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Dear Readers,

We are ecstatic to bring to you this Jan-Feb 2015 issue of TogetHR with all the exciting 
features.

In the context of the ‘Cover Story’, ‘HR in Startups’, talks about the oft neglected 
role an HR department in budding companies.  It further illustrates the advantages that 
Startups will benefit from if they have an HR department from the get go.  

The ‘Conflux’ section presents to you the interview with Dr Deepak Malhotra, Vice 
president (Human Resources), IL&FS, who has spoken enthusiastically regarding 
his career and offers invaluable advice to HR enthusiasts. 

In the ‘Concoction’ section we bring to you articles covering a variety of spheres in the 
domain of HR. The article of the issue, “Mapping Trainees in IT Industry” talks about 
how to effectively manage new recruits, specifically freshers, in the IT industry and how to 
keep them engaged throughout their training phase and well into their actual job roles. A 
look at “Reaping the demographic Dividend: An Opportunity for India’s HR 
Managers”, gives an insight into the future of India and shows us how India’s HR mangers 
might benefit from this boom of skilled workforce. The question of whether social media 
usage among employees at the workplace is detrimental to the company is addressed 
in “Social Media and Employee Relations”. The article “Work-Life Balance”, 
talks about the work-life balance problem which affects many employees and what can 
be done to surmount this obstacle. “Organization structure & its influence on 
strategy execution”, gives us a valuable insight into the relation between a company’s 
organisational structure and its core competencies with real-life examples. 

The “Corporate Nuggets” section covers one of the world’s top consumer goods 
manufacturers and one of the most famous recruiters across top Indian B-Schools, P&G.  
We examine the company’s policy trickling down from its vision and mission statement to 
its human resource policies.

“Campus Buzz”, in this edition delivers to the readers the news regarding “HR-
Humerics”, which was conducted in February. 

In this edition of “Contest with the Best”, to sharpen your HR Interview skills we bring 
you 3 HR interview questions to be answered in the smartest way possible. Send 
us your entry and win an e-certificate and cash prize worth Rs. 500. Team usHR has been 
continuously garnering your support and we warmly extend our gratitude for the same.

Email:            hrclub.iims@gmail.com
Facebook:  www.facebook.com/pages/usHR-HR-Club-of-IIM-Shillong
Blog:              www.iims-ushr.in/
LinkedIn:    www.linkedin.com/in/ushriims

Happy Reading!!!

Team usHR
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1)    Please tell us about your journey 
“called” life. 

In the professional sense it has been a journey 
from peeling potatoes to writing books and in 
the personal sense it has been like a rocking road. 
There have been bumps in the long ride but all in 
all it has been a continuous journey and I want it 
continue for a few more years at least. I believe 
in setting targets – short, medium and long term 
and achieving them step by step. I plan to write 
4 books and that’s of prime importance to me.

2)   How did you enter HR domain & 
what was the motivation behind it?

People enter HR domain in either of the two 
ways; by default or out of passion/interest. For 
me it was the second way. I was a hotel guy 
happily living by the ideology of “knife and wife”. 
Worked for 2.5 years in Hyatt and was promoted 
in 11 months which was not an ordinary thing at 
that time. Slowly I got inclined towards L & D. I 
had 2 options; to take the short cut and become 

a training manager in Hyatt or learn training 
from scratch. I chose the second option and 
joined NIS Sparta (as a trainer) about which I got 
to know through a Times of India advert where 
I was offered the same stipend as that in Hyatt 
and underwent hardcore training for 3 months. 
3 years later I became a training manager in the 
hotel industry and in between I was the training 
head of Eastern India at IBM. What motivated me 
to undergo the grind was the fact that I loved 
meeting & talking to people and the challenge 
it put forward to me.

3) What should India do to close 
the gap between the West and itself?

We first need to understand what we do well. In 
other words we need to understand our pluses 
& make them our potent weapons. There is no 

Dr Deepak Malhotra
IL&FS as Vice President
(Human Resources)

point running after what they are doing because 
if it doesn’t suit our strengths we won’t be able 
to catch them. We need to look into our own 
roots, cultural strength as an Asian country and 
connect with our Asian counterparts to close 
the gap. Also we must learn from the west the 
art of taking advantage of Globalization and 
Technology. In addition to that I feel that the 
youngsters should become a part of and engage 
or at least listen to discussions in communities 
and forums like twitter, linkedIn, etc. where 
International HR heads discuss problems and 
solutions. This will help them keep themselves 
abreast of the happenings of the HR world. 
Reading articles by international experts, books 
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by HR heads of India like Abhijit Bhaduri will also 
help a lot.

4) There is a lot of buzz around 
the word “Leadership”. Is it such a rare 
quality that there is so much buzz 
around it? 

Leadership is an interesting but overhyped 
word. We are always running behind it like actors 
around trees. According to me it comes naturally. 
At this point I feel we need to differentiate 
between Leaders and managers. The latter sees 
and hears things when he is not around through 
the very strong MIS system prevalent these 
days. The former however sees when there is 
no light and hears when there is no sound. He 
doesn’t need both of them. He/She believes in 
influencing and motivating others and is willing 
to sacrifice for what he/she believes in, which is 
not everyone’s cup of tea.
When it comes to producing great leaders there is 
a huge skill and education gap in case of India. We 
are at least 20-25 years behind the world. There 
is a lot of talk going on in India about the same, 
however, we need to take action rather than only 
discussing. The gap between the corporates and 
the trainees has to be bridged. Also people must 
learn to pass on the baton, helping others avoid 
the problems they faced during their own time.

5)    Sir you have researched a lot on Gen 
Y. What do you think Gen Y should do 
differently from what they are doing 
now?

I am very close to Gen Y and hence, empathize 
with them. Generations change with time and we 
are being too critical on them for this. However 

they make their comebacks. In my opinion they 
should do what they are doing as they are doing 
it pretty well.
From my research I have found that Gen X 
complains that Gen Y is not that committed to 
their work but that is not that case in my opinion. 
We must educate Gen X to train Gen Y to get into 
the industry to do away with the notion. Gen X 
must also understand that Gen Y is very different 
and that the next generation will be even more 
different and they must must understand the 
reasons for the differences in order to overcome 
them.
 
6)  Sir can please offer some 
suggestions/advice for budding HR 
enthusiasts which they benefit from?

First move in any career is very important as the 
base has to be strong for a flourishing career in 
any domain so if one has options one must choose 
the option where there is more opportunity for 
learning. While pursuing HR as a career, one must 
identify & be good at 1 skill in HR rather trying 
be a master of all. Having an idea of everything 
is desirable but mastering one is paramount. As 
an HR personal a lot decisions have to be taken & 
to take decisions one must weigh all the factors 
appropriately. Dividing a paper into 2 parts & 
writing down the positives and negatives is a 
good to go about the same. Setting targets and 
planning how to achieve them is also a skill that 
should be mastered and above all failure should 
never be feared when facing challenges and 
fighting for your passion.

“A leader sees when there’s no 
light and hears when there’s no 

sound”
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Mapping Trainees in IT Industry

Retaining employees is a challenge for compa-
nies all over the world, and retaining freshers* 
is a different thing altogether. In India, attri-

tion of freshers is a burning issue in the IT industry, 
where some 170,000-180,000 employees are ex-
pected to be added by the end of FY 2014-15 [1]. 

Various factors motivate engineering graduates to 
take up IT jobs – first job in a big Company, a six fig-
ure salary that is usually unmatched by companies 
in other departments, the attraction of working in a 
big branded Company, the fancy lifestyle of work-
ing five days and enjoying the weekends, prospects 
of finding a life partner in the large buildings, and 
what not. Not to mention, a small percentage of 
these students are exceptional when it comes to 
coding – it’s their passion!

IT companies have done well to satisfy these basic 
needs to some extent. Also, the induction and train-
ing programs are really well structured to induct 
freshers - some companies have it for three months 
(TCS), some have it for a longer time; but overall the 
programs do the job of providing the freshers with a 
basic idea of what to do and what not to do. Compa-
nies like Infosys and TCS have great infrastructures 
in place at Mysore and Trivandrum respectively, to 
groom trainees. Recently, TCS announced that it is 
planning to increase the base-level salary

There is a big structural issue after the training pro-
gram, due to which junior employees experience a 
lot of frustration. Call it ‘bench’, ‘resource pool’ or ‘de-
ployable resources’ – it is an idle period all the same, 
where trainees wait and watch to be deployed in 
a project. The resources in bench are invariably 
mapped to a vertical like Retail, Insurance, Banking, 
Health Care, Travel and Hospitality, etc. Inside each 
vertical, the trainees report to one particular project 
or account, say a client in that vertical. What hap-
pens as a result of this convenient-to-the-organiza-
tion mapping system is that a whole lot of resources 
remain in bench for a time longer than what they 
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Mapping Trainees in IT Industry should have been.
Say, a fresher was trained in Java in the training 
period. He gets mapped to Retail, and then to 
an account, say project A. This makes him a Java 
resource waiting to be deployed in ‘A’. In a simi-
lar fashion, a Visual Basic .NET-trained fresher is 
mapped to project B in retail. Now, A gets an open-
ing for .NET. There is no easy process in place to get 
the .NET resource to A, without the trainee asso-
ciate going through days of emotional turmoil by 
manoeuvring through the huge departmentalized 
structures that exist. 
The irony is the number of resources is not usu-
ally 1; it’s often 400-500. And what if the resource 
imbalance occurs in some other vertical, say BFSI? 
This is costing the organizations a huge quantum 
of money. Moreover, freshers lose all the motiva-
tion to work when their acquired skill sets don’t 
match the requirements. Some of these resources 

are very talented and more than willing to work 
in their favoured technologies. These talents go 
wasted.

This is not a rosy picture at all. It is high time the 
big IT behemoths started looking at their report-
ing structures. They can’t afford to ignore this evil 
for far too long, as the rate of attrition is already 
quite high among the junior workforce – about 
30% of the 70% trainees in the industry [3]. Motiva-
tion levels of freshers are changing - no longer are 
they shy to switch jobs, and with lot of students 
going to higher technical and management stud-
ies around the world, the IT companies should do 
some serious thinking to keep them in the work-
force. Companies spend a significant percent of 
their annual spending on just training these col-
lege graduates; they should make sure they reap 
the benefits out of it. It’s not that trainees are not 
willing to work; it’s just that more often than not, 
they get victimized by the structural bureaucracy 
that exists in these large companies.

One possible solution could be to map the em-
ployees inside a vertical according to their skill sets 
gained from the training programs. Also, some 
trainees arrive with certifications obtained in a 
variety of technologies during their college days – 
DB2, Oracle, etc. Companies can utilize this as well. 
While mapping to a vertical appears rea
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sonable for organizational convenience, mapping 
to a particular project does not. The least that the 
organizations can do is to keep the resources avail-
able to all projects in that vertical; this way they 
will be available to all projects in that vertical. The 
chances of a resource trained in Mainframe getting 
a Mainframe project are much higher in this case. 
This should work in the short run.

An ideal situation would be one in which the train-
ee reports to one place where he is available to all 
projects in all verticals in his trained technology. 
This could maximize the utilization of this part of 
the workforce in the long run, and no training will 
go wasted. Implementation of this would take time 
and investment since it will involve changing the 
current reporting practices. However, considering 

the low productivity and motivation of trainees 
after getting allocated to some random project 
and technology, this effort should just be worth 
a try. After all, there’s nothing like a highly mo-
tivated, capable trainee getting deployed to a 
time and money billable project – it is a huge 
cost saver for the company!

New challenges might still come up, but they 
can be faced as and when they come, because 
the situation will surely be better with a correct 
mapping system. Giving the fresher what they 
want will go a long way in making that company 
more attractive. Also, the generalist HR folks sit-
ting in those companies can be a little happier, 
with lesser grievances and fewer requests for 
project releases to handle!

Arun Karthik R
NMIMS, Mumbai
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By 2020, India will be the youngest na-
tion in the world with an average age of 
29 years and will account for 28% of the 

world’s workforce. We are sitting on top of po-
tentially the most profitable years of our exis-
tence, to reap the benefits of our demographic 
dividend – the 20 to 30 years where most of 
our population will be young and in the work-
ing age. 
However, this throws the nation with the big-
gest HR challenges of all times. According to a 
FICCI report, only 2 percent of the total work-
force in India has undergone skill training. This 
is a huge opportunity for organizations and in 
particular HR managers, who will be enabling 
these 500 million to perform and drive a revo-
lution to derive benefit from them. 

The Situation
NSDC has a projected requirement of 347 mil-
lion (skilled and unskilled) professionals in high 
growth sectors in India. 12 million people will 
be joining the workforce every year over the 

next decade. Our country has a total training ca-
pacity of 4.3 million, which contributes to only 
36% of the workforce entering the market.
This poses a serious threat to organizations as by 
2020, India will face a shortage of 13 million me-
dium skilled workers.

Government Response
The Prime Minister’s National council on skill de-
velopment is the body that is leading the imple-
mentation of this policy.
The sector skill council, a model taken from the 
United Kingdom has helped in addressing human 
resource gaps in the country.
Focus is on improving the employment exchange 
system in the country. And a total of 8703.2 million 
INR has been spent on projects in the PPP domain, 
which aims to accommodate 42.428 million train-
ees over a period of 10 years. 
Multiple agencies are involved in driving skilling 
initiatives. 17 ministries, 2 national level agen-
cies and 35 state skill development missions are 
among those leading it. They have the potential of 

Reaping the demographic 
Dividend: 

An Opportunity for India’s 
HR Managers
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fulfilling the skill gap.
However, whatever the government is doing may look good on paper. But, the ground reality is that 
we are facing an acute shortage of skilled workforce and lack of opportunities to attract them from the 
unskilled agricultural work. 

Opportunities Galore
Estimated Industry growth rate figures for the In-
dustry present an optimistic picture, 6 out of 21 
high performance sectors identified as a part of 
various study forecast a CAGR of over 10%. This 
makes it imperative that they will need a supply 
of skilled and semi-skilled workforce. As per the 
current scenario, we would be entering a talent 
war soon. This talent war will be extremely ben-
eficial for HR Managers, who can help organiza-
tions in managing their talent pipelines to fulfill 
their requirements and maintain a sustainable 
competitive advantage over others in the indus-
try. 

Major Challenges that HR managers will 
face in the near future are:

Skilling for Your Job
It is imperative that there will be an acute short-
age of skilled labour in the market. And the gov-
ernment may not be able to do enough for meet-
ing the skill gap. Thus, to grow organizations need 
to develop their own framework and fend for 

themselves. The key will be catching them young, 
and skilling them through various initiatives built 
in at the school, college and diploma level. Compa-
nies who own townships will find it easier to do so. 
It is an HR managers responsibility to recognize the 
skill gap and build a talent pipeline. Organizations 
need to develop their own pool of trainers, and the 
HR Manager needs to strategize these initiatives.
The private sector has already been taking initia-
tives to skill for their jobs. They have established 
training facilities across India to offer world class 
education. 
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Managing Contractual Workforce
The rampant employment of contract labour 
has landed the industrial community of India 
in a catch 22 situation. In the wake of water-
tight labour laws prohibiting any kind of ter-
mination, organizations floated Voluntary Re-
tirement Schemes left right and Center. Least 
did they realize that these schemes were cut-
ting into the flesh of the organization and kept 
the fat intact. We are currently facing a situa-
tion where the contract labour has a potential 
to hold companies to ransom. With a leading 
corporate house running on 45,000 contrac-
tual workers, they now hold the power to 
bring employers to their knees. The absence 
of privileges to take disciplinary action against 
them, participate in direct dialogue or super-
vise them directly makes matters even worse. 
A massive skilling operation, as suggested in 
the previous section is not possible without 
letting go of the practice of contract labour. 
It is an explosive situation for most organiza-
tions, and strategic planning by the Human 
Resource Department is the only way out.   

Managing Training Legislations
Apprenticeship in India is governed by the Ap-
prenticeship Act, 1961. It makes it mandatory 
for organizations to hire apprentices in the 
ratio of their workmen. However, the current 
size of facilities to provide apprenticeship is 
very small hen compared to the requirements. 

For an organization to skill its own workforce, it is 
very important to bring training facilities under 
the watchdog. For private organizations to hire ap-
prentices, it is essential to get approvals from a wide 
range of authorities and states. The regulations are 
governed by a myriad and complex set of rules. 
Hence, managing compliance with training legisla-
tions will be a key opportunity area for Human Re-
source Managers.

Conclusion
The key drivers of this change and the safeguards 
of organizations against an imminent skill shortage 
will be the HR professionals of the future. The Indian 
skill equation will lie heavily on the expertise of this 
fraternity to understand the needs of their respec-
tive organizations and contribute to developing a 
skill repository, that will help them gain a sustain-
able competitive advantage. It is also imperative 
that they protect their organizations against the 
legal framework and also contribute effectively as 
part of various discussion forums in helping ratio-
nalize the labour legislations in the country.

Varnika Tewari
Xavier Institute of Management 

Bhubaneswar
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“Great vision without great people is irrelevant.”

T  his quote by Jim Collins (Author of Good to 
Great) epitomizes the importance of HR in 
start-ups. A start-up, most of the times, is a 

product of passion which breeds vision and vision 
without proper execution doesn’t do any good, to 
the entrepreneur, stakeholders and employees. 
Hence, managing the human resource properly 
becomes all the more important in any start up.
Having worked in 2 start-ups I have to come to 
realize that good HR management is a necessity 
just like support is a necessity for any growing 
money plant. One may argue that most of the 
start-ups don’t have HR as a separate function but 

tament to the importance of the function. 

Here are a few aspects which make HR a very part 
of any startups toolkit:

HIRING

Hiring is a very important exercise for start-ups. 
As they are usually low on capital and time, hiring 
becomes all the more important as a lot time and 
money (in proportion to the money they possess) 
will have to be invested in the human capital: to 
develop, nurture and absorb them into the orga-

nization. One also needs 
to take into cognizance 
the fact that a wrong hir-
ing decision will hurt a 
start-up much more in 
terms of the output as 
the number of people 
contributing is usually 
very low.

the fact that entre-
preneurs spend a 
huge chunk of their 
time hiring, man-
aging employees, 
making them feel 
important & sort-
ing their financial 
and professional 
problems is a tes-

HR IN START-UPS
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Managing the existing employee 
base 

Startups usually pay lesser than the correspond-
ing established corporate houses. Hence, sort-
ing their issues on time and making them feel 
that they are also important stakeholders in 
the organization becomes all the more impor-
tant. Any loose ends in this respect may lead to 
the loss of a highly valued employee which will 
hinder the chances of the start-up progressing.

Legal matters

The last thing an entrepreneur wants when the 
start-up is in the nascent stage are legal tussles. 
Improper contract authoring (missing clauses, 
agreements), lack of knowledge in relation to the 
rights of employees, termination procedures, etc. 
may lead to legal tussles later which will only add 
to the list of challenges they will already be facing.

Making compensation structures

As already mentioned before start-ups are usu-
ally short of money. Hence, maintaining a proper 
balance between the work to be done and com-
pensation awarded for the same is of utmost im-
portance. The design has to be such that the em-
ployees have that sense of ownership and don’t 
feel demotivated when it comes to the work. 
From personal experience I can say that my com-
pensation structure was such that it provided me 
with the impetus to go for the job in the start-up 

in spite of the compensation being lower than 
that of my previous company. There were lots of 
opportunities to earn more which were based on 
performance and there was a good chunk which 
was fixed. All this were decided factoring in the 
kind of learning I was getting which mattered a 
lot to me.

Constructing proper Job descrip-
tions

Again proper job descriptions are of very high 
importance in start-ups. Again as mostly the 
compensation is not very high and the work load 
is on the higher side proper communication of 
the nature of job is a big time necessity. A proper 
job description helps the employee to be proper-
ly aware of his/her roles and thus, plan/schedule 
his tasks properly and as required. In the start-up 
in which I worked my manager gave had made 
a proper presentation & schedule for me in or-
der to make me aware of my roles, targets and 
responsibilities.

SIDDARTH CHOWDHARY
IIM SHILLONG



15TogetHR | HR Magazine of IIM Shillong

Conco c tion

Hello! Don’t you know you are not allowed to 
use Facebook at the office? You will mostly 
get to hear this if found using Facebook at 

the office. The notion is that it is a useless activity 
and can lead to breach of code of conduct as it poses 
security threats and can also hamper productivity. 
For example, in the case of Taylor versus Somerfield, 
an employee was dismissed because he had posted 
a video on YouTube showing him and his colleague 
engaging in play-fighting with Somerfield plas-
tic bags. But, it is also a possibility that perception 
might be deceived by clarity of idea. The question is: 
Is this the case when we analyze the impact of social 
media on employee relations. 
 

With the advancement in digital technology, the 
communication between employers and em-
ployees has changed from “talking to them” to 
“talking with them”. This change from narrow to 
open channel communication will be helpful for 
the organization in breaking the geographical 
and also departmental boundaries. Also, social 
media being a channel of real time communica-
tion, it can be used to create a forum for employ-
ees to enable them to share their ideas. It can be 
useful in building the culture of the organization. 
It will also be helpful in instilling a sense of own-
ership amongst the employees because of trans-
parency. 
Attracting new talents can be one of the other 
benefits you can gain out of it. Even if you look 
through the management’s eyes, social media is 
a great tool as it helps in reducing redundancy by 
promoting a flawless flow of information. Also, as 
per a study conducted by LinkedIn in conjunction 
with Altimeter group, it was revealed that use of 
social media results in employees being more 
optimistic about the company’s future; they feel 

Social Media 
and Employee 

Relations
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more inspired and motivated to stay at their work-
place and they build relationships with their co-
workers outside their job. 
 
Why then are organizations reluctant to allow 
social media at workplace?

Employees’ professional space versus private 
space when merged can be destructive for the 
reputation of the organization and social media is 
serving as a medium to bring them on the same 
page. Loss of status is a matter of grave concern 
for the organizations and it also poses a huge 
danger in terms of disclosure of confidential infor-
mation. Also, it can hamper organizational group 
dynamics as well because social media is a power-
ful tool and can result in diffusion of gossip and 

negative messages at workplace to mushroom at 
the speed of light, hence proving to be a source 
of harassment for employees.

The next question: How to ensure a balance?
To ensure a balance exists, companies need to 
define the guidelines for use of social media. In-
stead of being a controlling measure, it should be 
suggestive to help them in positive social media 

engagement for themselves and their company. They should feel connected to the organization and 
need to realize their position in it for effective use of social media. Interactive techniques like role play, 
case studies and gamification should be used to train the employees.

A company’s policy on social media should clearly distinguish between allowable and non-allowable 
content for sharing by employees. It should also lay emphasis on the privacy of the employees. A well-
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structured policy can turn the employees into 
brand ambassadors for the company. Companies 
like Goldman Sachs, Western Digital, and General 
Electric have appreciated this fact and hence have 
been successful in moulding social media policy to 
increase employees’ output. It also aids in creating a 
real time updated data flow because of its dynamic 
nature instead of the traditional data transfer mod-
el, hence driving the workplace schematics at a fast 
rate. Presence of sites like Wikileaks, Glassdoor and 
movements across the world to make the general 
data available to public at large is propelling the 
organizations to review their structures and pro-
cesses. 

A virtual world created enables the employees to 
develop cooperative attitude towards an all orga-
nization spanning business problem. It provides 
trade unions with a platform to communicate and 
connect to the employees. Because of improved 
technical connectivity across globe, trade unions 
are increasingly using social media sophisticatedly 
for their campaigns and linking to one another. 
For dispute resolution, it is already countering the 
traditional methodology and is emerging as a sig-
nificant influencer in the collective bargaining pro-
cess, hence ensuring a balance of power amongst 
employees and employers. Labour movements like 
UnionBook, “Occupy” movement have been instru-
mental in using this efficiently. 

Thus it can be said that though use of social media 
strengthens transparency, helps to reduce conflict 

and disputes. But, it can also ignite controversy 
if the organization is unable to frame social me-
dia policy efficaciously.

Conclusion
Increased use of social media amongst em-
ployees can only be ignored by the organiza-
tion at their own risk. Employees need to be 
aware of the repercussions of tarnishing the 
organization’s image and employers need to 
accept that social media presents a great op-
portunity to increase employees’ productivity. 
Thus, a social media policy should be framed 
such that it makes it less probable for employ-
ees to act inappropriately when using social 
media and should make it easier for employers 
to take action against them if required. Orga-
nizations should communicate this policy to 
their employees and take appropriate steps to 
train them to ensure compliance with it. Finally, 
it should be implemented with the agreement 
of both the employees and employers.
The gamut of social media provides plenty of 
opportunities- only companies need to learn 
how to grab it!

Anish Gupta
Xavier Institute of Management

Bhuwaneswar
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Work-Life Balance: 
The Corporate Challenge 

“You have been told that work is a curse and labour a misfortune. But I 
say to you that when you work you fulfil a part of earth’s furthest dream, 
assigned to you when that dream was born, and in keeping yourself with 

labour you are in truth loving life”
-Khalil Gibran, the Prophet

The only world that truly exists is a Darwin-
ian world. There is no ideal lifestyle and no 
definite formula to be happy. Having said 

that, work-life balance is not necessarily a myth. 
Just that it is an overhyped concept. People think 
about it and immediately their mind goes to a 
supposedly awesome lifestyle that is so perfect 
that their boss and their spouse are equally hap-
py and equally supportive of them. People look 
at the concept as a utopian state and undermine 
the complexities that arise in attempting to bring 
about such a condition.
And what brings about the failure of such an at-
tempt. Is it the workplace or the outside life? Of 
course the challenges of present day work-envi-
ronments and corporates demand tremendous 
amounts of labour out of people both qualitative-
ly and quantitatively. Individuals who go through 

such hectic work schedules feel at some point 
that their life is not on the right track when they 
neglect their social requirements and responsi-
bilities; but that doesn’t mean either of them is at 
fault here. There are mixed and interconnected 
reasons for this.
 
The most important thing to understand is that 
your job is a part of life and not exclusive of it. 
When people see their work as some prison they 
need to get out of in order to start living life, this 
whole exigency of trying to strike a balance gets 
created. Sounds like too theoretical a concept? It 
is understood that when those extra hours really 
start to kick in then all such motivational talk gets 
slammed into trash cans. The results of this, thus, 
do not come as a surprise. According to a Forbes 
Survey, 7 out of 10 employees are ‘disengaged’ 



19TogetHR | HR Magazine of IIM Shillong

Conco c tion

i.e. not emotionally committed to their work. As 
a result of employee disengagement, the overall 
productivity suffers. It thus becomes a managerial 
responsibility to take care of such problems and 
see that the work actually gets done.
       As a manager, you want your workforce to keep 
its head in work rather than employees worrying 
about their families and social conventions. But 
situations do arise when the employee can’t take 
it anymore. At such times, it becomes imperative 
for the manager to bring about work-flexibility 
into the environment and grant meaningful re-
quests now and then made by employees so that 
they don’t feel too overburdened by tasks. Such 
requests are generally not big ones. A half day 
break for their kid’s school function or for a medi-
cal check-up is all. The manager should not weigh 
the employees down for such things but must also 
ensure that the assigned work does not suffer and 
the employee finishes it in time. In short, work flex-
ibility should not get abused.
 

It is seen in project-oriented organisations that 
people enjoy the diversified work assigned to 
them. This however, becomes less appropriate 
in case of short-term projects. It is because the 
budget for them is fixed in advance and so lack 
of resources to complete them in time occurs. 
Still tighter deadlines weigh in curbing the team 
members whereby they find themselves unable 
to provide time to families as compared to work-
ing in long term projects where they can pace 
themselves accordingly. This work load can get 
balanced through a proper management culture 
that empowers its employees through process-
customer orientation and networking with cli-
ents and suppliers. In short, organisations need 
to find balance in imbalance, the minimum pos-
sible input that can put employees at ease while 
they are at work. What happens when they leave 
for home is another issue.
Next comes the ‘another issue’- the individual 
part of the topic in discussion. Now while there 

can be sure shot methods 
to be applied by manage-
ment in trying to reduce 
stress in workplaces, do-
ing it at an individual level 
is too complex. This is be-
cause people have differ-
ent priorities in life which 
they themselves do not 
clearly know about. In the 
workplace, while there may 
be hard workers whom 
people refer to as work-al-



20TogetHR | HR Magazine of IIM Shillong

Conco c tion

coholics who will find it less stressful at work than at their homes, there may be another cadre who are 
too stressed out about their families and want to take as much work home as possible. The people in 
the first category are however sometimes downgraded by their co-workers as having no social life and 
because the boss regards him/her as an example to them. But while the latter suffer at work, the former 
suffer at home. The latter feel that their job is too demanding and get repeatedly shunned by their fami-
lies due to their lack of time. Here comes the question of priorities.

 One thing they can begin doing right now is start 
following a strict schedule to find time for them-
selves and try to bring a balance. This may include 
going out with friends, some hobby, alone time to 
keep themselves at peace or anything they like to 
do when free. But this balance, sadly, has to be an 
inclusive balance. They have to take their families 
into consideration and sacrifice some of the oppor-
tunities at work to go on with this. Let us call this a 
short-term balance plan. Now, a long term balance 
will suggest sacrificing this short-term balance for 
long-term equilibrium. This includes setting goals 
in long time frames and trying to achieve them 
even if they are at the cost of their social life. If you 
put working extra hours above having booze with 
friends after an exerting day of work, this is your 
cup of tea. This way, you can get yourself and your 
social life habitual of such stints and feel like you 

have finally brought order to the chaos of life. Of course, such a step would require communication 
and compromises by your family and towards your friends but then again, there is no escaping that. 
All stress-busting that can help in such a case is a good sleep, say 5-6 hours, well spent weekends and 
totally enjoyed vacations. An amiable atmosphere within the team and among people in the workplace 
helps in both the above cases.
At the end of the day, work-life balance is not about getting perfection in life but getting things just-
right. You cannot totally ignore the society but can’t afford to be too social either. Much is said and 
screamed about work not being the goal of life but eventually, it is what brings you bread. So start lov-
ing your work, no matter how boring it is. However corny it may sound, it is the only practical solution 
you will ever get in the whole saga of work-life balance. For- 

“When you work with love you bind yourself to yourself, and to one another”
-Khalil Gibran

SARTHAK BRAHMA
MALAVIYA NATIONAL INSTITUTE OF TECHNOLOGY, 

JAIPUR 
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Organization-structure & culture is getting 
increasing attention these days because of 
its importance in strategic execution. The 

structure of the organization decides what the firm 
is capable of carrying out. For instance a firm hav-
ing a very flexible work culture gives more scope 
for employee innovation (Eg: Google). On the other 
hand, firms having stringent rules of operational 
procedures would be more suitable for process 
driven companies which focuses on becoming the 
cost leader. 

At present because of many players in the mar-
ket, competition between them has increased 
and each of them are playing different strategy to 
create value proposition to its customers by dif-
ferentiating it products & services. Hence the ca-
pabilities required by the firm are becoming more 
dynamic and hence it is making very important 
for the firms to quickly adapt to the latest trends. 
To cater to this requirement, organizations play 
strategically so as to change its structure & USB to 
adapt to the changes. 
Classic example is that of McKinsey, once it re-
alised that many specialised players entered the 
industry, it changed its organization structure by 
encouraging its employees to develop in-depth 
knowledge in different functions/verticals and 
made them work in back office (I-consultants).
Also to have better understanding of customer 
issues, it started having generalists in front end 
to interact with the customers (T-consultants). In 
order to have sustainable growth, it also encour-
aged employees to share learning in each of the 

Organization structure 
& 

its influence on strategy execution
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consulting exercise and ensured saving the same 
in a central repository which is accessible to all 
employees. Soon after adoption of this strategy, 
McKinsey came back to track and expanded geo-
graphically further and became more successful.
Traditionally firms were operating in different 
business segments/categories. Once the indus-
try matures, focussed players tend to sustain the 
competition. Hence once the industry in which 
it is operating matures, it is essential to focus on 
each of the individual sub-segments to develop 
differentiating capabilities to sustain in the com-
petition. 
To cater this requirements, care is taken so 
that employees in each of these divisions are 
equipped enough to develop capabilities re-
quired for the new organization structure. So it 
becomes essential the level of scope & control at 
business & corporate level. (Eg: L&T has proposed 
to split up into 7 divisional units to give indepth 
focus on each of its divisions and to develop core 
competencies in each of these divisions to sus-
tain the competition.). 
Because of increasing competitions between 
companies in the industry, the market is becom-
ing more price sensitive and being a cost effi-
cient player has become an important capability 
required by an organization in a matured indus-
try. So to cater this requirement, a few firms are 
considering growing inorganically by M&A. Dur-
ing this process, firms are considering synergy on 
products or services being offered without con-
sidering if the culture and structure of the two 
organizations can go hand in hand. Hence many 
of mergers are failing and it is estimated that 30% 
of M&D failure is attributed to not considering 
these softer aspects. 

Some of M&A failures due to the reasons men-
tioned above are given below:
• Daimler and Chrysler: 
These two organizations were considered to be 
mergers of two equals. However both of them 

had difference in country of origin (Germany 
& America).Also the organization structure, 
promotion cycle and salary structure signifi-
cantly varied between the two organizations. 
Post merger, because of cultural mismatch 
between the two organizations, it became 
challenging to blend the culture of both the 
organizations. Gradually Daimler started 
dominating Chrysler which was not liked by 
Chrysler employees. As a result of this many 
efficient employees of Chrysler started leav-
ing the organization and hence the company 
started making loss. Looking Chrysler finan-
cial performance, Daimler employees started 
losing interest. So the whole merger became 
a disaster.

• Novell and WordPerfect: Wordperfect was 
one among the kep players in the country’s 
word processing. During 1994, it decided to 
join hands with Novell, Inc. It was thought 
to have a good synergy because both these 
organizations operated in the same business 
and hence can tap economy of scale. Howev-
er, the two organizations had significantly dif-
ferent administrations. This was followed by 
significant layoffs and hence developed bad 
reputation. After 2 years, Novell sold Word-
perfect for $1 billion.
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Venkatesh KG
Great Lakes Institute Of Management

Chennai

• HP and Compaq: The core DNA of the two organizations didn’t fall in line. HP was more engineering/ 
technology driven company and hence more importance was given on excellence. However Compaq 
had a more sales driven culture. These two cultures didn’t go hand in hand and hence the merger 
failed.

So before bringing any drastic changes in the organization strategy/ USP or before going for M&D, due 
importance has to be given to assess if the culture & organization structure can adapt to the changes 
and adds more value to the business rather than being a standalone business units. Also sufficient time 
has to be given so that the employees of the organization develop the right capabilities required to 
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We will provide branded products and services of superior quality and value that
improve the lives of the world’s consumers.

INTERNAL 

COMMUNICATION

P&G makes use of reasoning assessment 
tests and interviews to select its employees 

 
 They organize seminars for all new 
hires where they are presented with the 
company’s mission, values and culture and 
career opportunities

 Employees with a couple of years’ 
experience are facilitators and provide their 
personal perspectives

 Function-specific seminars then 
continue to better equip the employees

 Typically, new hires have a ‘‘buddy’’ 
to support them in their first months at the 
company. The HR managers also provide 
support

RECRUITMENT

VISION

Corp orate Nuggets

P&G’s workplace is relaxed and informal

 Employees and management works 
in “open-plan environment, where senior 
managers can be approached by anyone in 
the organization at any time

 Senior management share infor-
mation with employees through frequent 
manager-employee one-to-one discussions, 
work-team meetings, senior-management 
reviews and informal lunches

 The company has quarterly local sur-
veys and an annual global survey that allow 
the employees to give detailed feedback

 HR works closely with business lead-
ers to discuss employee relations, motiva-
tion and development.
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One of the top companies which has one of the best HR practices and models and considers 
every employee as an asset.  

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

 P&G provides its employees strong 
training programs  that consist of both func-
tional and business-development training

 Employees receive on average 64 
hours of training per year, including formal 
training, on-the-job training and coaching 
from team leaders. 

 The training offered reinforces the 
company’s key skill areas, including leader-
ship, innovation, collaboration, capacity, 
technical mastery, solutions and risk-taking.

 .All employees are expected to have 
a current work and development plan. This 
highlights

Overall performance, strengths and develop-
ment areas

EMPLOYEE 

DEVELOPMENT

Each year HRDP recruits the best talent from 
premier Indian business schools and Tata com-
panies, based on their performance, interest and 
capabilities, and trains them for a year with rota-
tions through sub-functions such as recruitment 
and sourcing, performance management system, 
training and development, employee relations, 
community development, etc. The program 
ensures accelerated long-term growth through 
customized as well as certified training and devel-
opment during this period.

P&G offers a wide range of employee benefits.

 The company’s employee-assistance 
program offers confidential telephone advice 
and one-to-one counselling on personal prob-
lems

 P&G offers interest-free loans to employ-
ees in serious financial difficulties

 They provide compensation to look after 
dependents when an employee is expected to 
stay away from home

 It provides a chance for full-time em-
ployees to take up to three months off every 
seven years without pay

 Employees can take unpaid leave of 
absence to take care of a family member

EMPLOYEE 

BENEFITS

Corp orate Nuggets
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Campus Buzz

The start of the New Year has been an exciting 
time for usHR club. As a community dedicat-
ed to familiarising the student body with the 

various HR practices and processes we launched:

HR-HUMERICS

       An online Facebook competition, its major objective was to familiarise the students with the kind of 
abstract and wacky HR questions they are likely to face during their placement interviews.   
It required the participants to answer any one of three HR questions in a funny and creative way. The ques-
tions were even as random as, “Which item would you be in a pencil box and why?” They were given the 
freedom to choose either a written or picture format for their answers. They also had to get as many likes 
as possible to win the prize money of Rs 1000 and an e-certificate.

C A M P U S 
BUZZ
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Contest With the Best

  HR-TRIX
Use all your THINKING HATS to “answer the questions 

in smartest possible way”

Last date for sending the answers for Contest:  March 15th, 2015
Email ID: hrclub.iims@gmail.com 
Subject of the email: TogetHRContest20_CollegeName_Name of Person

•	 Send	your	answers	in	WORD	DOC	and	email	it	to	our	id	:	hrclub.iims@gmail.com
•	 The	first	participant	to	give	all	correct	answers	will	win	Rs.	500	and	a	certificate	
of	appreciation

	 	 	 	 	 	
So	hurryyy!!!!

1)  If you were on an island and could 
only bring three things, what would you 
bring?

2) If you were 80 years old, what would 
you tell your children?

3) You’re a new addition to the crayon 
box, what color would you be and why?

ANSWER THIS AND WIN
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Announcement of Results

The prize for “Article of the Issue” has been award-
ed to Arun Karthik R from NMIMS, Mumbai for his Ar-
ticle 

“ Mapping Trainees in IT industry”. 

He is awarded a cash prize of INR 1000 and Certifi-
cate 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 Akash Datal from IIM  Calcutta. 

He is awarded with a cash prize of INR 500 and a 
Certificate of Appreciation
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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

GUIDELINES FOR THE ARTICLE WRTING
•	 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 :

TOGETHR _<Institute Name>_<Author’s name> 

by March 15th, 2015 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 Shillong”. 
The issue details can be checked on our blog: 

www.iims-ushr.in  
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