3. Explain MBA in 3-4 sentences to a 5 year old.

Contest Rules:

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

Announcement of Results
The prize for “Article of the Issue” has been awarded to Shruti Prashant  from XIMB 
for her Article “HR- A strategic business partner in startups”.  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 last Issue has been awarded to Manu 
Bajpai from IMT Ghaziabad. She is awarded with a cash prize of INR 500 and a 
Certificate of Appreciation

Last Contest Answers: 
The given situation mainly involves 2 broad problems: 
a)Lack of interest in employees towards trainings.
b)RoI of the trainings to be presented to management.
 Assumption: Rajesh is well aware of this problem on the basis of last year’s training 
experience and feedback from employees. Hence, he has come prepared with an action 
plan which he wishes to implement this year in order to improve. So, while convincing 
Raju, he would be sharing his action plan.

Action Plan:
1)Training need assessment exercise was conducted. All the technical trainings to be 
done have been finalized after taking inputs from:
a)Individual employees: Employees have given training requirement request which 
they believe would help in their career growth in long term and also as per their current 
projects. 
b)Functional heads: They have better clarity about training requirements related to 
specific functions/projects and have accordingly given inputs.
This exercise has helped achieve buy-in from functional heads and also will lead to 
personalized trainings as per employees’ need. This in turn will cause better engagement 
during training session and would generate interests.

2)RoI reflection : 
Since the trainings are linked to projects of current fiscal year which are in turn related 
to KRAs of employees, hence the RoI can be measured in terms of KPI. KPI may vary from 
function to function. Eg. Productivity, Estimated duration of project completion (which 
will involve 3 parameters viz. below expectation, as per expectation and exceeded 
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Contest

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 Dec 10th, 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  

Call for Articles & Participation

expectation) etc. This metric will help in generating comparison to previous year’s performance 
on similar kind of projects and corresponding benchmarking.

3)Trainings finalized through need based assessment would be done on voluntary basis. 
Employees will nominate themselves for different trainings. Hence, they are not being forced 
into it. Also, once an employee nominates himself/herself, then in case of absenteeism, the 
concerned person would have to bear the training cost for that period. This would take care of 
expenses which organization bears due to absenteeism during training session. 

4)Some of the new trainings would be compulsory. These trainings are necessary for 
development of pipe-line and keeping future leadership ready. Hence, top management would 
surely understand the requirement. Moreover, effort would be made to use on-job training 
format as much as possible to maintain employee’s interest level.    

The above action plan takes care of the issues mentioned in the beginning and hence, budget 
should be sanctioned for the same.
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