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Dear Readers,
We are excited to present to you the July-August 2015 issue of TogetHR! With the 
temperatures starting to drop and recruitment rates rising, students all over India in 
different B-Schools are working hard to get their respective careers on track! Short on time 
as they are, a short yet apt collection of articles to keep them updated on the world of HR 
is surely desirable and that is what this issue is all about!

 The Cover Story of the issue, ‘Flexible work arrangement structure. Does it really work?” 
talks about whether the flexibility in work arrangements pushes productivity up or causes 
it to slump down underground. 

The Conflux section features an interaction with Mr. Satyakki Bhattacharjee Chief People 
Officer ABP News Network. With a lot of experience in his kitty, he encouraged us to ask 
questions which were thought provoking and shed light over burning HR issues of our time 
which included organizational development, crisis management apart from reflecting on 
changes occurring and expected to occur in the domain. 

In the Concoction section, we bring to you a variety of handpicked articles covering the 
latest trends in the modern business and HR scenario. ‘AN INSIGHT OF HUMAN RESOURCE 
OF INDIA’ talks about the prevalence and importance of HR in the Indian setting what 
should be the future course of action to ensure continuity of the excellence in the same. 
The article of the issue, ‘’Bell Curve Appraisal System and Reforms in Accenture’ sheds light 
on the ways in which the appraisal system in Accenture has changed in the recent past, 
‘TechHR – Technology and HR’, puts forward a strong case for the need of Technology in 
HR domain. ‘Tie out, Jeans in: Will this bring any change?’ tells us about the recent changes 
in the dressing policies in Infosys and speculates whether it will have the desired effect or 
not. The article, ‘Green Hrm’ tries to elucidate the importance of inculcating environmental 
factors while devising HR strategies. 

The Campus Buzz section features a report on ‘Co-operate 2 Dominate’, a team building 
event by HR club apart from a brief on the HR Adda session conducted for the upcoming 
SIP season. 

Don’t miss the ‘Contest with the Best’ section where we have a very fun inducing “Word 
Scramble” competition. Send us your entries as soon as possible and win an e-certificate 
and cash prize worth Rs. 500. Team usHR would once again like to extend its gratitude to 
its readers for their constant support and we hope to continue receiving the same in the 
future too.

Email:            hrclub.iims@gmail.com
Facebook:  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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Conflux

What was your motivation to come into the 
field of HR?

Well, I always wanted to work in the field of de-
veloping people. So, if you see I’ve moved away 
from the process and systems part of HR and my 
focus has been more in the field of organization 
development. This is far away from the traditional 
image of HR as thought by many in the industry. 

Could you elaborate more on organizational 
development?

Organizational development is a niche subject 
which deals with manned change in organiza-
tions through a series of interventions. The gen-
esis of organizational development as a subject 

can be traced back even to the principles of 
unconscious by Carl Jung. Essentially it is a 
study of how people come together to impact 
the results of an organization. It takes quite a 
bit from applied behavioural science.

Sir, what are the changes you have seen 
in the field over you career?

I started my career in the manufacturing in-
dustry which has a predominant blue-collar 
work force. Now, these were the days when HR 
was quite new in India and it was a question of 
whether HR is human resource management 
or human resource development. Back then 
the focus was primarily on human resource 
management, the development aspects came 

Mr. Satyakki Bhattacharjee

Chief People Officer
ABP News Network
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up later. Nowadays it is more about organizational development and people- their processes & interac-
tions. So, the evolution can be clearly traced, stating from a personnel department to a human resource 
management department to human resource development and finally to an organizational develop-
ment.

Can you tell us about some of the challenges 
that you have faced and how you overcame 
them?

The main challenge that I have seen is that most HR 
issues are treated as soft or minor problems until 
they become a full-blown crisis. Only then do they 
realise it should be handled by someone who is a 
people professional. With the evolution of HR, the 
challenges of HR are also changing. Earlier, when HR 
was the personnel department the problems were 
mainly about various systems and processes. Now, 
HR as a subject is more to do with people and meet-
ing the organization’s goals through people. Most se-
nior people in organisations still do not understand 
the idea behind organizational development and its 

importance to their companies. People fail to 
understand that apart from the overt, visible 
processes in the organisation there are invis-
ible processes, which should be dealt with by 
people professionals. I think that the more 
and more business evolves the gap is becom-
ing lesser, but it is still there.

The general election is not an organizational 
exercise - it's a mass media exercise.
-- Roger Stone
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The contribution of our ancestors to human 
civilization has been unparalleled. From the 
innovating concept of zero to trigonom-

etry, geometry, medical science (Ayurveda), eco-
nomics and political science (Chanakya Niti) as-
tronomy, astrology, metallurgy , architecture and 
the list goes on. In almost every field they have 
showcased their prowess to the rest of the world. 
People from Egypt, Europe used to come to India 
to gain knowledge. India was the source of knowl-
edge (gained by innovations by themselves) and 
skilled human resources, which were setting the 
path towards modernization for the entire world. 
India was indeed leading the entire world to reach 
a new height.
But in today’s era, the scenario has changed. We 
have stepped into the modern era with a popu-
lation more than 100 crore. With the increase in 
infrastructure, urbanization, globalization, India 
seems to be evolving as a developing nation after 
British Raj. But certain questions which are quite 
deep ponderable such as

1- “Are we still leading the world by our inno-
vative knowledge and skilled human resource?” 

A JOURNEY FROM ZERO TO MARS, THROUGH 
TUNNEL OF DARKNESS 

( AN INSIGHT OF HUMAN RESOURCE OF INDIA)

2- “Can we just rest on our laurels’ of our ances-
tors?”
3- “Has India still got the reputation of source 
of knowledge through             innovation?”
4- “Is the human resource in general improv-
ing by quality or by just quantity?” 

The answers to these questions are definitely not 
satisfactory. After noble laureate Amartya Sen in 
the field of economics, there is certainly a huge gap 
of time for any Indian’s contribution to innovation. 
In the recent times the RBI governor Mr. Raghu Ram 
Rajan has given the indication of requirement of 
good economists to country which hints towards 
the lack of learned economists in the country. And 
also not to forget the founder of IT service giant 
(Infosys), N.R Narayana Murthy has questioned the 
contributions of elite institutions such as IIT’s, IISc’s 
contribution towards innovation in the past 60 
years. When such higher dignitaries are question-
ing about the quality of innovations from a quality 
human resource making institutions of the nation, 
can we still lead the world as a country of quality 
human resource and innovative knowledge as we 
used to?
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To have a clearer picture, let us focus on the statistical facts and data available. No Indian Universities 
have ever enrolled themselves in top 200 world ranking as per 2014’s available data. Only IIT-B has come 
closely to 200 rankings by securing 222 as world ranking. Other than the technical universities, Delhi 
University has got rank of 430 and University of Calcutta has got 650 rank. However, from world’s top b 
schools’ perspective IIMA, IIMB, IIMC, ISB has managed to secure ranks within top 50. So it’s a compara-
tively better sign for us that a decent probability of good managers could be from our country.

Now let’s focus on other institutions besides the elite ones. The numbers of engineering grads produced 
by our country are just a sheer showcase of quantity, not the quality. According to the survey of Federa-
tion of Indian Chambers of Commerce and Industry, around 65% of the employers are not satisfied with 
the quality of graduates they are getting through fresh hiring from college campuses. They have to con-
duct special training programs to make these graduates employable and meet the industry standards. 
The standard of major portion of these under graduates is floating in the ocean of mediocrity with no 
direction. A significant amount of undergraduates are struggling every year to choose their career path 
after getting a graduation. The degree, at which these degree holders are dabbling in choosing their 
careers, is definitely not a good sign for a country who is aiming for innovations from strong reliable 
human resources.

From the above discussions, it is evident that we lack a significant amount of quality human resources 
who can contribute to innovation. However we have got the mastery over the frugal innovations over 
the couple of decades. By innovating to make the world’s cheapest car Tata Nano, cheapest and efficient 
Space program to Mars etc. we grabbed the world’s attention.  These displays our potential to modify 
the existing innovations in more efficient ways which is definitely a commendable job. But is it out of the 
box thinking? Are our efficient human resources able to create, innovate something which has never 
been done before as our ancestors did and brought glory for our country? If yes then why not yet after 
more than 60 years of Independence? If no, then what’s the reason? Can we just sit back and play the 
blame game on the Indian Education system designed by Ministry of Human Resource Development? 
Of course we can do so by giving the excuse. However, we should not forget that The Excuses are like 
the capacity of a drunk person to stand still! Both could not last long.

The root cause of this problem is lying within us. For us the education means the mind to be filled with 
the answers of “What”. This is just facts filling step. Then comes the basics understanding step which 
gives the answers of “Why”. A few are in pursuits of finding these answers. In the end comes the out of 
the box thinking step which could give the answers of “Why not”. Unfortunately, we are only interested 
in finding the answers of “What” but not the “Why not”. 

Before we blame our education system, let’s discuss the mind set of our beloved late Dr. APJ Abdul Ka-
lam Sir. A man born and brought up in India, educated in India by the Indian education system, Kalam 
Sir achieved the heights of excellence by engaging himself in the pursuits of answers of “Why not”. Now 
can we still blame the education system completely for such fiascos? Instead of blaming the system, we 
could bring a change in the mind set of ours to think beyond the facts and figures.
We have started our journey from the innovation of Zero and reached the Mars. But we are still journey-
ing through the tunnel of darkness (lead by wrong procedure, pursuing for answers of “What” for “Why 
not”). Hopefully we will be back on the right track someday so that we can discover the galaxies of 
Innovation and not by restricting ourselves only to Mars.

KUMAR ABHISEK BHUYAN
T A PAI MANAGEMENT INSTITUE, MANIPAL
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The main goal of a performance management system is to promote and improve the effectiveness of 
human resources. However many employees and managers seem to be either stressed or unhappy dur-
ing/after the appraisal process. The bell curve is widely used in different organizations to streamline the 
appraisal process. In this process some of the employees are scared to be rated as poor performers and 
consequently lose their jobs. This generates a lot of pressure on the employees to perform, especially 
just before the appraisal process.

 

Some researchers have found that a certain level of pressure among employees, can lead to a good 
performance but beyond that level, people tend to underperform due to increased pressure (As shown 
in graph). In addition to that, the fear of lay-offs demoralizes the employees and adversely affects their 
performance.
 
Due to the rigid structure of the bell-curve, team leaders label a good performer as mediocre and fit in 
the mediocre performers in the ‘poor performer’ category. A good performer, unhappy with such artifi-
cial demotion, starts thinking negatively and his performance worsens. 

Bell Curve Appraisal System 
and Reforms in Accenture
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On the other hand, some sharp-witted and manip-
ulative employees who understand the process, 
tend to work overdrive only during last few months 
preceding the performance review, and in a way 
‘fool the system’ to come out with positive reviews. 
This practice is detrimental for those employees 
who receive a lower rating, despite consistent per-
formance all through the year. Such erosion of hu-
man capital gives wrong message to other employ-
ees and hinders the progress of a company.
According to research firm CEB, 6 percent of For-
tune 500 companies have stopped using annual 
performance reviews and forced ranking meth-
ods. CEB has also found that an average manager 
spends more than 200 hours a year on activities 
related to performance reviews tasks like attend-
ing training sessions, filling different forms and giv-
ing feedback to employees. An annual feedback is 
prone to generating biased reviews due to short-
term rating determination process. 
Now many companies are taking initiatives to over-
come these issues and bring in a more mature ap-
praisal system. Recently Accenture was in news 
because of their decision to drop the Bell curve 
system and shift to ‘Regular Feedback System’. Ac-
centure has 3.36 lakh global employees; out of 
which 30 percent are based in India. Employees 
will be now given an instant feedback when they 
complete an engagement: they can thus, work on 
their areas of improvement on an ongoing basis, 

to avoid year-end appraisal related disappoint-
ments. Accenture CEO Pierre Nanterme said, “All 
this terminology of rankings — forcing rank-
ings along some distribution curve, we’re done 
with that. We’re going to evaluate you in your 
role. Performance is an everyday activity”.  Ac-
centure has now joined the league of Google, 
KPMG, Microsoft, Adobe and Deloitte who have 
also terminated this practice and adapted a 
much better, transparent and ‘employee-friend-
ly’ strategy of appraisal. In Google, poor reviews 
from the manager can be superseded by posi-
tive peer reviews to improve the overall rating 
of the individual.
Accenture is all set to disband rankings and the 
once-a-year evaluation process starting in fiscal 
year 2016, which for Accenture begins this Sep-
tember. One of the Mumbai based Accenture 
employee said that though the changes are yet 
to be communicated formally to the employees 
but they can expect something similar to those 
adopted by Deloitte in March. Deloitte came 
up with four simple questions in its reviews, 
the first two are answered on a five-point scale, 
from "strongly agree" to "strongly disagree"; the 
second two are polar questions. 
The new 'performance achievement' approach 
of Accenture will focus on the achievements 
and talents of each employee rather than com-
paring them with each other. It will result in a 

Reference- Punishing by rewards, MIT research paper
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holistic assessment of performance and individual potential, and guide in appropriate decision-making 
relating to rewards and career progression. Anisha Sardar, HR executive who is currently working with 
Cipla said, “If Accenture fails in providing the requisite training and preparing the managers (for giving 
the feedback) to handle the new process then it can cause chaos. This requires a serious realignment in 
mind-set, culture and way of working”.

Application of the bell-curve does not suit a knowledge-driven workforce of IT, consulting and technol-
ogy companies. It is better to rate a person on absolute performance (rather than 'relative' performance, 
which the bell-curve measured) and having conversations at regular intervals throughout the year. The 
new appraisal system of regular feedback will enable continuous learning culture; it will encourage 
employees to take calculated risks, be innovative and more collaborative. Considering the aforesaid 
reason, many companies have dropped the annual review system and have started taking quarterly 
feedback from their managers. Google and Yahoo also have a quarterly check-in system based on mea-
surable goals set by employees. Tata Motors and Mahindra do quarterly reviews and from this year, the 
real estate giant Lodha group has also started quarterly performance reviews. Now managers will have 
to spend more time with their teams but it will ensure a fair review system by normalizing appraisal 
reviews taken in all quarters. 
Studies have shown that "even continuous feedback can feel biased and dispirited to some employees, 
making people less motivated and hurting relationships between supervisors and subordinates". The 
key concern is that the companies reform their rating systems but often they don't know how to handle 
‘succession and compensation’, it can be just as bad for the morale of the employees as time consuming 
reviews. 

While changing their entire system Accenture should consider the following recommendations-
1. Make the assessment criteria goal-oriented. The criteria must also evaluate individual efforts put 
into task accomplishment.
2. The key cultural traits of the organization must be defined and the methods to measure align-
ment must be designed considering these traits for qualitative evaluation of the employees. 
3. Define a method to connect compensation and promotions with the above.  Employees would 
like to know what annual compensation revision to expect and when they would be promoted. When 
employees know how they’re measured, there’s less possibility of suspicion. And when they know can 
connect the dots between individual performance and team success, there’s greater job satisfaction. 
Ultimately, the goal of a performance review system is to reward and retain good employees by keeping 
them satisfied and assuring them of a promising future. Instead of grading employees on long-forgot-
ten accomplishments from the past year it is better to review on how to develop human capital in the 
future, given their current and continuous performance. Without a well laid out replacement strategy, 
"doing away with appraisals" seems like more of a PR stunt than an efficiency enhancement initiative. 
Adoption of a new-age performance assessment method will certainly be a more welcome and produc-
tive human resource development move than the mere abolition of the bell curve method.

Mukesh Bhavsar
Tata Institute of Social Sciences, Hyderabad
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February, this year, saw an uproar in the halls 
of Yahoo. This spark ignited an age old de-
bate in the corridors of Human Resource 

Management - Does flexibility in work arrange-
ments pushes productivity up or causes it to slump 
down underground?
Yahoo CEO Marissa Mayer towards the beginning 
of this year announced a complete prohibition on 
working from home. This went into effect from 
June, cutting across agreements made with previ-
ous employees who opted for flexible work loca-
tions - i.e., whether to work from home or from the 
office.
Often scholars pertaining to the issue of employee 
productivity and Life-Work balance have spoken 
up about how "one-size-fits-all" policies do not re-
ally work in the real work world. Stewart Friedman, 
Wharton professor of management and director of 
the school's Work/Life Integration Project is of the 
opinion that, “You want to have as many tools as 
possible available to you as an executive to be able 
to tailor the work to the demands of the task. The 
fewer tools you have available, the harder it is to 
solve the problem.”

Flexible work arrangement structure. 
Does it really work?

According to the original memo sent by the com-
pany’s human resources department to employees 
(and later leaked to the media), the idea of the new 
policy is to improve communication and collabora-
tion. Some of the best decisions and insights come 
from hallway and cafeteria discussions, meeting 
new people, and impromptu team meetings. Speed 
and quality are often sacrificed when one works 
from home.
The rationale given does make sense. When a com-
pany is struggling to make a mark, in a market as
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 competitive as the current, it requires a huge deal of impactful and effective interpersonal communi-
cation among its decision makers and employee stake holders. This is crucial to be able to give out an 
effective response to critical company-lifeline deciding challenges.

Being in the office does enhance the so-called water-cooler effect — those chance meetings and 
unexpected conversations that can generate new ideas. “Serendipity happens at the water cooler,” 
says Wharton operations and information management professor Lynn Wu, who studies the impact 
of both personal interactions and online social networks on employee productivity.
The benefits of in-person communication aside, it may not be necessary for all employees to be physi-
cally together all the time. Wu says her research suggests that having everyone in the same physical 
space is most valuable when there are new projects being launched or a defined set of problems a 
company is trying to solve. “It’s important when you are in the information-seeking stage or the explo-
ration stage,” Wu states. “But there comes a point when you know what you need to do, and you just 
have to get it done. At that point, it’s OK to stay at home.”
Some critics of flexible work arrangements worry that working at home can present too many distrac-
tions, like crying babies, or the temptation to log onto Facebook when you should be Skyping a co-
worker. But when you are able to set boundaries and handle those occasional distractions, you save a 
lot of time. You don’t have the commuting costs of going back and forth. And if things are going well, 
it can be a great experience that you can use positively in your work life.
Also, employees who work at home need to do a little extra legwork to manage how their colleagues 
perceive their engagement and productivity. Indeed, a Stanford study shows that people who work 
remotely are 50% less likely than their peers to get a promotion. You have to make sure that people 
feel that when you are available, you are fully present. If you sound distracted, or you have kids cry-
ing in the background, or you don’t seem focused on a conference call, that’s going to be a difficult 
impression to overcome and you might end up losing your credibility.
Here’s hoping that the  Yahoo uproar will eventually lead to an intelligent, deliberate discussion among 
all executives about when flexible work arrangements are appropriate and how companies can best 
manage the collaboration process so all their workers are both happy and productive. 

Nandita Choudhary
IIM Shillong



14TogetHR | HR Magazine of IIM Shillong

Cover  Stor y

Evolution of technology has changed the business world several times over. The presence is experienced 
in every domain of business with human resources being immensely impacted by the same. Human re-
sources is evolving into a more technology based platform. Recent study has shown that organizations 
adopting sophisticated HR technology outperform those who don’t. The Human part of HR is rapidly get-
ting digitalized as organizations adopt new technologies to expand business and minimalize cost.
HR is evolving into a more technology based profession because organizations need:

TechHR – Technology and HR

Hence, we observe most of the new trends and innovations in Human Resources today involve leverag-
ing technology across various HR functions in the employee lifecycle – from selection to learning and 
development to employee exit management. The landscape of HR technology is ripe with opportunities 
to infuse data analytics, social media and HR systems into people related decisions. Some of the biggest 
disruptions in this space include recruitment analytics, integration of social media into employee refer-
ral systems and employer branding, technology platforms for performance management and technol-
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ogy intervention in learning and development phase of employees. These technologies act as enablers 
for a plethora of functions within HR. Many organizations are keen on accelerating their HR capabilities 
through technology interventions. 
Recruitment Analytics is particularly helpful as it tracks and monitors recruitment marketing data in real 
time for organizations. Beyond metrics it tracks sourcing data thus helping recruiters to know the source 
of qualified candidates.  They also analyse the traffic on official website, social media interactions and 
email campaign and adverting performance. 
Social networking plays a greater a greater role than a theoretical concept in the field of HR. Technology 
has changed the face of employer branding as it has given a tool to the organizations to reach larger 
target audience with better impact. Social media branding enables employers to reach out to youth and 
update them about their organizations on a daily basis. Twitter, LinkedIn, Facebook are few common 
platforms undertaken by several organizations.
Classroom learning has become a story of the past as organizations rapidly undertake gamification to 
increase employee involvement in the learning and development process. Also increase in global con-
nect facilitates training across various offices at the same time through video sharing, web conferenc-
ing, podcasts, mobile learning, hybrid learning, Wikis etc. Employee on-boarding is not facilitated by the 
HR manager but is conducted by virtual characters who guide employees to complete their formalities. 
Increased technology interventions have decreased the manual role of HR at various interventions of 
the business process.

Workforce management and talent 
analytics are the buzzwords of the 
day. Technology has also acted as a 
game changer in the field of perfor-
mance management. Annual apprais-
als are being shunned by many as 
they take aid of technology to make 
performance management a more 
employee driven process. Start-ups 
are constantly undertaking technol-
ogy which enables real time data col-
lection about employee performance. 
Cloud and other technologies are pro-
moting moment coaching and guide 
for course correction required in the 
rapid cycle world. The bold decisions 
taken by Adobe, Microsoft, Netflix, De-
loitte etc. has been possible because 
of technology advancement which 
has enabled building of an agile, light 
and future focused systems.

Compensation, reward and benefits 
and employee exit process are other 
three areas where technology is yet to 
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show any breakthrough discovery. Though all are automated these days but a deeper connect between 
performance management, compensation and reward and benefits will definitely enhance employee 
satisfaction. Also technology intervention in the employee exit management will aid in storing em-
ployee data and using it effectively for analytics and for maintaining future relations with ex-employees. 
Ex-employee data management is still a suffering domain; digitalization can bring a great breakthrough 
and exemplify the importance of the same.

Thus we see that there the future looks bright for HR but also there is a potential threat that increased 
automation could lead to uncertainty about the human element of their job. Talent Management is 
today being seen more as a business priority than as an HR priority. Business is more focused on cost 
reduction and time management than ensuring that HR does not lose its essence in the organizations. 
Hence, I believe that though the future is bright and lucrative for business as technology advancement 
is happening at a galloping speed but the role of HR in this enhanced space is still a question mark. 
Whether they will still be forerunners or provide the baton to the line managers while taking up the 
back seat is yet to be known to the world.

Neha Agarwal
XIM, Bhubaneswar
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Imagine an employee wearing a jeans on a Mon-
day morning entering the office- a site unseen 
as far as Indian IT sector is concerned. It is very 

common for employees to turn up in smart casu-
als during weekends but by no means on weekdays. 
Infosys had even more stringent dress code for its 
employees where employees needed to wear ties 
during weekdays. But on June 1, 2015, Infosys’s hu-
man resource department sent a mail to all the em-
ployees informing them about a policy change and 
bringing an end to its long standing formal dress 
code policy. The new policy allowed Infoscions to 
flaunt their smart business casuals on all working 
days.
 The point of deliberation here is why Infosys 
changed its policy? The reason which Infosys gave 
was that they have been getting requests from 
many employees for change in dress code so they 
brought about the change. But the fact that Infos-
cions have been expressing their views against the 
dress code for many years so why change now? The 
reasons for the change are deeper and strategically 

Tie out, Jeans in: 
Will this bring any change?

backed.
 One of the important reason was to 
control the high attrition rate, which was at 
18.9% between January and March, 2015. 
Managing human assets in software industry 
is a very important aspect as many impor-
tant projects are won based on the strength 
of the human resource which a firm has. Un-
der the leadership of Mr. Vishal Sikka, Infosys 
has taken many steps in order to engage with 
their employees in a better way so as to create 
a bond with the employees and bring the at-
trition rate under control. The HR department 
realised that culture wise also this move was 
necessary, as majority of the employees were 
in their twenties and demanded freedom 
to wear jeans and t-shirts. But some experts 
were skeptical about this move arguing that 
new policy may make some employees un-
comfortable by what few employees wear. 
This doubt was countered strategically by the 
HR department in the mail which was sent to 
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the employees which had a statement, “We believe that each of you is empowered to make the right 
decision and dress in a way that will make Infosys proud.” By writing this, on one hand they conveyed 
a sense of empowerment which the cultural change in the organisation is promoting and on the other 
hand, created a sense of responsibility in the minds of the employees about they wear and how their 
attire should not project Infosys in the bad light. 

Shubhabh
IIM SHILLONG       

 To bring about this cultural change swift-
ly, the HR department also planned to conduct 
surprise events and activities for the employees, 
where they had the opportunity to win goodies 
and rewards for ‘dressing smartly’. By doing this, 
HRs wanted to make sure that the employees 
don’t take undue advantage of the new policy 
and avoid wearing anything which may embar-
rass the co-workers.
Use of social networking sites like Facebook and 
Twitter was also allowed, another important 
cultural change which Infosys brought about. 

The only condition which Mr. Sikka imposed on 
his employees was to ‘get the job done’. The indi-
cation was quite clear, work should not suffer be-
cause of social networking. Mr. Sikka also started 
sending more mails directly to various teams and 
started taking their opinions on important ideas 
so as to engage with the employees and create a 
valuable relationship with them. The idea was to 
make employees feel free to express their ideas. 
In December 2014, Mr. Sikka gifted iPhone 6S to 
3,000 top performers at Infosys, giving a clear 
message that better ideation and performance 
will be rewarded and appreciated.
The change in the policy was necessary because 
of one more reason. Since Sikka took over as CEO 
in August, 2014, he has been seen wearing a 
black t-shirt paired with a black jacket. This was 
itself violating the dress code policy of the com-
pany hence it was almost eminent to bring about 
the change in the policy. Also, right from the day 
Sikka joined Infosys, he stood for change & al-
ways promoted change for the good. Hence, HR 
department had no choice but to change with 
the change in the leadership.
Speculations are rife whether other IT service 
firms will take a cue from Infosys and change 

their policy or should they wait and watch. No 
doubt, employees of other IT firms will demand 
the similar policy and if their HR department de-
nies that, will it have any impact on the attrition 
rate. The decision has to be well thought out and 
every firm should take a decision keeping in kind 
its own culture.
The changes which Infosys is bringing about in 
its culture will definitely help the company in the 
coming times and also convey a strong message 
to its competitors and the prospective clients. 
Overall, the change is for the good and will reap 
fortunes for the company.   
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Most of the management and technologi-
cal advancements and developments in 
the world today have its origins in the 

early 18th century during the Industrial revolu-
tion period. While they have played a decisive role 
in improving the quality of life, developing natu-
ral resources, strengthening of world economy 
etc., all this has come at the cost of environment. 
In pursuit of industrialization we have ended up 
wreaking havoc on the delicate balance which ex-
isted in nature. 
Environmental degradation has only recently 
been accepted as a serious problem which could 
potentially spell doom to our very existence. Bla-
tant deforestation, ozone layer depletion, envi-
ronmental pollution etc. are the grim reminders of 
the reckless fashion in which ecological systems 
were ruined in pursuit of development. It was in 
this context that many global companies decided 
to seriously re-think there prerogatives and came 
up with a sustainable Green management Philos-
ophy.
Green HRM is a part of this Green Management 

philosophy. It includes all the people-centric ac-
tivities a firm has to undertake in order to achieve 
their green targets. Green HRM goes a step above 
and beyond this requirement too. It encourages 
and empowers the employees to think green and 
prevent unnecessary avenues of damage to the 
environment. Essentially the employees are mo-
bilized to be defenders of the environment even 
beyond the work space atmosphere.
There are many ways in which a firm can imple-
ment green HRM practices. For instance, they can 
encourage employees to avoid travelling in pri-
vate vehicles. Spreading bi-cycle culture and in-
centivizing the usage of public transportation or 
company vehicles is a practice followed widely in 
many green enterprises. HR organized car-pool-
ing schemes are another great green HRM initia-
tive. 
At a more basic level, HR could spear head the 
green culture in an organization. Right from the 
time of recruitment and through the induction 
process, it should be conveyed to the employee 
that green behavior will be recognized and re-

GREEN HRM
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warded. Awareness programs for existing employees should also be undertaken. There is a slight advan-
tage while recruiting millennials to the organization. This is due to the comparatively more environment 
oriented attitude of the new generation. The establishment of the ‘green-culture’ becomes an essential 
factor in ensuring a long lasting commitment of the employees to the environment.

It is a common misconception that green initia-
tives are at loggerheads with profit making strate-
gies of a firm. One brilliant example is the paper-
less policies enacted by the HR in companies like 
Adobe and Sun. By almost completely eliminating 
the usage of print paper, these Transnational have 
removed a huge burden from the environment. 
Lack of hard paper would also amount to cost 
savings for the company. For a new firm to adopt 
these policies it might cost a high initial invest-
ment but in the long run, the savings will surpass 
the expenses.
Waste management is another area were the 
green interest of a company and its economic 
interests play a complimentary goal. This is par-
ticularly true in the manufacturing sector. An ex-
ample from my old workplace – Reliance Indus-
tries Limited – would be the oily rags recycling 
scheme. While previously the oily rags generated 
from every plant were incinerated, in the new 
method, the rags were passed through a chemi-
cal wash which allowed us to re-use almost 80% 

of the old rags. The cost savings were immense and 
also a serious source of air pollution was cut down. 
A similar policy of reuse-recycle-rejuvenate is fol-
lowed by many modern manufacturing firms in In-
dia and abroad.
In the technology and IT sector we are increasingly 
seeing implementation of online discussion groups 
and interviews. The need to physically travel, burn-
ing more fuel, is kept to a minimum. Even the ‘work-
from-home’ option instituted by the HR of many 
such firms is a step in the right direction from an 
environmental perspective. Many European com-
panies have started offering interest free loans to 
switch from conventional cars to hybrids. 
Green HRM is pretty much in a nascent stage in In-
dia. Tech Mahindra, TCS, Wipro etc. are some firms 
which are showing promises and have received 
top ratings in the Climate performance leadership 
index (2014) published by CDP (Carbon Disclosure 
Project). Other Indian firms should emulate the ac-
tions of these Green leaders to ensure sustainability 
of operations. 
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India, being the fastest growing economy and with the second largest population, is going to be a key 
impact maker to the world environmental scenario. Our companies cannot afford to remain distant or 
indifferent to the green HRM strategies which are being adopted by other firms. If needed, our firms 
should consult with the world green leaders like Toyota, Kering, Adobe and Schneider Electric to adapt 
an environment friendly model of growth. After all we only have this one planet to call our home!           

Arun Kumar Agarwal                          
IIM Kozhikode
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Campus Buzz

This new academic year has been an exciting time for usHR club. The influx of the PGP15 batch has al-
lowed us to launch events aimed at familiarising them with teamwork and collaboration, both key ele-
ments of a successful career. With this in mind we launched:

Co-operate 2 Dominate

The first HR event of the academic year, Co-
operate 2 Dominate saw overwhelming par-
ticipation from both the batches. The entire 
event consisted of three separate levels with 
the participants placed in randomised groups 
by the club members. The aim of the exer-
cise was to get everyone to work together 
as a team in the short amount of time given. 
Prizes were awarded to the winning teams in 
each round, and the team which one the last 
round was declared the winner of the overall 
event.

HR Adda

With Summer Placements on the horizon, the 
club members thought it necessary to bring 
back our annual HR Adda rounds, sessions in 
which we conduct Group Discussions based on 
relevant topics and evaluate & critique the per-
formance of the participants. The enthusiasm 
shown by the junior batch towards this session 
was astounding and the session itself was seen 
as highly invaluable by them, particularly the in-
dividual feedback we gave.

CAMPUS BUZZ
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Contest With the Best

  WORD SCRAMBLE !!
Use all your THINKING HATS to “unscramble” the words

Last date for sending the answers for Contest:  OCT 15th, 2015
Email ID: hrclub.iims@gmail.com Subject of the email: TogetHRContest 22_CollegeName_Name 
of Person

• Send in your answers in an e-mail
• The first participant to give all correct answers will win Rs. 500 and a certificate 

of appreciation
      

So hurryyy!!!!
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Announcement of Results

The prize for “Article of the Issue” has been award-
ed to Mukesh Bhavsar from Tata Institute of Social Sci-
ences, Hyderabad for his Article 

Bell Curve Appraisal System and Reforms 
in Accenture

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 Siddhartha Bayye from IIM  
Shillong. 

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 OCT 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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