
IIM Shillong || HR Magazine Issue 22 | MAY-JUNE 2015 Issue

COVER STORY 
Cross Cultural Training

Prateesh Mohanakrishnan
Vice President & Head-Human Resources 

GLOSANTÉ Healthcare



Editorial

Faculty Advisors

Prof. Rohit Dwivedi 

Prof. Sonia Nongmaithem

Team usHR

Nandita Choudhury

Nikhil S.

Saurav Narjinary

Siddharth Chowdhary

Dear Readers,

Dear Readers,

We are pleased to bring to you this issue of TogetHR with all the exciting features.

In the context of the ‘Cover Story’, ‘Cross Cultural Training’, talks about the oft neglected 
cross cultural training given to employees being posted abroad.  It further illustrates the 
advantages that this type of training can give to an employee and provides a framework 
which can be followed for effective training.

The ‘Conflux’ section presents to you the interview with Pratheesh Mohanakrishnan, 
Vice President & Head-Human Resources, GLOSANTÉ Healthcare, 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, “HR Analytics the new future” talks about 
the emergence of HR Analytics as a mainstay in modern HR and how it can help an 
organisation better manage its employees. A look at “How Netflix Reinvented HR”, gives 
an insight into the HR policies and practices followed by Netflix and how this gives them 
an advantage. The question of how to effectively manage an office with a changing work 
culture is addressed in “Changing workplace Culture”. The article “Motivation to get 
motivated”, talks about the importance of motivation in the achievement of personal and 
professional goals. “Social network for hiring process”, gives us an idea about the use of 
social media networking the process of hiring new employees. 

The “Corporate Nuggets” section covers one of the world’s largest multinational retailers 
specialising in the selling of clothing, home products and luxury food products, Marks & 
Spencer. We examine the company’s policy trickling down from its vision statement to its 
human resource policies, specifically recruitment, training, and benefits.

In this edition of “Contest with the Best”, to sharpen your HR competition skills we bring 
you a challenge in the form of a Mini-Case. 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. Do provide your feedback @ 

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

Happy Reading!!!

Team usHR
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Conflux

Prateesh Mohanakrishnan

1. Sir, you have been involved in the field 
of HR for many years now, across many 
different geographic regions. How do you 
perceive the changes in the domain across 
these regions?

HR has transformed from a mere back office func-
tion to a business critical function. As the culture 
is different in each geographical region, it had an 
influence in the way the function was managed 
or the way people were managed.
 Over the period what I have seen is that, we could 
bring in more of uniform approach to critical ar-
eas in HR, of-course with its localization require-
ment and yet able to retain the common “Way of 
approach” in almost everything we do.
 I believe that, Globalization has to do lot with 
making HR uniform across geographies and that 
kept HR as an “Ever evolving and Challenging 
Function”.  In the past it was conceived to only 
handle personnel hiring and payment and today 
we align closely with a company’s strategic plan 
and maximize employee performance towards 
the achievement of strategic business objectives, 
focusing on the implementation of policies and 
systems to reduce employee turnover and po-
tential loss of talent and knowledge. We work in 
the interest of achieving the business strategy by 
creating an environment that allows the people 
to perform at their best.
 I am very positive about these changes and evo-
lutions we went through and as I said before it’s 
still evolving.  Today I can confidently say that, 
the way we practice HR in India is the same way 
we do in US, UK, EU, MEA or SEA, just that its cus-

tomized to meet its business needs and that 
has helped HR professionals in one country to 
easily adapt to other countries operational re-
quirement and break the geographical barriers.
 As we evolve we will become more effective 
and come-up with more innovative ideas to 
bring best out of people and enhance their 
productivity. I wont be surprised to see a situ-
ation where “permanent employment will be a 
history” and people work at multiple organiza-
tions at the same time as consultants and clock 
in couple of hours in a day at one place”, I think 
that’s where the future is and managing that 
will be a real challenge for us too.

2. Could you give us some insights into 
cross-culture management?

It is no secret that today’s workplace is rapidly 
becoming vast, and as the business environ-
ment continues to expand, it includes various 
geographic locations and spans numerous 
cultures. However striking a balance to deal as 
how to communicate effectively with individu-
als who speak another language or who rely on 
different means to reach a common goal is the 
key to success.

Vice President & Head-Human Resources

GLOSANTÉ Healthcare
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 With the implications of Modern technology new market places have opened up, that allow us to pro-
mote business to new geographic locations and cultures. And given that it can now be easy to work 
with people remotely as it is to work face-to face, cross-cultural communication is increasingly the new 
norm.
 Business now doesn’t limit to working with people within convenient driving distance when, just as 
conveniently, they can wok with the most knowledgeable people across the world.  For e.g. Native Eng-
lish speakers believe that English is the language that people use to reach the widest possible audience, 
even for them cross-cultural communication can be an issue; just witness the mutual incomprehension 
that can sometime arise between people from different English speaking countries.
 
In this new world, good cross-cultural communication is a must for better team management and pro-
ductivity and this can be summarized in 5 simple points:-
•	 Understanding	Cultural	diversity,	
•	 Developing	awareness	of	individual	cultures,
•	 Demand	Tolerance,
•	 Keep	it	simple	and	lastly,
•	 Get	HELP	if	you	NEED	it.

 3. How has your experience as an HR manag-
er in the healthcare sector been?

It is no secret that today’s workplace is rapidly be-
coming vast, and as the business environment con-
tinues to expand, it includes various geographic 
locations and spans numerous cultures. However 
striking a balance to deal as how to communicate 
effectively with individuals who speak another lan-
guage or who rely on different means to reach a 
common goal is the key to success.
 
With the implications of Modern technology new 
market places have opened up, that allow us to pro-
mote business to new geographic locations and cul-
tures. And given that it can now be easy to work with 
people remotely as it is to work face-to face, cross-
cultural communication is increasingly the new 
norm.

 Business now doesn’t limit to working with 
people within convenient driving distance 
when, just as conveniently, they can wok 
with the most knowledgeable people across 
the world.  For e.g. Native English speak-
ers believe that English is the language that 
people use to reach the widest possible au-
dience, even for them cross-cultural com-
munication can be an issue; just witness the 
mutual incomprehension that can sometime 
arise between people from different English 
speaking countries.
 
In this new world, good cross-cultural com-
munication is a must for better team man-
agement and productivity and this can be 
summarized in 5 simple points:-
•	 Understanding	Cultural	diversity,	
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4.What advice would you give to someone 
who wants to enter the HR domain?

If we have to define HR in one sentence, “It is a 
function of a company that is focused on activi-
ties relating to employees” where we touch peo-
ple and their careers.
 
Corporations know that their competitive edge 
lies in innovation and customer service, which 
depend on the quality of their personnel and the 
level of employee satisfaction. For this reason, 
HR professionals are a vital part of a company’s 
strategic management team. Your seniors will 
look to you to help them gauge employee satis-
faction, devise strategies to maintain employees’ 
enthusiasm and build communication channels 
between management and employees.
 
My humble suggestion will be, as a member to 
the HR team, you must uphold the following 
characteristics:

•	 Learn	AS	 IS	Model	 -	 Be	 calm	and	 learn	
how it is now.
•	 Prioritize	–	Set	right	priorities	at	work.
•	 Eye	to	detail	–	Asses	in	detail	and	spend	
good time to derive right method
•	 Urge	to	learn	-	in	HR	it’s	a	new	learning	
everyday
•	 Effective	communicator		-	Communicate	
right information at right point of time.
•	 Be	approachable	–	You	must	be	acces-
sible to people without fear or hesitation
•	 Time	 management	 and	 self-discipline	
-As people look at you as an example; here 
comes the concept of lead by examples.
•	 Business	acumen	-	Just	don’t	limit	your-
self to HR, understand what is business all about 
and how you can add value to it
•	 Be	 Innovative	 –	 Think	 out	 of	 box	 and	
come up with innovative ideas and solutions.
•	 Be	metric	oriented	–	Validate	your	infor-
mation and take decisions based on facts.

•	 Developing	 awareness	 of	 individual	 cul-
tures,
•	 Demand	Tolerance,
•	 Keep	it	simple	and	lastly,
•	 Get	HELP	if	you	NEED	it.
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Silicon Valley is famous for its technology, but 
not for teaching, administration or general 
human resource management still some of 

its management developments are worth taking a 
gander at. 
For that instance, Netflix's human resources ar-
rangements rank it up right there, since the orga-
nization tossed out and got famous by creating an 
explicit example for its standard playbook which 
has changed the face of recruitment and HR man-
agement.
Netflix, Inc. is an American company famous for 
delivering on-interest Internet streaming media 
accessible to viewers in North and South America, 
the Caribbean, and other parts of Europe. This TV 
and on-interest motion picture streaming orga-
nization rules just about one-third of all US web 
bandwidth! Its stock multiplied in 2013 alone, and 
its US supporter base pumped up to more than 29 
million, also became the three time Emmy award 
winner for original online only internet television. 
Besides that Company is not only known or famous 
for its best services but has also tried to incorporate 
its portion of some ideas through consolidating in-
novation in their human resource development. 
The success doesn’t come with only innovation but 

the management of employees in organization is 
also an imperative factor for them. 
Imagine a working environment where the em-
ployee handbook was cut fifty-fifty and for the 
most part requested "adultlike behavior" from 
employees? Visualize an organization expense 
policy was a simple five words in length: "Act in 
(the company's) greatest interests"? 
The ever Brewing Magic came when Mccord, 
who handles human resource at Netflix and Net-
flix founder and CEO, Reed Hastings, together 
founded and created 127 slides with no anima-
tions, music etc depicting the methodology of 
showcasing how culture and talent go one on 
one together and exhibits at Netflix. Mccord 
fleshes out the presentation in PowerPoint which 
signifies clear and immediate detail of exactly 
how Netflix reinvented HR. where it begins with 
different attitude of managing the resources and 
how it depends upon the right recruitment.
So what is it about the visual cue rich PowerPoint 
presentation that made it a world-wide influence 
on HR managers and drove the organization's 
prosperity? The magic is in the ideas. 
It has been advised to managers that building 
an extraordinary team is their most vital assign-

How Netflix Reinvented HR
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ment. Extraordinary team performs incredible work, and hiring the correct team is the top need. 
The talent management ideas pointed in the presentation were seen as crazy, superficial and unrealistic 
but soon, companies started adopting them, advocating them. By the years when the slide work area 
initially showed up, Netflix itself has started using their ideas with a percentage of the particular com-
ponents to meet the changing times emphasizing more on the seven social perspectives specified in 
the slides which demonstrate:
1. Value the Values
2. Responsibility as well as freedom
3. Deliver High performance
4. Development and promotions
5. Context more, control less
6. Coupled loosely, aligned highly
7. Pay top of business sector

These are the factors which play an important role throughout. This deck has been seen more than 7 mil-
lion times and has been exceptionally powerful (and questionable) in the corporate world. Furthermore, 
it contains basic and unadorned visual cues, however Mccord's article highlights the five principles that 
Netflix has created to attract, maintain and reward talent. Thus, what can be learn from the organization 
and innovation, the firm has bring in by focusing on these principles given below:

Recruit, reward and tolerate. Through the years it was discovered that on the off chance that when re-
cruiters ask individuals to depend on rationale and practical judgment skills rather than formal policies, 
most of the time they receive improve outcomes, and that too at lower costs. If recruiters hire carefully, 
97 percent of employees will make the best choice, however "most organizations invest perpetual time 
and cash creating and authorizing HR strategies to manage issues the other 3 percent may cause” as 
said by Mccord says, "We made a decent attempt to not employ those individuals who don’t fit in those 
strategies, and we release them if it turned out to be a hiring mistake”.

Be honest about performance. Netflix disposes off formal individual performance audits and asked em-
ployees and managers "to have discussions about performance as a natural piece of their work," Mccord 
composes. They prepared 360-degree reviews with the theory that "individuals can deal with everything 
till they are told the facts and truth”. Netflix does not try to recognize the main 10 percent or bottom 30 
percent of their talent in organization; they take a gander at the whole field of ability inside and outside 
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their organization and rate them accordingly thus 
letting each one of the talent to deliver the best 
performance according to their capabilities.

Managers are responsible for making incredible 
teams. Managers are ceaselessly told by the firm 
that building an incredible team is their most 
critical task. Organization didn't analyze them on 
whether they were brilliant mentors or tutors or 
accomplished their paperwork on time. Extraordi-
nary team finishes incredible work, and enlisting 
the right team is the top need for the managers."
Leaders are known for making the organization 
culture. Pioneers need to live the qualities they 
uphold, or nobody else will. McCord urges leaders 
to ask themselves whether there is "a mismatch 
between the qualities you're taking up and the 
practices you're demonstrating and empowering." 
Leaders need to assure that employees compre-
hend the levers that further accelerate the business 
and must provide connection and transparency to 
them. Likewise, leaders need to incorporate the 
subcultures inside of firm that may require diverse 
management approaches.
Talented managers think more like businessmen 
and innovators and then like HR individuals. Mc-
cord additionally offer bits of knowledge to her 
peers in the HR calling, noting that too many dedi-
cate their time to morale enhancement initiatives. 
As opposed to cheerleading, individuals in profes-
sion ought to consider themselves businessmen. 
"What's helpful for the organization? How to con-

vey that to workers? By what method would 
firm be able to help each worker to understand 
what they mean by delivering of high perfor-
mance?"
With such fundamentals, Netflix's working poli-
cies advise salaried workers to take whatever 
time off they feel is suitable. They don’t offer 
much bounded and prescribed vacation ap-
proach by the company; rather in Netflix, man-
agers and employees are asked to work it out 
together. Also, Nexflix has an expense policy 
which "Acts in Netflix's greatest advantage"—
there is no involved travel and cost guidance. 
The theory is "if you make an acceptable hope 
of responsible behavior, most workers will 
agree and follow”. Some of the talent manage-
ment ideas we’d pioneered, such as the con-
cept that workers should be allowed to take 
whatever vacation time they feel is appropri-
ate, had been seen as a little crazy
Where this methodology of setting clear desires 
and trust function not only admirably appreci-
ated in a public sector domain, it also unmis-
takably gives some foundational thoughts of 
how creative and innovative leaders can frame 
their approach towards heading and empow-
ering high performance further strengthening 
step towards success. 
Blasting all the HR principles can't be cred-
ited for the greater part of the organization's 
prosperity. However, it is beyond any doubt 
changed the way managers and their teams 
saw the organization culture. 
Thus further concluding it is not wrong to say 
that there’s no reason to say that the HR group 
can't be creative as well; Netflix has been the 
perfect example through its contribution in 
better understanding towards HR and succeed-
ed through deploying the facts for its further 
success that each organization must learn.

ANU KAUSHIK
BHARATI VIDYAPEETH INSTITUTE OF MANAGEMENT AND 

RESEARCH, NEW DELHI
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The contemporary political and economic 
climate has a significant impact on the 
way organizations operate. The continuous 

pressure to cut costs and minimize expenditure 
has led to a fall in research & development and 
in turn innovation and has also made it harder to 
keep the employees motivated and engage them 
on an on-going basis.
In such circumstances, how do employers and HR 
managers motivate and retain their workforce's 
commitment? It's a question that has been dis-
cussed internally as well as externally by various 
social scientists, HR professionals, team lead-
ers, employee engagement specialists for more 
than decades. One common theme that strikes 
through these discussions is that flexible ben-
efit plans, employee engagement, recognition, 
creative work-life balance solutions is the key to 
employee motivation. Although short term in-
centives such as an employee of the month prize 
proves to be motivating but they have only finite 
appeal and few feel genuinely motivated and en-
gaged with these practices.
HR managers face a myriad challenges with to-
day’s changing workplace culture. There are is-
sues concerning the societal changes such as 

generational shifts, health care reform, diverse 
workforce (diversity management), business 
partnering and technology matters (e-HR) that 
rise to the top of the list of challenges. Is there a 
single solution to these issues? Presently, there 
is a situation in which the need to adapt, evolve 
and restructure is a mandate in many organi-
zations. While change used to be sporadic in 
nature, it has for many become primeval, with 
major repercussions for the way we carry out 
HRM.

The workplace setting is changing mainly be-
cause of rapid advance of technological devel-
opments. Telecommuting and remote report-
ing relationships are becoming a norm. These 

Changing Workplace 
Culture
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ways to improve productivity can be useful for 
some employees; however, these types of tech-
nological-based changes can’t be forced and rep-
licated for all employees. HR managers must en-
sure that there is a mutual agreement between 
the employer and employee for various options 
that include the use of modern technology be-
cause it requires motivation and discipline.
HR departments usually struggle to recruit the 
right workers, especially for technical jobs such 
as experienced enterprise software developers, 
web development engineers, data scientists and 
cloud computing experts. Forming alliances and 
aligning with universities through personal con-
tact with professors and placement offices is one 
way to cope up with these challenges. An em-
ployee referral program, where employees are 
rewarded for referring talent that is later hired, 
is another way that is in practice. Usage of social 
media also expands the horizon of recruiting ef-
forts.

For the first time, stress is becoming the cause of 
employee absence, highlighting the heightened 
pressure at the workplace as a result of the increas-
ing competition and demanding customers. In-
creased competitive intensity brings in increased 
volatility and due to which business environment 
is less foreseeable than it used to be. The time ho-
rizons of planning with a degree of certainty have 
sharply declined and insecurity has become more 
prevalent. To a large degree, managing stress is 
gaining importance and it requires people man-
agement and effective leadership. 
For an organization to compete effectively, in do-
mestic as well as international markets, while also 
procuring and keeping a reputation for high stan-
dards of legal and ethics compliance in its deal-
ings with stakeholders is a contemporary issue at 
hand. HR managers need to adhere to high stan-
dards of employee practices in order to retain top 
talent and simultaneously cut corners to maintain 
a competitive position and secure business.

Some of the responsibilities of a HR manager that are gaining ground are differentiating between low 
and high performers, ensuring process compliance and securing true engagement from managers. An 
effective performance management helps in aligning employees to strategic objectives. HR managers 
should work towards creating an accepting culture to build an informed and accessible process, drive 
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engagement through it and create a system focused to improve employee’s performance. 

All the issues at a workplace can be dealt easily if employers and HR managers are successful in creating a 
positive organizational culture. When HR managers employ initiatives that focus on all the stakeholders 
and meet quintessential human needs, they build favorable workplace cultures that can thrive in de-
manding times. In such an environment, workers focus on their jobs thus improving productivity rather 
than focusing on what is going wrong with the organization. Sharing of knowledge and experience oc-
curs amongst workers which improves efficiency and productivity.

Grappling with these challenges requires new skills for present as well as future HR practitioners. Provid-
ing supportive culture and values, visible leadership, promoting health of employees adds a new dimen-
sion and challenge to the role.

Prachi Jain
Department of Management Studies

IIT Roorkee
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Cross Culture Management is a subset of manage-
ment which deals with managing employees and 
teams in a way which takes into account the dif-
ferences in cultures, practices, and traditions of the 
employees and the consumers. Though interna-
tional business dealings go back centuries, these 
interactions were often small in nature and size. 
In the modern age the ease of access to new tech-
nology has shrunk the gap between the common 
men of different geographic localities. This inter-
mingling of peoples, ideas and businesses is a part 
of Globalization, which necessitates that we must 
know how to interact in different cultural settings 
and contexts.

In the current scenario it is vitally important that 
companies, especially those with operations 
abroad, train their employees in this aspect. Un-
fortunately, we find that this is not the case every-
where. Many companies still refuse to understand 
or respect the importance of cultural factors in the 
smooth functioning of their operations. Those that 

do understand provide their employees, those 
whom they are sending abroad on assignments, 
some degree of cross cultural training. However, 
these training sessions rarely provide any real 
help as they focus entirely on the differences be-
tween cultures. 

Knowing the differences between cultures can be 
a useful thing. It can help us act appropriately in 
social settings, understand their behaviours etc. 
The mistake that many companies make is that 
they assume that just knowing the differences is 
enough. But the real problem is that the employ-
ees cannot adapt and adjust their attitudes and 
behaviours across cultures. 

The situation in India is even worse. Here, very 
rarely do you see a company providing cross cul-
tural training to its employee before sending him/
her abroad for assignments. But, this practice is 
not unsurprising. Human Resource management 
in India is widely perceived to be an extraneous 

The Road Not Taken: 
Cross Cultural Training
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function and does not receive the importance or re-
spect it deserves. Even when cross culture training 
is provided it is often lacklustre and of barely any 
practical use. A properly structured training can be 
based on the following format:

Pre-Departure Training
This step is the most of all in the training session. It 
should focus on teaching or inculcating in the em-
ployee the basics of cross culture management. 
•	 The	employee	must	be	made	aware	of	 the	
cultural differences between his/her own country 
and the country where he/she is heading towards. 
They should also be trained on how to adapt or ad-
just accordingly. This can be done with the help of 
Geert Hofstede’s cultural dimensions framework.
•	 The	proper	way	of	verbal	and	written	com-
munication in the foreign country must also be 
made known to the employee.
•	 Another	aspect	that	should	be	focused	on	is	
non-verbal communication. This is often the aspect 
which most people ignore and which later causes 
the most damage. Some of the prominent catego-
ries of non-verbal communication to be focused on 
is Proxemics (personal space), Haptic (touch), Kine-
sis (body movement), Vocalis (paralanguage), and 
Chronemics (structure of time).

On-Arrival Training
As the name suggests this training is done im-
mediately when the employee reaches the for-
eign country. The main goal of this step is to get 
the employee familiar with the general topics 
like the local attitudes, facilities, amenities, ser-
vices etc. of the nearby areas. This is done main-
ly to help the employee in their daily life there. 
For example: if the employee has moved to the 
foreign country with their family then this step 
would include giving them the details about 
finding places to live, educational institutions 
for their children, employment opportunities 
for their spouses etc. 

Re-Patriation Training 
This step helps the employee adjust themselves 
to their home country after being abroad for a 
long time. It can include getting them up to date 
regarding local affairs, helping them settle in to 
their old lives etc. This step can also be used as a 
de-briefing session to allow them to report cer-
tain cultural nuances or general information re-
garding the foreign country which they found 
to be the most helpful and could help a new 
employee who is being posted there. 

Conclusion
The importance or relevance of cross cultural management/training in modern Human Resource Man-
agement practices cannot be overstated. This single practice has the power to make or break a com-
pany’s overseas expansion or operation. The framework for cross-cultural training given above might 
seem to be too much, especially the On-Arrival and Re-Patriation parts. However, any company which 
values its employees as its most important resource would be well advised to cover these aspects as 
well as these might turn out to be the things which make the employee more efficient and effective.

NIKHIL S.
IIM Shillong
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The myth that HR is more of a ‘soft-skills’ pro-
fession and is completely detached from 
the overall business was long broken by 

the HR stalwarts who emerged as proactive HR 
business partners and change agents following 
the Dave Ulrich model. Another strong notion 
that HR professionals are almost illiterate in the 
areas of numbers and quantitative aptitude has 
changed in the past decade with the advent of 
HR analytics. 

HR analytics is also referred to 
as talent analytics or workforce 
analytics. It is the application 
of advanced data mining tech-
niques and sophisticated busi-
ness analytics techniques to 
the available Human Resource 
data. While HRIS (Human Re-
source Information Systems) 
arrived way before, yet the em-
phasis was more on capturing 
of data rather than harnessing 
its true potential through thor-
ough analysis. Also, HRIS has 
till now, concentrated solely 

on descriptive analytics which provides a rearview 
mirror view on the past performance of the busi-
ness. Predictive HR analytics goes a step further and 
provides insights into how HR can add value to the 
business by forecasting the impact on business be-
forehand. The table below explains the difference 
between HRIS and predictive HR analytics by asking 
a few set of questions:

HR Analytics: 
The new future
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 In today’s era, organizations are collecting more human resource data than ever, but are still unwill-
ing to use this information efficaciously to bring decision making support to the management of their 
workforce. Many experts have predicted that HR analytics will be extensively used in the coming years. 
Companies like Infor and Evolv which are leading providers of business application software have re-
cently started investing in the application of big data analytics to the HR practice.
According to TIBCO Spotfire, HR analytics is ready to transform HR by providing a boost to the bottom 
line in the following manner:
1) By creating visibility wherein the data of an entry level employee can be viewed by the top man-
agement in order to search for root cause or to look at pay per performance.
2) By aligning HR data with business data in order to provide better decision making and to im-
prove company performance and profitability.
3) By predicting the future by integrating HR and business data. Companies like Google use predic-
tive analysis to forecast key skills that the managers should possess.
In a report by Accenture, the different stages of analytical maturity achieved by an organization have 
been precisely explained as follows:

ing costs, sales productivity etc. Thus, the com-
pany arrived at the “time to break even” wherein 
the employee starts generating value on his/her 
own in terms of sales, productivity etc. which is 
more than the costs incurred by the company in 
recruiting, training and retaining the employee. 
The company cascaded actionable insights into 
key decision processes by using correct metrics.
Some other important applications of HR ana-
lytics include:
 Development of leadership: Succession 

In the same report, an example of a major retail 
chain is cited. The retailer, with a big market share 
in the US started facing deceleration in growth as 
more than one third of its customers were drop-
ping out. Customer surveys revealed four main 
reasons behind the drop-out wherein overall bad 
experience with the employees was one of the 
reasons. Taking the survey results as the base, the 
retailer built an analytics program addressing key 
metrics around each of the four areas. In the area 
of lack of employee engagement, the company 
looked at metrics such as recruiting costs, train-
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planning, retention of top performers etc.
 Human Capital Supply Chain: Embedding 
business planning, strategic workforce planning, re-
cruiting, staffing along with the help of technology 
and processes in place.
 Social Capital: collective value of the social 
networks created and the reciprocal relationship 
amongst them
 Creation of strategic survey Heat Maps: pri-
oritize exactly what needs the top-management’s 
attention

A look at some of the statistics can help explain how 
HR analytics is making a difference to the way or-
ganizations work nowadays. Gartner expects the 
market for BigData and analytics to generate $3.7 
Trillion in products and services and generate 4.4 
million new jobs by 2015. Thus, HR analytics will 
help not only in making a company successful, but 
will help in creating employment opportunities 
leading to the rise of HR analytics specialists in the 
future.
What separates a high performing organization 
from a low performing one is the effective use of HR 
analytics. However, there can be certain obstacles 
for effective execution of HR analytics which are:

 Complex data architecture models and lack 
of management support
 HR often asks wrong questions: For e.g.:- 
measures of absenteeism or employee turnover 
rate in themselves don’t tell much. However, if these 

measures are combined with some other fac-
tors say, relating the absenteeism with past and 
present performance can help give a good idea 
as to whether it is the good or the bad perform-
ers who are exhibiting this behavior.

 Trying to combine data from different 
systems where data is captured differently: 
E.g.:- HR payroll, training, recruitment etc.
 Lack of rigor on the part of HR to execute 
HR analytics organization-wide.

There are companies such as Oracle and PwC 
which have overcome these obstacles and have 
successfully applied HR analytics. Oracle has 
created a software which has features ranging 
from analyzing ‘hire-to-retire’ process efficient-
ly, examining how Learning offerings affect em-
ployee turnover and tenure and monitors ab-
senteeism to gain insights into lost productivity 
and business overall. HRMagazine reports that 
at PwC, HR has worked with finance to “create 
advocates in the finance teams for HR report-
ing,” according to Chris Weeks, strategic work-
force planning leader. HR analytics is being used 
by other functions of the organization also, in 
order to support the business and establish the 
importance and worth of HR.

In conclusion, application of analytics is the key 
in making HR a strategic partner in any organi-
zation and thus can help further brand HR as a 
worthy function.

Deepti Sri Kocherlakota
SIBM Bangalore
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Bowing	before	the	words	of	Jijabai	(Moth-
er) Shivaji Maharaj was all set on the 
conquest of the fort ‘Kondana’, with his 

robust army and his trustworthy militant ‘Tan-
aji Malusare’. At this moment, a soldier with a 
letter for Tanaji arrived. The letter read about 
marriage of Tanaji’s son. Shivaji Maharaj asked 
Tanaji to leave for his son’s marriage thus man-
aging the conquest alone. But Tanaji declined 
his majesty’s order, saying “How can I enjoy my 
son’s wedding when my King is fighting for us. 
Wedding with ‘Kondana’ is more important than 
the wedding of my son”.
 The above scene is an example of sheer 
commitment and the will to decline self inter-
est for the purpose of something much bigger.  
I might sound too historical while illustrating 
this scene. As the times have changed, situa-
tions too have changed, and thus such histori-
cal references are no longer relevant in today’s 
context. But if we really try to capture the es-
sence of this example we tend to sight that it is 
just the situation that has undergone a change, 
the definition of commitment still remains the 
same. Let us for a moment, think of the above 

situation in the context of today’s organization. Is 
the employee today, so much committed to the 
organization so as to choose organization’s inter-
est over self-interest?
 Truth is bitter and so is the answer, which 
says ‘No’. 
The will to choose organization’s interest over self-
interest is a result of commitment towards the or-
ganization. Motivation of employees has always 
been considered as a pre-requisite step for induc-
ing this commitment. And thus, many motivation 
theories have been developed and practiced. But 
in the recent times, there has emerged one more 
pre-requisite step to motivation and that is ‘Em-
ployee engagement’.

Motivation to get 
motivated
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Thus we see that preconditions to commit-
ment have been an ongoing list. It might have 
happened that theories of motivation failed to 
achieve the desired commitment, and thus there 
stood a need of motivation in order to get moti-
vated. And thus to serve this need, emerged the 
new theory of ‘employee engagement’. Here I 
wish to highlight the 4-Drive Model of Employee 
Motivation presented by Lawrence and Nohria in 
2002. The theory talks about how ‘Human Nature 
Shapes Our Choices’, they are the drives to ac-
quire (obtain scarce goods, including intangibles 
such as social status); bond (form connections 
with individuals and groups); comprehend (sat-
isfy our curiosity and master the world around 
us); and defend (protect against external threats 
and promote justice). These drives underlie ev-
erything we do. 
A company can achieve overall motivation by 
satisfying all four drives in concert.  But with ‘em-
ployee engagement’ it seems as if companies are 
making attempts towards satisfying only one 
amongst the four drives, which is the ‘drive to 
bond’. Quoting words of David Macleod, co-Chair 
of Employee Engagement Task Force, 

‘employee engagement is about how we create 
the conditions in which employees offer more of 

their capability and potential’. 

But employee engagement in the organization 
today, emphasizes more on keeping employees 

happy by organizing various activities like out-
bound, Friday bashes, organizing events, cele-
brating birthdays etc. But does this help to create 
the necessary motivation to contribute more to-
wards the organization? Or are we simply mov-
ing more towards the country club management 
style (in reference to the managerial grid)?

Jim	Collins	in	his	book	‘Good	to	Great’	said,	“If	you	
have the right people on the bus, the problem 
of how to motivate them goes away. The right 
people don’t need to be tightly managed, they 
will be self motivated by their inner drive to pro-
duce best results and to be a part of something 
great”. On the contrary we see that, organizations 
today are adding pre-requisites to induce moti-
vation thereby trying to induce commitment. So 
does this mean that we are failing to get the right 
people on the bus? And if we aren’t, then are we 
as an organization failing to produce an environ-
ment that can itself induce self motivation in em-
ployees? Or is it that the attitude of employees 
has changed to become too volatile, uncertain, 
complex and ambiguous like the prevalent VUCA 
world? 
It is a time for us to ponder upon these questions 
and to hunt for answers, with the hope that these 
answers will prevent us from creating newer mo-
tivation techniques as a pre-requisite to employ-
ee engagement. 

Miss. Raorane Tanvi Sunil
Welingkar Institute of Management 

Development & Research

SOCIAL NETWORK 
FOR HIRING 
PROCESS?
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SOCIAL NETWORK 
FOR HIRING 
PROCESS?

Google says Social Networking is “the use 
of dedicated websites and applications to 
interact with other users, or to find people 

with similar interests to one's own.” But with the 
days passing, the coverage area and usability of 
it has widened, it has become a potent and often 
used tool for hiring by HR managers. Hiring is an 
action of bringing on someone new to an organi-
zation. Hiring would only become more relevant 
when there is a wide pool of data and this is where 
Social Networking Websites come into picture. 
Also Social Networking is been viewed by corpo-
rations as a tool to recruit both active and passive 
applicants. However, despite having many advan-
tages it has its adverse effects too. Many appli-
cants thinks social media screening an invasion to 
their privacy, thus, opening the doors for discrimi-
nation lawsuits. It may actually drive away the po-
tential applicants who infer that their privacy has 
been compromised.

Hence, to further contemplate on the matter we 
should discern the pros and cons of usage of So-
cial Networking in Hiring process.

                                                           

 
 
 Nowadays job seekers can leverage their 
network from around the web within their tar-
geted job hunt to find the top opportunities for 
which they are most qualified. No longer does a 
job seeker have to apply to dozens of jobs and 
worry about not hearing back. Social Networking 
also helps the employers in ‘employer branding’ 
and significantly improve the brand image among 
the targeted prospects. Some of the other notable 
benefits are:-

•	 ROI: - The Return on Investment is high as 
the employer doesn’t need to procure temporary 
infrastructure or send its HR’s to different location 
to build a relevant pool of applicants. They can di-
rectly communicate with the applicants online 

•	 Vacancy days: - As the usage of these sites 
is high and also there is a short response time, key 
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positions may be filled faster, resulting in lesser 
vacancy days in these positions.

•	 Passive Applicants: - It can help iden-
tify hidden candidates who can’t be found or 
communicated using other sources. LinkedIn is 
a useful tool for this as it is nearly omnipresent 
among netizens.

•	 Job Visibility: - It can also ensure that the 
job openings be viewed by a larger number of 
qualified candidates.

•	 Diversity: - It also helps in making the 
workforce more diverse as with the help of so-

Following is a pictorial representation of the ground reality in hiring through Social 
Networking Sites

cial networking organizations can reach every 
nook and corner of the Geography. Facebook is 
been used for this a lot as it is been used among 
nearly every country.

•	 Competitive advantage: - The organi-
zation can win more head to head battles with 
competitors over key talents by using social 
networking.

•	 Increase in sales: - as the visibility in-
creases, it boosts the ‘we get it’ image of orga-
nizations, and thus can lead to improved sales 
among those who equate product quality with 
being a desirable employer.
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Now if we throw light on the cons of this meth-
od of hiring, they would be:-

•	 Privacy	 issue	 is	 a	 big	 concern	 as	 there	
are cases where password of Facebook is been 
asked by employer so that they can examine 
the profiles for objectionable content. How-
ever, they may or may not be aware of the re-
stricted data they should have access to. For 
example information deemed ‘Protected Class’ 
(race, gender etc.)
•	 Also	the	process	is	time	consuming	and	
cumbersome to use when comparing across 
candidates. Applicants also gets concerned 

that what they should post or shouldn’t post in 
their closed network of friends and family, which is 
setting a wrong precedent.
•	 If	 it	 is	been	used	as	a	sole	 tool	 rather	 than	
one of the tool then it can endanger the EEO (Equal 
Employment Opportunity).As in a recent SHRM sur-
vey in US, Latinos and Blacks gets left out as they 
don’t have much access to social media. This raises 
a concern about potential adverse impact this type 
of recruiting can have on economically weaker sec-
tions of the society.
•	 It	 has	 also	 attracted	 unwanted	 lawsuits	
against employer, thus piling up their legal cases.
•	 Also	the	data	viewed	in	social	profiles	may	
not be aligned to the job requirement and some-
times the creditability of data would remain ques-
tionable due to lack of approver.

Some of the issues with the leading Social networking sites are:-
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CONCLUSION

If we look into the overall scenario the benefits of using Social Media are pretty evident, however, it 
comes with a price. We can ignore it with our own peril, doing so would be similar to avoiding e-mail 
20 years back. Hence I think Social Media should be used but utmost caution should be taken while 
exercising this tool such as:-
•	 Never	ask	for	passwords	rather	only	view	the	public	content
•	 Rather	than	a	line	manager	an	HR	should	do	the	process	as	he	is	professionally	better	equipped							
 to do so.
•	 Don’t	look	only	into	the	Social	profile	of	an	applicant.
•	 Consider	the	posts	or	tweets	of	the	applicant	rather	than	others	view	about	him/her.	Check	the	
response to worrisome social media content which may give you approx. idea about his/her personality.
At last, I can state that there will always be some fringe companies which may cross the ethical or legal 
boundaries but if employers follow intelligent policies they can always extract relevant social media 
information to select the best candidate, specifically for key positions.

SOMNATH ROY
NMIMS, MUMBAI
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Contest With the Best

  MINI CASE
Use all your THINKING HATS to “Give the smartest 

answer to the HR Problem”

Last date for sending the answers for Contest:  August 15th, 2015
Email ID: hrclub.iims@gmail.com 
Subject of the email: TogetHRContest21_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!!!!

THE CASE:

Rohit joined Apex Computers (Apex) in November after a successful stint at Zen Computers 

(Zen), where he had worked as an assistant programmer. Rohit felt that Apex offered better 

career prospects, as it was growing much faster than Zen, which was a relatively small com-

pany. Rohit joined as a Senior Programmer at Apex, with a handsome pay hike. He joined 

the five-member team headed by Aparna, his new boss. While she was efficient at what she 

did and extremely intelligent, she had neither the time nor the inclination to groom her sub-

ordinates. Time and again, Rohit found himself thinking of Suresh, his old boss, and of how 

he had been such a positive influence. Aparna, on the other hand, even without actively 

doing anything, had managed to significantly lower his motivation levels

QUESTION:

What should Rohit do to resolve his situation? What can a team leader do to ensure high levels 
of motivation among his/her team members?
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The Standard against which all others are measured

COMPETENCY PROFILING

M&S recruits managers at three different 
levels:

•	 Trainee	managers	 after	 24	months	
training

•	 Intern	 graduates	 who	 join	 the	
organisation from university 

•	 Experienced	 managers	 who	 have	
retail experience 

Once you apply for a job through the Marks 
and Spencer recruitment process, you 
cannot re-apply for a position within the 
next 6 months due to high demand

RECRUITMENT

VISION

COMPETENCY PROFILING

•	 Job	analysis	is	done	that	focuses	on	
the skills and behaviors needed to success-
fully perform a job.

•	 Marks	&	Spencer	uses	competency	
profiling to identify gaps in skills

INDUCTION OF NEW EMPLOYEES

•	 Depending	on	employee’s	back-
ground and experience, this will last be-
tween one and two weeks.

•	 A	one-day	corporate	induction	
workshop where senior employees from 
the business are present to pass on experi-
ences

Corp orate Nuggets
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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.

 On-the-job training

  A form of coaching by line managers. 
They review a person’s performance and give 
feedback on their strengths and any devel-
opment needs

      Off the Job Training

 Intranet: Staff can find learning ma-
terials on this that enable them to develop 
their technical skills and business competen-
cies

 Workbooks: Are used by staff, often 
for open learning

 Workshops: Workshops and other 
more formal activities provide opportunities 
for employees to practice their skills with the 
opportunity for feedback from other staff

TRAINING
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.

PENSION

•	 The	Company	runs	a	non-contributory	
pension scheme and all permanent employees 
engaged in it

•	 When	employee	retires,	he	will	receive	
a pension based on his/her salary and service, 
including the option of a tax-free lump sum

 EMPLOYEE REWARDS

•	 Employee	Discount:	For	all	the	store	
purchases (A family member who permanently 
lives with the employee is also given a card to 
make use of the discount)

•	 Bonus:	The	annual	Bonus	Scheme	is	
open to all employees. Bonus targets are linked 
to team and Company performance

•	 Sharesave:	By	joining		Sharesave,	a	
person can save any amount between £5 and 
£250 each month for 3 years, and at the end of 
3 years get their money back or buy shares at a 
discount 

BENEFITS

Corp orate Nuggets
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Announcement of Results

The prize for “Article of the Issue” has been award-
ed to  Deepti Sri Kocherlakota from SIBM Bangalore for her 
Article 

“ HR Analytics and the new future”. 

She 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 Nidhi Rungta from 
IIM  Kozhikode. 

She 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 August 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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