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"When I think of organizations, I think of the capabilities an organization has more than its morphology or 

structure. The ability of an organization to have a shared purpose and the ability for employees to be 

productive are critical capabilities for most organizations today." -Dave Ulrich 

Over the last decade the challenges of organizations had not only been economic uncertainties but also 

the challenges within which have taken the energies to focus. The ethical constraints and arrival of 

augmentation of technology with human interface has made a tectonic shift in the HR practices. On one 

hand the business development rests upon strategically sharp and smart  leaders who are supposed to 

decide with lightening speed and  and deliver results with super sonic speed; on the other hand they 

need to balance their own health,  family and social being. These challenges have equally affected all 

types and forms of organizations across the globe. 

The 2019 Deloitte Human Trends Report talks about co-creation of values, fluidity of organizational 

learning along with work, going beyond the formal structured learning, excessive use of multiple social 

media catering to suit the needs of several generations working together and still striving for continuous 

development. In such volatility, the HR functionaries have to lead as the Architects of cultural strength 

which may define the sustainability of the organization. In the words of Prof. Ramcharan, the HR Leaders 

have to create and maintain better employee experiences which gets reflected in business 

development.  The business of human resource, thus, is going to be beyond the human resource for sure 

in the years to come

As we are in the last quarter of the 2019,  I wish to look back,  look around and look forward pondering over 

the journey of human as  a "resource" to journey  as "immense potential and possibilities". The awe of 

human odyssey is such that, as HR thinkers and managers, we are yet to witness its full bloom. We hope 

that our core of learning and development would create some more deeper interventions and create 

value for righteousness and be the guiding light to the business securing its safe place in the decades to 

come.

The present volume of IJTD has tried to envisage these various facets blended in the interviews of the 

Stalwarts, scholarly articles and cases. The Interviews with Stalwarts segment has included rich 

experiences of spearheads of HR Movement in India - Dr Debashis Chatterjee from IIM Kozhikode, Dr 

Aquil Busrai who  earlier served IBM, Shri Saptrishi Roy  from NTPC and Sahil Nayar from KPMG. 

We invite Case Studies, Best HR Practices, Concept papers, Research papers (APA style) and Book 

Reviews from national and international audience to make this Journal reach its pinnacle.

Our upcoming issues focus on:

1. January-March 2020:  Futuristic Talent Management

2. April-June 2020: Corporate Social Responsibility. L&D       and HR – Touching Lives

I  wish to all our readers a Very Happy New       Year 2020

Dr. Rajeshwari Narendran
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Interview with

Dr. Debashis Chatterjee

Director - IIM, Kozhikode

Kindly share your professional journey so far. Kindly also share about  the role models who influenced and 

inspired you.

Well, the professional journey begins with my first academic exposure in JNU, Delhi,   where I did a Masters then I 

moved to IIM, Kolkata where I was in the Management Centre for Human Values. I spent my time working on my Ph.D 

thesis. Then  I went to MIT on Fulbright and then to Harvard at Kennedy School of Government at Harvard University. 

This my academic journey but it also was interspersed by professional exposure to corporate world.

I started with a Public Sector organization called the New India Assurance Company which was part of General 

Insurance Corporation of India,  where I got to see a mammoth organization of 23 to 24 thousand people with several 

branches in India and abroad with several international offices. So I got to understand how an organization works in this 

exposure. Then I moved to IIM, Kolkata as an ACC Research Fellow when I did a substantial part of my Ph.D work. And 

then I did lot of training and consulting for mainstream organizations of India,  from major PSUs, Oil Companies, the 

banks,  nationalized banks and then my training and development exposure gave me some  international sort of flavor. 

So when I went on a Fulbright  Scholar at MIT Sloan School working with Peter Sengey,  I had  an opportunity to look at 

the major global organizations like Ford Motor Company, AT&T, Motorola.  In those times they were the blue chip 

organizations in the world and so I got some training exposure. I got to train  people in Ford Motor Company, and British 

Petroleum  and this gave me a sense of what was missing in the professional world and what Indian thought could  fill  

in terms of the void that existed in the western paradigm. So my role models were obviously two people and the third 

got added on later. The first one was Prof S.K. Chakraborty, who was the Convener of Management Centre of Human 

Values at IIM Kolkata and his work in the area of values and organizations across   India gave me a sense of how deeply 

important professional and personal values were in the leadership journey and then Peter Sengey  at MIT, who did a 

Foreword  of my first Book “ Leading Consciously”. I wrote 16 books thereafter but the first book was my first love affair 

with writing. Peter Sengey who was the biggest name in learning organizational systems dynamics of MIT did this 

Foreword and I was able to write a book which,  in roughly  a  couple of months, actually and it became a worldwide 

literature that was  available worldwide. I got lots of feedback from the ground, from professional world and so after 

Peter Sengey of MIT, I had chance to work with Ronald Heifetz at Harvard,  Kennedy School who was in charge of  what 

you may describe  adaptive leadership. So that exposure at Harvard also gave me a sense of  how governments work. I 

could look at country size organizations like Canada,  Ecuador and Finland and I had in fact three Heads of States sitting 

in my class, in a single class. I could  sense  from the youngest Prime Minister of Finland, the first women Prime Minister  

of Canada, and Kim Kambo, the  President Ecuador at that  point of time. And so if you look at the exposure that Harvard 

gave it was incomparable with  anything  that I had so far. And my role models Prof S.K. Chakraborty,    Peter Sengey of 

MIT, Ronald Heifetz  of Harvard Kennedy School shaped my destiny in the way that even I could not comprehend. So 

my journey as teacher and as a trainer and of  course as a writer in the space of management, started. One of my books 

became cult books sort of thing called Leading Consciously and unknown to me it had created a following around the 

world of sorts. Then I came back to  IIM, Kolkata and subsequently I moved IIM Lucknow as Assistant  Professor and  

then I, after serving IIM Lucknow for quite some I became the Dean of the   Singapore campus of SP Jain's Global 

Programe. I came to IIM, Kozhikode as Director in 2009 served for around five and half years here, I  became  Dean of 

IIM, Lucknow and then Director General of IMI, Delhi. Then I went back to IIM Kozhikode as Director, for the second 

term. So essentially, I have led five institutions, either as Dean, Director, or Director General and my experience of 

helming institutions for almost a decade and half paid  has rich dividends in my understanding organizations and 
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enriching professional life that combines both highest academic  flavors  of Harvard, MIT and IIMs and organizational 

understanding of my leadership  roles that I held in five main stream  institutions, as I already stated. So all these 

crystalized my professional life.

There is a huge shift in cultural paradigms in the organizations today and almost four to five generations are 

working together. How can HR create a value proposition to bridge the cultural and generation gaps ?

You know this generational thing in an organization is nothing new. You know in fact all that has happened in recent 

years is that  there has been time span shrinkage. So the generation today is of five years not ten years. Because the 

rate of change become much more portent today. Now HR has to look at those values that transcend generational 

issues. Authenticity as a value has cut across generations. I do not think any generation will argue that authenticity is 

not valuable. Hence truth is not valuable. Productivity as generational value is something that cuts across all 

generations. Connectivity has generational value. We have accelerated in this generation but it cuts across all 

generations. So if you look at the values that are more enduring will have to be the starting point of HR as 

interventionist. See HR very rarely looked at the things that don't change. They have always looked at things that 

change. So, 360 degrees, quality movement, DISC Profiles and what have you. And these things have come and gone 

but what has remained there is the essentials, like authenticity, productivity, connectivity, possibility etc. These 

essentials have  remained as timeless values of organizations and the way we access those values is through, may be 

through technology a little bit, more tools. Frame works may have differed and changed but the values have not 

changed. So how does HR bring to the contemporary organizations that which transcends generations is going to be 

the critical answer. What tools they will apply, what  frame work they will apply for them to assess and judge but the 

fundamental thing is that any performance in the organization is a mediation between potential and  productivity. And 

if you look at where potential is getting lost in realizing. These days potential get lost  because they are lot of 

interferences to potential. Technological  and human problems. Technology has made productivity a huge issue.  If I 

am constantly shifting my attention from every ten seconds it stands to reason in I am interrupted  by device 78 times in 

the course a day as Harvard research tells me. Then it is very difficult for me to be doing deep work in anything because 

of my span of attention in interrupted and is shrinking by the years. Then it is impossible for me to engage my attention 

doing a work which is uninterrupted and deep. And so HR has to contend with that and it has to make sure that in the 

economy of attention, human attention which  is the most critical   variable in productivity and leadership is somehow 

structured in a way that  attention has a chance to play out its full spectrum.  I think we have a digitally distracted 

generation that are finding it difficult to comprehend depth of anything. Forget of   what corporate life, your personal 

life is suffering because of that.  I think HR has to look at these four points in world where there is a cognitive  revolution 

literally. We are constantly looking at technology, changing paradigms, disrupting businesses and so how does the 

human  element cope with this changes, rapid changes. So those values that are essential for the greater resilience 

have to be placed. Truth is the value that makes more resilient than going by the flavor of the month. Connectivity are 

values, relationships are values. Building relationship  is a value that makes it possible for to cope with changes in the 

environment. So I think HR has to deal with 'copability' and resilience rather just capability. I think they have to deal with 

very many ways of looking at how to minimize stress in the environment. They have to look at increasing productivity 

by managing interferences. They have to look at connectivity which does not take away from the human element in 

connection. So it is not digital connection, but it is connection at the human level, at the depth of human level, more 

face time the face of digitally dispersed world. So all of these  are fundamentally HR interventions in the space of 

values and I think they have to reinvent what the  core work of HR is. The core work is essentially addressing human 

potential and rescuing that potential from distractions,  that making it difficult  for the potential to  give  performance.

The Management education today is largely influenced  by western management practices, how can Indian 

wisdom and management thoughts  be included in the curriculum? What are the challenges in it? 

See the thing is most of Indian businesses, the structure of India businesses are western, in orientation. It is run by 

western paradigm. The body of the manager may be Indian, the mind may be Indian, but the structure is largely 

western. If you look at how Indian wisdom  and management thoughts to be included in the curriculum and what 

challenges are in the business school context. You have to make whatever India has to offer by way of thoughts or 

wisdom  which is aspirational. Now today the aspiration is largely western world, western thought, western mode of 

looking to organization. But if Indian thought need to be made aspirational you have to look at successes of Indian 

organisations and apply it Indian ideas in running enterprises. For example, Tata is an example, although it has come 

under stress, though they are  prime example how Indian thought  has translated in business success.  You look at 

Shankar Netralaya, you look at Narayana Hridayalana, the heart surgeries that were done at a price performance which 

far more efficient and effective than western. These paradigms that needs to be made attractive to students because 

they must go and see for themselves what India has to offer as value proposition. Now the greatest resistance comes  

that come  in the way is to look at the practicality of some of the wisdom. If in the  real world something else is 

happening  and your wisdom is radically different from what is happening in the real world, then you have transcreate 

not just translate that wisdom that  connects to young managers who are going out there to succeed and work. So I 

can't  quote an example from Ramayana and Mahabharata and say, be like Arjun or be like Yudhishthira.   They would 

find it difficult to connect. So I have to take out the principles that I wrote in the book and I took out nine  elements of the 

hero path based on what was Arjun's life. One is this is clarity the other one focus the third one is how to live for a larger 

cause, Dharma, whatever you call it. So  India's biggest strength is that it is in charge of 1.3 billion people. United India is 

today a  reality, United Europe is a failure. United Europe does not work, United India works. There is mammoth 

contingent size population. One sixth of humanity that is living under one ethos, under one constitution and it is very 

critical for our managers to decode what is right about India what is wrong about India is everybody is talking about 

that. But what is right about India is that despite all the onslaughts from different civilizations and culture, this country  

has withstood  all and has remained resilient in the face of adversities. So what is that magic that  India has, what are 

those transcendental values that make very easy for us to cope with those enormous challenges on our way. I think 

those things need to be articulated. People  have to write more our case studies have to be more embedded  in India 

reality India businesses. We have to show case India  enterprise that are adding extraordinary value. The problem is 

India innovation in  enterprise  is not always visible. There  an 'intel' inside very computer but  one does not understand 

there is an Indian every intel chip as well. One does know not that in Silicone valley, the R&D heads are from Indian 

origin through Indian education. You see innovation is tacit in India. It is not visible in products and in  brands. The 

invisible contribution of Indian people who  make the corporate world go around the world and Indians who have led 

major Corporations brings something  of the India  flavor  to it. I think our students have to know by the research data 

done by researchers and professors as to what  has been India success stories  so far and bring those to the fore of the 

mainstream management literature. I was surprised to know Alexander is a popular name around the world but  very 

few people in the western heard of  Arjuna. So I wrote a book just to see that Arjuna is not less than Alexander except 

that India has not forcefully presented that model, called Arjuna, in a manner that management  students understand. 

So with this book and this previous book called “Timeless Leadership”  I have been  able to bring forth something very 

critical something extra ordinarily valuable about India ethos and its application in management. In a way that I think 

our youngsters get connected with. There is resistance in the formal academic spaces. But I think that resistance is 

slowly breaking and I think as India becomes more confident of itself and India's global foot print increases as  Indian  

cricket conquers  the world and India musicians wins Oscars India leaders like Nadela and Indira Nui start leading, you 

know mammoth organizations, the self-belief  among Indians to propagate their own core values and ideas for global 

stage is evident. We are organizing a globalizing Indian thought conclave in IIM Kozhikode during 16th 18th January, 

2020.  We have two Nobel laureates,  professors from various Universities, we have Governors of States people who 

have made a difference in the all walks of life come together and showcase the global impact Indian thought sand I 

think  events like these, greater deeper research  of Indian ethos and more writings in this field will take Indian thought 

to its legitimate and well-earned respectable place in the comity  of nations. That what I think.

The youth today is able to identify their passions, however, nothing comes easy. How can we train our youth  to 

handle risks, failures and  stress?

You see the youth today has not come from the same piece of resource crunch that the older generations of India 

come through. And so to be able to face scarcity of the kind that  another generation faced to be able to survive against. 

Material  scarcity of all sorts is  something that our youth have not experienced so far. So the only  way to help them 

with greater resilience is to put them in context where they have a challenge. You know the greatest thing that 

happens in leadership is that the leadership is a  function of aspirational  desperation. Now they have aspirations but 

there is a  whole generation of India that performed out of sheer desperation  survival instincts. Now that is not a 

problem in India you now. Basic necessities of food and shelter not a problem for millions of people. They now  have 

aspiration.  However, they need to be challenged with greater aspirations and inadequate material resources so the 

mental resources begin to take over where material resources are not adequate. Now I think they have to be put in 
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enriching professional life that combines both highest academic  flavors  of Harvard, MIT and IIMs and organizational 

understanding of my leadership  roles that I held in five main stream  institutions, as I already stated. So all these 
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that India has not forcefully presented that model, called Arjuna, in a manner that management  students understand. 

So with this book and this previous book called “Timeless Leadership”  I have been  able to bring forth something very 

critical something extra ordinarily valuable about India ethos and its application in management. In a way that I think 

our youngsters get connected with. There is resistance in the formal academic spaces. But I think that resistance is 

slowly breaking and I think as India becomes more confident of itself and India's global foot print increases as  Indian  

cricket conquers  the world and India musicians wins Oscars India leaders like Nadela and Indira Nui start leading, you 

know mammoth organizations, the self-belief  among Indians to propagate their own core values and ideas for global 

stage is evident. We are organizing a globalizing Indian thought conclave in IIM Kozhikode during 16th 18th January, 

2020.  We have two Nobel laureates,  professors from various Universities, we have Governors of States people who 

have made a difference in the all walks of life come together and showcase the global impact Indian thought sand I 

think  events like these, greater deeper research  of Indian ethos and more writings in this field will take Indian thought 

to its legitimate and well-earned respectable place in the comity  of nations. That what I think.

The youth today is able to identify their passions, however, nothing comes easy. How can we train our youth  to 

handle risks, failures and  stress?

You see the youth today has not come from the same piece of resource crunch that the older generations of India 

come through. And so to be able to face scarcity of the kind that  another generation faced to be able to survive against. 

Material  scarcity of all sorts is  something that our youth have not experienced so far. So the only  way to help them 

with greater resilience is to put them in context where they have a challenge. You know the greatest thing that 

happens in leadership is that the leadership is a  function of aspirational  desperation. Now they have aspirations but 

there is a  whole generation of India that performed out of sheer desperation  survival instincts. Now that is not a 

problem in India you now. Basic necessities of food and shelter not a problem for millions of people. They now  have 

aspiration.  However, they need to be challenged with greater aspirations and inadequate material resources so the 

mental resources begin to take over where material resources are not adequate. Now I think they have to be put in 
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challenging situations they have to be encouraged to go in entrepreneurial work and there will be failures and they will 

learn from this failures so they have to put in contexts which challenge their status quo. They have to put in context 

where they make up for lack of  resources with their creativity  with their ingenuity with their imagination and I think 

parents more and  more have to ask or invite or even allow their children take up careers that are not conventional. To 

do things that their passion guides  and they also be responsible for the consequences of their actions. In fact this is 

what is happening in India today. You can see huge expansion of careers options beyond engineering and medicine. 

People doing all kinds of things, film making, law, environment, evangelism, design and you name it and there is huge 

amount of career options and entrepreneurial options, Make in India, start-ups  and so we say that instead of training  

our youth in specific path we should create these mahol, the  context where little more acceptance of 

experimentation, failure and  little more tolerance  of off-beat careers they take  and parenting and school teaching 

school level teaching goes long way which encourages you know creative thinking, lateral thinking, thinking beyond 

the box and knowing how to take risks, well thought out risks, so that people  able to challenge  status quo. That culture 

is slowly coming in Indian society but it is still some way off. I think the education system can accelerate that by 

encouraging students in creative pursuits by looking at non routine non standardized professions to take over and 

somebody may own a own a foot ball club, they may  not have  mechanism help him  but they should at least allow to 

get accesses from institutions globally where he can fulfil a passion or dream and he must be given the assurance that  

there is nothing wrong trying to be an entrepneur  and trying to open a foot ball club of your own or to own  a diagnostic 

clinic that dispenses solutions in very  innovative way. It does'nt matter what they are interested how about the context 

of education and parenting and guidance  and coaching must make it meaningful and worthwhile for them to go for 

these  pursuits.

As a management Guru, what is your message to ISTD and aspiring trainers? 

First and foremost, I do not know if should be referred  as management guru. I am just a personal living out a life to be 

the best of my ability. However if you want to me say something to the is ISTD  aspiring trainers  I would say that my life 

and its humble accomplishments is message enough. I have always broken the mould for myself. See, I was student of 

literature who went into management. I refused to go to medical school because for me that was not my life's 

aspiration. So against parental pressure, peer pressure which was huge, I gave up medical course and took to 

literature, which was my passion, really. And then I went to management  because literature was getting a little too  

straight  jacketed. I came in IIM Kolkata  and then  landed in MIT and  Harvard and became youngest Directors of IIM in 

my early forties and I headed IIM Kozhikode in 2009 and so it was  impossible for me to  imagine that given  so many 

different paradigm shifts. I still ended up being reasonably successful and I realized the reason I became reasonably 

successful was that my aspiration was much greater that the constants that were placed on my growth. My aspiration 

and my dreams were far more powerful than the internal psychological resistance that I had or the external peer 

resistance that I faced and so this is something that I have always cherished and it can be put in a word - small work in 

great world. Now you have to my career excellence the way to lead. You can't  do excellent work all of a sudden but if 

you focus on anything that you do with the entirety of your attention your heart and your soul, then the attention  is  

going to grow and your small work will become great, provided it is done with great love, which another name  for 

attention. So for  me the mantra is be completely involved in every little thing that you do, even if  talking  to your 

security guard or somebody who drives your car you have to  understand  that the car  he drives the music he plays 

should be of his choice not of your because  he is driving the car and the food  that he gets while driving long distance 

should be of his choice and so you have to think from the frame of the other and it is other central universe where there 

is lot of love for the other I think you success is guaranteed. So small work with great love would be my orientation to 

leadership and success if you can call  that as success.

Thanks

Interview with

Saptarishi Roy

Director (HR) at NTPC, 
Formerly President, NHRDN

Kindly share your personal achievements and professional journey so far.

After graduating from Visvesvaraya National Institute of Technology (NIT), Nagpur (erstwhile Visvesvaraya Regional 

College of Engineering, Nagpur) in Electrical Engineering in the year 1980 and went on to join NTPC as 5th Batch 

Engineering Executive Trainee. After the 52-week long training I was posted at Farakka Super Thermal Power Station. 

A very important assignment at Farakka was implementation of UHF wireless link for the first time in NTPC to establish 

communication system between the power plant and township. Amongst various other project execution related 

assignments the engineering professional journey continued for over a decade and then in 1991, one day with the dint 

of serendipity I was selected by the then head of Farakka project to work in the HR department (then it used be 

Personnel and Administration Department). That time I never realised that this is going to be the defining point in my 

professional career. As Manager (IR) in one of the most sensitive projects from trade union activity point of view, 

successfully instilled a culture of bipartisan to promote congenial IR climate at the project The working in HR 

department brought out the hidden people related capability in me and I continued in this function for a substantial 

period of time to reach the position of Executive Director (HR) in the year 2010. In the course of this journey I was 

handpicked by the management to work during the acquisition of stations from the state governments viz. Talcher 

Thermal Power Stations in Odisha and Tanda Thermal Power Station in Uttar Pradesh.

In 1995 during the takeover of Talcher Thermal Power Station my role was that of a “Transition Manager”. In this power 

station to rationalize the manpower VRS scheme for the workmen was introduced, first time in NTPC. The scheme 

resulted in reduction of strength by about 850. The experience of takeover of Talcher Power Station came handy 

during the takeover of Tanda Thermal Power Station, and as a result the turnaround time at Tanda was reduced 

drastically as compared to that at Talcher. Subsequently in 2005 the next acquisition was that of the mothballed assets 

of the erstwhile Dhabol Power Company (promoted by Enron), by the joint venture company of NTPC namely Ratnagiri 

Gas & Power Private Limited (RGPPL). The experience of getting the amalgamation of the employees of erstwhile state 

government owned stations with that of NTPC culture was a unique and once in lifetime experience for me; which I 

think honed by capabilities for the time to come. Also I had been instrumental in the long-term wage settlement with 

unions in 2009.

I took over as Director(Human Resources) in NTPC Limited the largest power generator in India and a Maharatna 

Company with global stature by way of being the #2 Independent Power Producer as per the Platt's ranking of 250 

energy companies-2019, since 1st November 2016. Thus my journey in NTPC is close to four decades of in various 

functions such as Power Plant Erection / Construction, Operation & Maintenance and Human Resources 

Management. My current role entails overall responsibility of Human Resources function in NTPC covering the entire 

lifecycle of the workforce viz. Recruitment, Learning & Development, Talent & Performance Management, Leadership 

Development, Succession Planning, Workforce Planning, Industrial Relations and stakeholder management. I also 

look after key corporate functions such as Corporate Communication, Business Excellence, and Corporate Social 

Responsibility. In addition I am Chairman of three joint venture companies of NTPC i.e. NTPC SAIL Power Company 

Limited (NSPCL) – A 50:50 joint venture of NTPC and SAIL, Meja Urja Nigam Limited (MUNL) – A 50:50 joint venture of 

NTPC and Uttar Pradesh Rajya Vidyut Utpadan Nigam Limited and Aravali Power Company Private Limited – A joint 

venture of NTPC,  Indraprastha Power Generation Company Ltd. and Haryana Power Generation Corporation Limited. I 
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challenging situations they have to be encouraged to go in entrepreneurial work and there will be failures and they will 

learn from this failures so they have to put in contexts which challenge their status quo. They have to put in context 

where they make up for lack of  resources with their creativity  with their ingenuity with their imagination and I think 

parents more and  more have to ask or invite or even allow their children take up careers that are not conventional. To 

do things that their passion guides  and they also be responsible for the consequences of their actions. In fact this is 

what is happening in India today. You can see huge expansion of careers options beyond engineering and medicine. 

People doing all kinds of things, film making, law, environment, evangelism, design and you name it and there is huge 

amount of career options and entrepreneurial options, Make in India, start-ups  and so we say that instead of training  

our youth in specific path we should create these mahol, the  context where little more acceptance of 

experimentation, failure and  little more tolerance  of off-beat careers they take  and parenting and school teaching 

school level teaching goes long way which encourages you know creative thinking, lateral thinking, thinking beyond 

the box and knowing how to take risks, well thought out risks, so that people  able to challenge  status quo. That culture 

is slowly coming in Indian society but it is still some way off. I think the education system can accelerate that by 

encouraging students in creative pursuits by looking at non routine non standardized professions to take over and 

somebody may own a own a foot ball club, they may  not have  mechanism help him  but they should at least allow to 

get accesses from institutions globally where he can fulfil a passion or dream and he must be given the assurance that  

there is nothing wrong trying to be an entrepneur  and trying to open a foot ball club of your own or to own  a diagnostic 

clinic that dispenses solutions in very  innovative way. It does'nt matter what they are interested how about the context 

of education and parenting and guidance  and coaching must make it meaningful and worthwhile for them to go for 

these  pursuits.

As a management Guru, what is your message to ISTD and aspiring trainers? 

First and foremost, I do not know if should be referred  as management guru. I am just a personal living out a life to be 

the best of my ability. However if you want to me say something to the is ISTD  aspiring trainers  I would say that my life 

and its humble accomplishments is message enough. I have always broken the mould for myself. See, I was student of 

literature who went into management. I refused to go to medical school because for me that was not my life's 

aspiration. So against parental pressure, peer pressure which was huge, I gave up medical course and took to 

literature, which was my passion, really. And then I went to management  because literature was getting a little too  

straight  jacketed. I came in IIM Kolkata  and then  landed in MIT and  Harvard and became youngest Directors of IIM in 

my early forties and I headed IIM Kozhikode in 2009 and so it was  impossible for me to  imagine that given  so many 

different paradigm shifts. I still ended up being reasonably successful and I realized the reason I became reasonably 

successful was that my aspiration was much greater that the constants that were placed on my growth. My aspiration 

and my dreams were far more powerful than the internal psychological resistance that I had or the external peer 

resistance that I faced and so this is something that I have always cherished and it can be put in a word - small work in 

great world. Now you have to my career excellence the way to lead. You can't  do excellent work all of a sudden but if 

you focus on anything that you do with the entirety of your attention your heart and your soul, then the attention  is  

going to grow and your small work will become great, provided it is done with great love, which another name  for 

attention. So for  me the mantra is be completely involved in every little thing that you do, even if  talking  to your 

security guard or somebody who drives your car you have to  understand  that the car  he drives the music he plays 

should be of his choice not of your because  he is driving the car and the food  that he gets while driving long distance 

should be of his choice and so you have to think from the frame of the other and it is other central universe where there 

is lot of love for the other I think you success is guaranteed. So small work with great love would be my orientation to 

leadership and success if you can call  that as success.

Thanks
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Saptarishi Roy

Director (HR) at NTPC, 
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Kindly share your personal achievements and professional journey so far.

After graduating from Visvesvaraya National Institute of Technology (NIT), Nagpur (erstwhile Visvesvaraya Regional 

College of Engineering, Nagpur) in Electrical Engineering in the year 1980 and went on to join NTPC as 5th Batch 

Engineering Executive Trainee. After the 52-week long training I was posted at Farakka Super Thermal Power Station. 

A very important assignment at Farakka was implementation of UHF wireless link for the first time in NTPC to establish 

communication system between the power plant and township. Amongst various other project execution related 

assignments the engineering professional journey continued for over a decade and then in 1991, one day with the dint 

of serendipity I was selected by the then head of Farakka project to work in the HR department (then it used be 

Personnel and Administration Department). That time I never realised that this is going to be the defining point in my 

professional career. As Manager (IR) in one of the most sensitive projects from trade union activity point of view, 

successfully instilled a culture of bipartisan to promote congenial IR climate at the project The working in HR 

department brought out the hidden people related capability in me and I continued in this function for a substantial 

period of time to reach the position of Executive Director (HR) in the year 2010. In the course of this journey I was 

handpicked by the management to work during the acquisition of stations from the state governments viz. Talcher 

Thermal Power Stations in Odisha and Tanda Thermal Power Station in Uttar Pradesh.

In 1995 during the takeover of Talcher Thermal Power Station my role was that of a “Transition Manager”. In this power 

station to rationalize the manpower VRS scheme for the workmen was introduced, first time in NTPC. The scheme 

resulted in reduction of strength by about 850. The experience of takeover of Talcher Power Station came handy 

during the takeover of Tanda Thermal Power Station, and as a result the turnaround time at Tanda was reduced 

drastically as compared to that at Talcher. Subsequently in 2005 the next acquisition was that of the mothballed assets 

of the erstwhile Dhabol Power Company (promoted by Enron), by the joint venture company of NTPC namely Ratnagiri 

Gas & Power Private Limited (RGPPL). The experience of getting the amalgamation of the employees of erstwhile state 

government owned stations with that of NTPC culture was a unique and once in lifetime experience for me; which I 

think honed by capabilities for the time to come. Also I had been instrumental in the long-term wage settlement with 

unions in 2009.

I took over as Director(Human Resources) in NTPC Limited the largest power generator in India and a Maharatna 

Company with global stature by way of being the #2 Independent Power Producer as per the Platt's ranking of 250 

energy companies-2019, since 1st November 2016. Thus my journey in NTPC is close to four decades of in various 

functions such as Power Plant Erection / Construction, Operation & Maintenance and Human Resources 

Management. My current role entails overall responsibility of Human Resources function in NTPC covering the entire 

lifecycle of the workforce viz. Recruitment, Learning & Development, Talent & Performance Management, Leadership 

Development, Succession Planning, Workforce Planning, Industrial Relations and stakeholder management. I also 

look after key corporate functions such as Corporate Communication, Business Excellence, and Corporate Social 

Responsibility. In addition I am Chairman of three joint venture companies of NTPC i.e. NTPC SAIL Power Company 

Limited (NSPCL) – A 50:50 joint venture of NTPC and SAIL, Meja Urja Nigam Limited (MUNL) – A 50:50 joint venture of 

NTPC and Uttar Pradesh Rajya Vidyut Utpadan Nigam Limited and Aravali Power Company Private Limited – A joint 
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have been the National President of the National HRD Network (NHRDN) the largest network of HR professionals with 

over 12,500 individual and institutional members for the period 2017-2019, and as past president will be de facto 

member of the Executive Board of NHRDN for the period 2019-2021.

Heading the HR function of a mighty organization like NTPC, what HR challenges you encounter and what 

strategies help to overcome these problems?

NTPC has over 19,000 employees and its business is spread across the length and breadth of the country. The 

challenge before us is to provide equitable learning and competencies enhancement opportunities to all the 

employees irrespective of their place of posting. Since the energy sector is passing through a transition towards 

greater emphasis on the renewable energy; with new business opportunities coming our way. We also face the 

challenge of developing the competencies for new businesses. NTPC's Vision is to be the world's leading Power 

Company, energizing India's growth with a Mission to provide reliable power and related solutions in an economical, 

efficient and environment friendly manner, driven by innovation & agility. Our Core values also emphasize upon 

Innovation & Learning. In line with NTPC Vision, NTPC's HR Vision is to become a family of committed world-class 

professionals making NTPC a Learning organization. 

Competence Building is one of the four building blocks of the HR Strategy to achieve its vision of becoming a Learning 

organization. NTPC subscribes to the belief that efficiency, effectiveness and success of the organization depends 

largely on the skills, abilities and commitment of the employees who constitute the most important asset of the 

organization. NTPC has been promoting continuous up-gradation of competencies of its employees to enable them to 

effectively discharge their present roles and also prepare them to take up higher responsibilities.

In view of transforming itself into a learning organization, NTPC has developed its own comprehensive training 

infrastructure including in-house training programmes, external training programmes, planned interventions, on-line 

certification programmes, higher education programmes, need-based programmes and specified interventions. 

NTPC gives its employees the opportunities of Job Rotation, Multi-skilling, Tenure Postings, Higher Education, etc. 

considering their needs as well as the organizational requirements. NTPC has a well structured training policy that is 

based on organization's philosophy of Employee Development. The objective of the policy is to make learning one of 

the fundamental values of the company and to integrate organizational and individual developmental needs. This is 

reflected from the day an employee joins the organization be it executive or non-executive NTPC has set up a 

comprehensive infrastructure comprising NTPC Power Management Institute (NTPC-PMI) at the apex level, Regional 

Learning Institutes (RLIs) in one of the large project in the regions and Employee Development Centres (EDCs) at 

project / stations. NTPC also sponsors employees to external training facilities in India and abroad.

You have led the HR function with many out of box interventions and have won many national and international 

awards.  Kindly enlighten us on what are these interventions and how have they created a deep impact?

As I mentioned earlier the Learning & Development has been at the core of HR transformation in NTPC. In order to 

provide learning opportunities across NTPC in a location-neutral manner we adopted the blended learning approach. 

Some of the initiatives in this regard are:

Ÿ Harvard Manage Mentor (HMM): On-line certification course HMM through Harvard Business School 

Publishing for developing the managerial / leadership competencies. 

Ÿ GPiLearn Course: For providing technical/hard skill knowledge through e-Learning courses from M/s GP 

Strategies to the executives of Operation & Maintenance department of various sites/projects.

Ÿ E-membership of SHRM: Provided to the HR executives.

Ÿ NTPC E-guru: NTPC in-house e-learning platform through Employee Self Service (ESS) portal.

These programs have encouraging participation from the executives of NTPC. The management monitors the 

progress of the executives in the above programs regularly and the participants are suitably recognized & rewarded. 

For developing the leadership pipeline we have developed an in house program called Young Leaders-10X program. 

This unique program is aimed at fast-tracking the development of outstanding talent in the organisation. Under this 

initiative, high performing and high potential young executives at junior and middle management levels are nominated 

to this innovatively designed program. The objective of this intervention is to expose the cross-functional select 

groups of promising executives working in various areas like Construction, Erection, Operations & Maintenance, 

Commercial, Finance, Contracts, Human Resources, etc., to advanced learning of subjects, tools and techniques that 

are essential for taking critical long-term business decisions. The chosen executives are required to undergo intensive 

training on seven identified discrete themes, staggered over a year. The 10 themes identified by the organization as 

vital requirements for making key decisions and, therefore, having a crucial bearing on the success of business are 

power sector policies & regulations, strategic planning, project finance, corporate finance, cost-benefit analysis, 

analytical tools and advanced modelling. These, it is felt, would enable the budding leaders to appreciate the strategic 

challenges before the company and therefore, contribute more effectively while dealing with larger business issues 

and problems. In each module, the participants undergo intensive pre and post-tests. Participants are required to 

come well prepared in the program and go back to their workplaces after each module, where they share and apply 

the knowledge gained. The trainings are imparted by academics from the country's top rated colleges/institutes and 

highly reputed professionals and consultants, all outstanding in their respective fields because of their rich industrial 

experience coupled with enviable qualifications. As an integral part of this Leader 10 X-module, each member is made 

to work on unique live projects of the company. 

For senior executives a well designed advanced leadership program is conducted. The selection for this program is 

through a rigorous process and Assessment Centres conducted through an independent consultant. The AGM level 

executives undergo an intensive training in IIM-A, B, C and ISB Hyderabad – the course content matching with the 

competency framework of NTPC. 

The executives who are heading business units / functions and departments undergo leadership development 

program in the renowned global business schools such as Harvard Business School, Wharton Business School etc. A 

well designed custom program for NTPC to enable our leaders to achieve corporate agenda and deliver sustained 

growth is conducted at Harvard Business School. The program focuses on the challenges of maintaining high levels of 

performance in an ever-changing business landscape and enables developing cutting-edge strategies, tools and 

techniques to lead with vision and confidence.

In line with the technological development NTPC plans to leverage technology for learning and development. The use 

of Virtual Realty (VR)/ Augmented Reality (AR) and   digital twins of the power equipment is envisaged to be used for 

learning and development. AR / VR technologies will provide the immersive learning experience to our power 

professionals. In addition a comprehensive “Learning Management System” (LMS) using the digital technology is 

being put in place where in the developmental need based guided learning material will be available to the 

employees in real time on a technology platform which they can access anywhere anytime and on any electronic 

device. With inbuilt assessment tests / quizzes the LMS is envisaged to impart certification of competencies.

In addition to these initiatives a number of other initiatives in the area of Recruitment, Talent Management, 

Performance Management, HR services, Employee healthcare, Internal Communication and Management of 

outsourced workers. In all these initiatives the common thread has been the digital technology. All these initiatives are 

going to generate huge piles of digital touch points thus paving the way for data analytics and use of artificial 

intelligence in the future.

The public sector organizations have always led and created benchmark practices in the IR and Labour Law 

practices in India? What challenges you foresee in new economic era on these practices?

Continuous communication with all the stakeholders has been the hallmark of Industrial Relations in NTPC we have 

various fora and platforms for this purpose. NTPC has a very robust employee engagement model encompassing all 

the facets w.r.t work life of an employee. Our Bipartite culture flows at every level of the organization. NBC at corporate 

level or scheduled meetings at Regional/site level helps us immensely in maintaining the harmonious IR. Over a 
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period of time, NTPC has evolved its IR systems and practices and has thoroughly institutionalized them. Collaboration 

and workers participation are the main ingredients of our employee engagement model. Challenge before us is how to 

take along these institutionalized ideas into the new IR paradigm which is far more competitive and yet fair and 

inclusive. Adding to this, demographic shift in workforce is bringing unprecedented opportunities and challenges. 

NTPC has a robust system of outsourcing and managing outsourced workforce. Up till now, NTPC is seen as fair 

Principal Employer adhering to all its compliance and in many areas going beyond statutes for the benefit of 

contractors' workers. We are leveraging technology, for managing contractors' workers and devising ways to hone 

their skills for improving their productivity. In the financial year 2017-18, we have introduced an in house developed 

Contractors' Labour Information Management System (CLIMS) which provides us real time data of contractors' 

workers and related compliance thereof. With this system we have moved from unit controlled system to fully 

centralized system wherein all details regarding a particular contractors' worker can be accessed from any location of 

NTPC. Leveraging the technology, through CLIMS we have started processing payment of contractors' worker by last 

day of month. We are envisaging a skill based ecosystem for such workforce wherein the skills shall be the key drivers 

for unlocking various benefits over and above what is mandated by the labour statutes. Be it safety training or technical 

training, our units are updating themselves in equipping this workforce so as to handle our plant machinery in a safe 

and productive way.

The image of HR in the eyes of business leaders and NON HR functions is not very encouraging. What ways would 

you suggest to break this image and create a niche value proposition for HR?

The onslaught of technology has been such that not only HR but several other functions in the organizations will cease 

to be in their present form. The HR has to reinvent itself and play the role of a business partner. In NTPC we have also 

effected the HR restructuring by creating two Centres of Excellence – one in the area of Strategic HR & Talent 

Management and the other in the area of Employee Relations and Industrial Engineering. 

With the continuous onslaught of technology, cultural shifts are inevitable and getting a data driven mindset is a big 

part of this shift. Worldwide HR has started chasing the HR-technologies particularly the HR analytics dream. The 

evasive connect between business strategy and the people strategy seems to be plausible yet difficult to make as yet. 

To make the inroads in the digital HR – the foremost requirement is the data availability, consistency, accuracy, 

precision and completeness and standardization & unification or integration of data from diverse sources. A new 

paradigm of measurement of the HR effectiveness is the prerequisite of reinventing the HR in the digital world, 

connecting HR value proposition with the business outcome. To have the right talent in the right place the need of 

Strategic Workforce Planning cannot be overemphasised.

These are some of the capabilities which HR executives need to develop to remain effective and relevant and to break 

the typical image of the HR in the eyes of the business leaders.

Being the Gold Medalist from premier Institutions like XLRI and having served great organizations in India and 

abroad, what milestones would you like to remember which might have enriched you or even posed some 

challenges.

I am filled with great sense of gratitude and humility. I have had a very modest upbringing. My mother managed to get 

assistance from charitable institutions to pay for my studies. I gave tuitions to supplement her meager earning. One of 

the first milestone lessons in my life was to accept poverty with dignity …and learn to feel grateful. God has been kind 

and there was lot be grateful about.

Four great organizations that I had the honour to work with -  Unilever, Motorola, Shell and IBM – had one common 

characteristic. Highest level of Integrity and Values. This was of particular significance through out my career. It also 

became a milestone because it shaped my thinking to be fearless in speaking up when values or employees' interest 

was ever under a threat. For an HR person, such Value systems are cornerstone for employee advocacy. It provided 

courage of conviction and ability to adhere to protecting employee interest in true sense of the word.

Fortunately, these organizations were also highly successful in business. That meant growth and that in turn meant HR 

participating to build the organization as a business partner and not merely as a support function. The experience of 

building, or better still, running a business is invaluable for any HR professional. It not only builds their credibility but 

also provides them true perspective of how HR can contribute to growing business through people related solutions. I 

feel HR professionals would benefit considerably if they spent few years in line function rather than remain rooted in 

HR alone.

Having lived and worked in multiple countries provided a unique insight into the cultural diversity and accepting 

differences with respect and without judgment. When I went to Kenya for an assignment with Unilever, I discovered 

that social norms and even interaction within the organization were so distinctively  different as compared to those 

back home. Accepting them without any value judgment was a major milestone in my career. It not only brought me 

acceptance but also made me actually enjoy the diverse experience. Living in Malaysia and Asia Pacific countries was 

a different experience altogether but the principle of accepting and respecting local customs and mores proved to be 

as effective. 

Along with growth I also saw the downside of adverse business cycle. It is not enough to be effective HR when the 

business is growing. The true test of HR surfaces when the business is going through a rough patch. This is the time 

when HR professionals need to show true grit and firm commitment to employee advocacy. I was particularly 

fortunate to be at the helm of HR when the Motorola business went through challenges of closing down plants and 

reducing headcount. Without being immodest, I feel proud that my team and I stood up to various pressures, yet 

protected the interest of employees. It is not that we did not effectively reduce numbers or closed plants – we did. But 

simultaneously, we protected the interest of the employees in ensuring they were not only treated fairly but also with 

dignity. We even managed to convince the organization to pay for their reskilling and rehabilitation through out-

placement. Briefly, when HR stands by the people, especially during challenging time, they earn trust and respect. A 

milestone lesson for me.

Interview with

Dr. Aquil Busrai

CEO, Aquil Busrai Consulting
Formerly President, NHRDN
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When one is fortunate enough to work in a high performing work culture, one gets the opportunity to rub shoulders 

with really bright co-workers. It is natural to imbibe some of their traits. This propels one to develop a habit of continual 

learning. Over a time learning becomes addictive and the constant hunger for knowledge and the accompanying 

curiosity makes learning a truly enjoyable pursuit. It does not matter from whom one is learning – even from a younger 

person or junior in hierarchy. It is the acquisition of knowledge that matters, not the source. In this context, I was 

fortunate to identify high quality reverse mentors who not only imparted me knowledge of the latest but also aroused 

in me a child like curiosity to keep learning.

Another important milestone for me was to develop a team of highly committed and enthusiastic professionals. It is 

not that all of them were experienced – that did not deter me to allocate difficult tasks even to younger members of the 

team, if I felt that they would be able to rise to the challenge. Trusting my so called gut feel and more importantly, 

trusting the inner drive of some of the team members resulted in relatively less experienced, but committed, team 

members deliver brilliant results. 

Diversity in Team – gender, age, viewpoint and expertise - I realized was the key to success. This caused animated,  

also frequent, debates in the team but the decisions were near unanimous. With a strong buy-in, execution of 

decisions taken was flawless. When a team is engaged and involved and feels a sense of empowerment, they deliver 

amazing results.

Overall, I have been fortunate and blessed to have been associated with some of the finest organization and even finer 

people in my life. Good enough reasons to be eternally grateful.

Many senior HR professionals, including you, are trying to create a national charter in unifying HR bodies. How can 

this become a reality and what benefits the fraternity might have from such united forum?

 

HR professionals, fortunately, are well networked and there is considerable connectivity amongst them. Some 

prominent bodies like NIPM, NHRDN and ISTD have served their members' cause admirably. Even associations like CII, 

FICCI and ASSOCHAM have paid focused attention to HR matters and made significant contribution.

Why are these organizations successful? In the first place, they provide a platform to members to express their views 

and share their perspective. These bodies are also a source of understanding best-in-class practices. Some of these 

bodies are also consulted by the Government prior to any major change in legislation or introduction of new legislation.

One phenomenon, however, is that these bodies are far too independent in their thinking and approach to pursue any 

common agenda. A concerted effort to pursue a common goal of mutual benefit has eluded these HR institutions. 

While the effectiveness of any of these institutions is not diluted, the benefits that accrue out of close collaboration are 

certainly squandered away. 

One of the main reasons for this manifestation is that each of these institutions – here I am referring to HR national 

bodies like NIPM, NHRDN and ISTD – is heavily influenced by its leadership. They do not have a firm organizational 

agenda or a road map. Instead they follow the priority set by the leadership. In principle, the approach taken by these 

institutions is to pursue what it considers is of priority. If it is so, then why attempt to bring any form of connectivity 

amongst them?  The answer lies in tremendous potential of combining initiatives and activities so as to leverage each 

other's strength and consequently upgrade the quality of HR knowledge and practices. 

It is not necessary – or even possible – for these organizations to merge. When two HR bodies – National Institute of 

Labour Management (NILM) and Indian Institute of Personnel Management (IIPM) agreed to a merger in March 1980 to 

form the National Institute of Personnel Management (NIPM), they created history within the HR fraternity. Today we 

can very easily increase the quality of interaction amongst the three bodies, decide on common activities, and work 

collaboratively on pre-agreed common agenda. Member's profile is compatible so is the purpose of their existence. 

Closer collaboration is both desirable and possible. 

In my opinion, a start can be made by either organizing a common event with resource person drawn, on merit, from 

the three institutions or launch a common initiative – say HR Competencies model – and fine tuning it as per industry 

requirement.

Whatever the method- it is important to leverage the intrinsic value of collaboration and mutual dependency amongst 

the three national bodies. That the leadership in these bodies changes somewhat rapidly without guarantee of any 

continuity could be a challenge. Not insurmountable though.

How has Industrial Relations evolved over three decades and what impact has it had on HR profession?

Almost the entire decade beginning with 1970, marked the emergence of Industrial Relations as the main focus for, the 

then Personnel Management fraternity. Industrial disputes and industrial unrest peaked during the period. Leaders like 

Datta Samant, George Fernandes, Jyoti Basu, BT Ranadive and many others brought the industry to halt. The infamous 

Railway Strike and Textile Industry agitation in West and the Jute Mills quandary in East saw the rise of militant trade 

unionism. 

Amidst all this gloom and doom, there arose an opportunity for the entire generation of HR professionals who had 

entered the profession during this period – the opportunity came in the form of learning the basics of Human Relations 

and true meaning of managing people. Truly handling Industrial Relations became a form of education, which shaped 

the skill and knowledge of HR practitioners at that time. Later in their career, this learning stood by them as a cutting 

edge. 

Times, however, changed quickly. With the entry of IT industry and later with the presence of global organizations 

making investment as a sequel to liberalization –IR lost its prime position almost abruptly and industry focus shifted to 

employee engagement, development and employment opportunities. This was a blessing for industry but the HR 

profession, had lost a unique platform for grooming its young entrants. Careers in IR were looked down upon. 

Organizations too downplayed importance of IR and in a few years the poor quality of people who were assigned IR 

roles, itself made that aspect of HR function die a slow death.

If its sounds like I am lamenting the demise of IR – I want to reiterate that this perception is not far from the truth. 

IR was perceived to be handling disputes and disagreements but beneath its veneer lay a treasure of learning OD, 

human behavior, building relationships and trust, handling uncertainty and ambiguity, dealing with hostile support 

system and environment. All of these qualities were to become hallmark of successful HR practitioners in later years. 

Those who had foundation of working in IR were more successful, commanded higher respect and were more 

effective decision makers. What looked like a curse turned out to be a boon. 

The new generation of HR professionals was swayed by the glamour of OD, Competency Mapping, and Employee 

Satisfaction Score etc. All these were certainly more esoteric than plain old Industrial Relations. The downside of this 

preference shift was that many HR professionals lost touch with hidden vulnerabilities, got carried away with HR 

processes – often borrowed from other organizations – and failed to understand the true pulse of their own workforce. 

Advent of technology also became a contributor to this alienation process. 

What were these hidden vulnerabilities, if any?  Employee disgruntlement or differences had not entirely disappeared 

just because they were not visible any more through demonstrations and disputes. They simmered beneath the 

surface and showed up in unforeseen manner and time.  Disengaged workforce, non-alignment of personal goals with 

the organization, high expectations of quick gratification, disillusionment with work content all became rampant. One 

may say that all these were also present during the days when IR was at its zenith. True – but the significant difference 

was that IR provided a continual process to gauge employee temperament and addressing the same also was part of 

the process. 

Another misplaced notion emerged – that unionization was restricted amongst the less educated and amongst those 
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in lower social rungs – the so-called Blue Collared workforce. And those who are educated and coming from upper 

strata of society did not need Unions for addressing their grievances. Thus white collared workforce was considered to 

be less vulnerable to form unions or raise any IR issues. This perspective has made HR fraternity miss out on preparing 

itself for an inevitable emergence of White Collared Unions. In past decade, I have spoken somewhat strongly about 

the possibility of White Collard unions and often been termed an 'alarmist'. I am convinced that white collared 

workforce getting organized to press for their demand is a crisis waiting to happen. That many HR professionals are 

adopting Ostrich-head-in-sand approach, I feel will be their Achilles' heel.

Industrial Relations had been a great source for genuine learning about human relations and communication. That it is 

relegated to an insignificant function is a sad reflection of our inability to value what is important.

You are known for your passion for Learning and Training. What trends are you seeing in this field over past four 

decades?

I have been fortunate to work in almost all aspects of HR, both strategic and operations. But amongst all, Training and 

Development has been my favourite. It goes back to the time when I was completing my graduation – I held that secret 

dream of becoming a teacher – that too a Geography teacher. I enquired about and almost applied for a B.Ed 

programme in St Xavier's College in Calcutta, simultaneously appearing for entrance to IIM C and XLRI. If I had not got 

into MBA programme, I was ready with my plan to pursue a career in teaching. The passion for teaching never left me – 

thankfully.

Training Function in the seventies was akin to a school curricular. Fixed subjects, pre determined, delivered to a 

schedule and learning – or rather recalling – measured periodically. Industry equivalent was the Training Need 

Analysis leading to a Menu of the training programmes offered during the year, most often with no change from the 

previous year and with designated faculty who had delivered same content over several years. Number of participants 

multiplied by number of days resulted in Training Man days and that became a yardstick to measure Training Function. 

Participants' feedback was more focused on facilities provided and the quality of delivery by resource person. 

Occasionally, a new programme was added but mostly of a generic nature, like Negotiation Skill or Presentation Skill 

or Finance for Non-Finance. Full or near-full classroom and end-of-programme Feedback was the method to 

measure training function – not its effectiveness.

With IT and IT related industry making quick entry, training function woke up to new reality of providing skill training. 

Unfamiliar ground for many Training professionals. Thus it was easy for them to contract the entire process to third 

party vendors – from designing to delivering the content. These vendors developed off-the-shelf training modules 

which met some requirement of the client but a far cry from customized offering.

Liberalization brought in host of multi national organizations. Almost all of them had robust training function and it was 

convenient and also cost effective for these organization to either send their employees in India to these training 

programmes or bring the training programmes to India to be delivered as-it-is. Very little customization. This phase 

lasted for quite a long period in the Indian scenario.

Then almost suddenly, Learning became a priority for many organizations. It was not enough to teach generic subject 

but specific modules that had meaning for individual and one that was connected with the employees' role and 

delivery. The age of customized training had arrived.

As rapidly, organisations learnt that, to be beacon for high quality talent, they need to offer growth through learning. 

The genre of talent pool entering the industry – the Millennial – turned out to be highly discerning customers. They did 

not rely only on training programmes offered by the organization but were open to pursue on-line training courses. 

Getting right knowledge and value for the time spent on Learning became the focus and not mere attendance to 

training programmes. 

This Millennial generation of employees shunned the idea of organization deciding which training programmes the 

employee should attend. Instead, they sought to decide what training input they needed and expected the 

organization to merely provide what was asked for. Many seasoned training professionals found it difficult to adapt to 

the new expectation and made way for external service providers who were able to deliver. A whole new tribe of 

training experts mushroomed rapidly.

Simultaneously, technological advances started making its own impact on learning methodology. It became 

irrelevant to go to a Training Programme – Training started reaching employees where they were. Bite size training 

capsules made Any-Time-Any-Place training a reality. A long journey from “Training Calendar and Training Centre” 

days to “Learn from Smart Phone days”

The evolution accelerated its pace in last decade and people became comfortable with non-human interface in 

Learning. It was but natural for Virtual Reality and Augmented Reality to get acknowledged as effective form of 

learning.

While all these technology related changes were making strides, there was this generation of employees in forties or 

fifties who were caught in a time warp. They were accustomed to classroom and Guru-Shishya mode. And that had 

suddenly evaporated. Many succumbed and forsook new learning and knowledge merely because of unfamiliarity 

with the method of learning. Some managed to adapt but the real credit goes to those – albeit not very large number – 

who transformed themselves and got immersed with the new route to acquire knowledge and succeeded in enjoying 

the learning experience.

Learning and learning platform will further evolve, may be with accelerated pace. Successful professionals in 

Learning and Development domain will be one who will Adapt and Adopt with changing times and technological 

advancement coupled with changing business challenges.

More excitement lies in the Future than what the Past had offered.
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Kindly share your professional journey so far and also share what prompted you to take HR as career?

The journey began with thinking sales was synonymous with marketing and since I didn't want to sell externally, I felt 

the next closest option was to have internal customers at least I won't have to roam in the sun. Little did I know how 

much I would need to roam cabin to cabin. Got to HR by default and as I starting feeling a sense of belonging to the 

profession I started justifying to the world - HR has immense potential and there are very few talented people, so 

thought of doing some good work and leaving my mark. The journey has been super exciting from the friendly kid next 

door who had a crazy passion for helping people to someone who knows his subject, connects with empathy and 

leaves a mark.

What are the challenges of multi generational work forces working together specifically in India and generally 

worldwide? Is HR prepared to sail through these challenges? If Yes, How? And if not why and what can be done?

Multi-generational workforce working together doesn't pose a challenge per se. However, there are perceptions that 

each generation has about the other and these have to be dealt with sensitivity and sensibility. In my opinion, 

competent HR professionals are the best to recognize and handle these. Any abnormal behavior ranging from a slight 

bias to extreme abrasion of egos are first spotted by them. All that an HR person has to do is to is handle each behavior 

with utmost care and convey a clear message of inclusivity.

A fresh graduate today is fascinated by fancies of being an executive, however a hardcore HR has to be on shop 

floor! How can you connect these young HR to realities of HR?

Whether HR freshers start in the corporate office or shop floor, there is no dearth of exposure to varied behaviors. HR 

starters are expected to immerse themselves in handling people and emotions with empathy rather than gravitating 

towards becoming mere paper pushers.

According to a survey done by me for a research, The image of HR in the eyes of other Management functions is not 

so positive and even the image within HR fraternity for self is very diverse- from event management to 

sermonizing p! What can be done by senior HR executives to break this and carve a niche as one of the basic 

functions of success?

One cannot expect the image of HR to be positive in the eyes of the business leaders if we dont do what we are 

expected to do. You have made a interesting comment that we ourselves think that we are event managers and 

preachers. If we firmly believe this is harming us, we dont have to look outside for help. We don't even have to look up 

to senior HR executives to build credibility for us. We have to practice being intuitive and proactive. Become solution 

providers instead of policing irrationally. This is for building credibility in the eyes of the people. For business leaders to 

trust us, we need to demonstrate clear understanding of the business and play the role of an advisor.

Interview with

Sahil Nayar

Sr. Associate Director – HR
KPMG

The professional network in space of HR needs to be built to collaborate however the professional networks are 

competing and they work in water tight compartments! What can be done to unite these professional bodies and 

how can they leverage on wide network?

This is a very interesting question and I am not sure if I am the right person to comment. However, I can tell you what I do 

to break silos and cross connect. I am a part of multiple networking groups but I view each one of them without any 

undue loyalty or lack of it. Any invitation from a group is dealt with in a non judgemental fashion and I contribute my 

best whenever asked for. If all members of the HR fraternity start doing this, silos will automatically disappear. On a 

separate note, different groups have got formed with varied focus areas. In which case they are not really competing, 

they are collaborating. Then it is well and wisely put.
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phenomenon like career, including how they felt, what 

were their emotions, how they enjoyed or regretted a 

particular move they made, how they were driven etc. 

while experiencing their career.

Literature Review: Summary Note

An overall review of the literature over last six to seven 

decades presents an emerging script of the career. In 

1950s' career was considered as a stage wise process, 

with positions as a benchmarks of understanding career 

progression in ones' life. In 1970s' with Schein's study, the 

concept of internal career and external career was 

defined in terms of Anchors. The focus of understanding 

career evolved into Self concept than just a set of tasks 

and vocations. In 1990s', which is generally considered 

as a milestone in the economic liberation in most parts 

of the world, the concept of career moved beyond a 

single organization. With the emergence of concept of 

Boundryless careers, career was considered more 'free 

wil l ',  individual driven, and not l imited to an 

organ izat ion's  's tage'.  Th is  idea was fur ther 

strengthened in the first decade of 21st century where 

the experience of career was defined in terms of life 

experiences and not just work experiences. Protean 

careers started becoming a common phenomenon, in 

which the individual became the primary driver of 

his/her career in a more holistic fashion. 

Path to the discovery: Research Methodology

This study is expected to strengthen this perspective of 

'individual at the center of career' by focusing on how 

these participants live and experience their careers.

The purpose of phenomenological research, according 

to van Manen (1984), is “to construct a possible 

interpretation of the nature of a certain human 

experience” Phenomenological work does not attempt 

to prescribe, to generalize, to predict, or to explain. 

Rather, it seeks to answer questions like “What is this 

phenomenon like?” and “What is the lived experience of 

this phenomenon?” 

I interviewed thirty-two respondents who voluntarily 

participated in this research. Each interview was 

transcribed and then these narratives were analyzed to 

identify themes and sub themes. These sub themes 

were further coded to recognize patterns and 

uniqueness across these descriptions of the career 

journeys.

Hence, constant attention was on listening to the 

description of these experiences to capture the implicit 

meaning of their experiences, than jumping to any 

conclusion or applying any assumptions and 

presumptions to what they were saying. This helped in 

living the spirit of Phenomenological paradigm 

captured by the slogan 'Back to the things themselves!' 

(Husserl, 1970a, p. 252 ). 

The participants in this research came from Information 

Technology organizations in India. Represented by both 

the genders, they were all full time employees, currently 

serving in technical or managerial roles in these 

organizations. They came from both, IT services, as well 

as product based organizations, having 5+ years 

experience in IT companies. The typical roles they were 

playing at the time of their participation in this research 

included Technical Architects, Leads, Project Managers, 

Product Managers, Customer Support Managers and 

Technology Specialists. 

Data Collection

This study depended on col lect ing detai led 

descriptions of experiences that respondents have had 

of their career. The data had to be detailed in content 

and rich in terms of reflection and insights. From my own 

experience, I was aware that career is intertwined with 

various other aspects of life and is not an isolated 

experience. Hence, I chose to go with unstructured in-

depth interview as a data collection tool.

During the in-depth interviews, the participant 

reflectively recalled their experience with prompting to 

bring to light the meaning of the experience. Each 

participant has a unique meaning of the lived 

experience of the phenomenon which was gathered in 

order to come to understand the phenomenon.

Data Analysis

Data analysis is guided by an attitude of openness and a 

willingness to dwell in the data, consistent with the 

approach taken towards data collection. The focus 

remains the participant's attempt to make sense of their 

experience and the analysis progresses from the 

particular to the shared and from the descriptive to the 

interpretative (Smith, Flowers and Larkin, 2009.

Research Findings

Essence of essence: Patterns emerging from the data

Introduction

In the modern times, career has become an integral part 

of many people's lives. Conversations on career 

decisions, career choices and dilemmas have become a 

way of life in most households. Parents, teachers, elders 

in the family, friends, colleagues at workplaces and 

members of society in general are often found engaging 

in discussions around the theme of career in some way 

or the other. Careers' have personal and social 

meanings. A career lived is a life lived. Often, we find that 

career plans are embedded in life plans and vice versa.

Phenomenon of interest

Career seems like stage performance. While it is 

unfolding the script, with many watching it from outside 

in the audience, the performer(s) is also living that 

experience of performing in the character. I embarked 

on this study to understand in a systematic manner how 

this phenomenon of career unfolds for others around 

me and what sense do they make of the experiences 

they have while living their career. 

I thought that the phenomenon of career deserves 

greater attention of researchers, not just as a 

professional experience but also as a social and 

emotional experience. 

Sector of interest: Information Technology (IT)

I found that the Information Technology sector 

(excluding Information Technology Enabled Services-

ITES) was an interesting sector to consider for this study. 

Given my own experience of about a decade in this 

sector, it continued to puzzle me. The sector is also 

people intensive and makes a significant contribution of 

9.5% of GDP of the country. 

The workforce is heterogeneous in many ways – 

educational background, social and economic status 

and experience levels at the time of entry into this field. I 

also find that this sector has also attracted people with 

varied skills and experience from other sectors like 

manufacturing, banking, insurance, aviation etc. This 

Career Establishment Process Of Professionals In 
Indian IT Industry: A Phenomenological Study

- Dr. Vishwanath Joshi
vishwanathJ@hexaware.com

diversity has a huge impact on how their careers grow 

and develop in IT.

This sector is seen to be constantly evolving, with new 

technologies, work domains, processes and so on, 

providing variety of opportunities to the people working 

in this sector. Constant focus on latest tools and 

technologies provide fast paced careers to those who 

work in this sector. 

With three generations working together in any large IT 

organization in India, the diversity and generational gaps 

in work styles and values have its own impact on how 

people work together, grow and develop their careers. 

Predictions about this industry, like flattening of 

organizational structures, automation of routine jobs by 

introduction of BOTS, emphasis on concepts like Big 

Data and Robotics, flexible working norms, etc. are all 

set to transform this industry by 2025. This also makes a 

case for how people view their own growth and 

development and how do they see their career shaping 

up to prepare for that future. The color and shape of 

career management processes in organizations is also 

likely to undergo dramatic transformation due to these 

economic, technological and social changes affecting 

the IT sector in India.

Research Approach

The research approach is based on the paradigm of 

Interpretivism. It is qualitative research focusing on 

understanding the meaning given by the respondents 

to their experiences of career. It aims to uncover the 

person inside and hence uses Phenomenology as a 

research methodology. In-depth interview is the source 

of data collection and analysis is based on constant 

comparison and follows an inductive approach. 

In this study, I am mainly concerned with meaning (e.g., 

how individuals make sense of the world, how they 

experience events, what meaning they attribute to 

phenomena) and with the quality of experience, rather 

than causal relationships. This approach also provides 

for collecting deeper human experiences in a 
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depth interview as a data collection tool.
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bring to light the meaning of the experience. Each 
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experience of the phenomenon which was gathered in 
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Data analysis is guided by an attitude of openness and a 

willingness to dwell in the data, consistent with the 

approach taken towards data collection. The focus 

remains the participant's attempt to make sense of their 

experience and the analysis progresses from the 

particular to the shared and from the descriptive to the 

interpretative (Smith, Flowers and Larkin, 2009.
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providing variety of opportunities to the people working 

in this sector. Constant focus on latest tools and 

technologies provide fast paced careers to those who 

work in this sector. 

With three generations working together in any large IT 
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organizational structures, automation of routine jobs by 

introduction of BOTS, emphasis on concepts like Big 

Data and Robotics, flexible working norms, etc. are all 

set to transform this industry by 2025. This also makes a 

case for how people view their own growth and 

development and how do they see their career shaping 

up to prepare for that future. The color and shape of 

career management processes in organizations is also 

likely to undergo dramatic transformation due to these 

economic, technological and social changes affecting 
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understanding the meaning given by the respondents 

to their experiences of career. It aims to uncover the 

person inside and hence uses Phenomenology as a 

research methodology. In-depth interview is the source 

of data collection and analysis is based on constant 

comparison and follows an inductive approach. 
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how individuals make sense of the world, how they 

experience events, what meaning they attribute to 

phenomena) and with the quality of experience, rather 

than causal relationships. This approach also provides 
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with the uncertainty and variety that their context posed. 

There are two different elements to this theme – the 

decisions made and the process of making those 

decisions.

Respondents shared about a variety of decisions they 

had to make and described how they made these 

decisions. A close analysis of this theme also highlights 

the thought process, emotional realities, context drivers, 

personality and values driving this decision making. The 

variety of decisions made by the respondents in their 

career are sub themed as follows:

A detailed analysis of this theme reveals that 

respondents decided to join or leave an organization 

during their career for a variety of reasons. They also 

believed that these movements were significant, for 

different reasons, as apart of their overall career journey. 

The process of decision making was not only rational but 

in many cases emotional. These decisions were marked 

by emotions like anxiety and fear and on the other hand, 

they was rationality and informed choices.

Theme-2: Career Influencers

Their career was replete with a variety of influencers and 

how they affected their career experiences at various 

points in time, some of them were about their 

fundamental paradigms which transformed their way of 

life. 

Different people influenced their career in different way 

and at different point in time. Such people had a deep 

impact on their self belief, morale and a sense of being 

taken care of. 

Some respondents experienced a different kind of 

influence in their career, which was not necessarily 

through a person but yet important from the 

respondent's view point. These factors changed they 

way they looked at themselves, their life and their 

careers, including their work, dramatically. In some 

cases, it changed the direction of their life and careers 

significantly.

Theme-3: Career Challenges

Career experiences have not been a bed of roses, it 

appears that there are variety of challenges, some 

personal and some professional, which made up their 

career so far. These were in form of difficulties, barriers, 

road blocks they faced during their day to day activities 

Career and family life seem to be intertwined. 

Experiences reveal variety of connections and mutual 

influences between the family and career situations. 

Certain decisions and actions were actually driven by 

family considerations in the careers of these 

respondents. These included being with family meant 

sacrificing the onsite opportunities, better quality of life 

for his family, being closer home rather than accepting a 

higher paying job elsewhere etc.

Theme-6: Needs and Drives

Career experiences were all about realizing their needs, 

drives and motivations. The high points gave them a 

sense of achievement in their career, which they 

consider as an important part of their career 

experiences. Various need included need for trust, 

security, respect, visibility, make a contribution etc.

High points and achievements: These were specifically 

described in form of events or happenings in their career 

w h i c h  t h ey c o n s i d e re d  a s  h i g h  p o i n t s  a n d 

achievements. Some of them were unique to particular 

situations, and some connected directly to what 

motivated them as individuals and as professionals. 

These included association with a prestigious client, 

doing something 'different', end to end association on a 

project, being a part of the 'firsts' in the organization etc.

Bridges between themes

There are interesting interconnections emerging from 

this data. These interconnections demonstrate how 

or even decision making process in their careers. These 

challenges tested their resilience in their career and 

enabled them to learn and grow 'up'. Some of these 

challenges also tested their own conviction in what they 

were doing and made up an important segment of their 

career as a phenomenon.

Theme-4: Self Assessment

Career experiences enabled them to discover 

themselves in a variety of ways, including their 

strengths, values, weaknesses, preferences. Their 

career experiences also became opportunities for the 

respondents to arrive at their own evaluation and 

judgments about their own values and value systems, 

needs, personality etc. 

Theme-5: Career and Family

Here are some patterns I notice based on the data 

emerging from their interviews:

i. Young and Old: Most of the younger participants, 

age bracket 25-35 years, inevitably talked about 

money as  they switched jobs ,  ro les  and 

organ izat ions .  Money seemed important 

determinant in their decision making. The more 

senior respondents, age bracket 35-45 years 

pointed to aspects like 'doing something different', 

alignment with their values, balancing work life and 

making a contribution to something larger than their 

own needs and motive. 

ii. Small Town Boys/Girls: Respondents who came 

from small towns and modest family backgrounds 

to make a career in IT had a different attitude 

towards their jobs, organizations and their 

experiences in their career. Some talked about their 

sense of gratitude towards organizations and 

people who gave them opportunities to learn and 

grow in their career and some referred to the 

learnings they had when they made the transition to 

bigger cities for work. 

iii. Men and Women: Women respondents made a 

more detailed and deeper reference to family and 

the related context as impacting their career 

significantly. They narrated several instances in their 

career where they had to tilt the balance towards 

family than men did in their interviews.

iv. Techies and Managers: Respondents who moved 

into managerial roles experienced different kind of 

challenges in their career than those who stayed in 

technical or customer service roles. The challenges 

of those who moved into manager role shared more 

a b o u t  t h e i r  p e o p l e  m a n a g e m e n t ,  t e a m 

management, behavioral challenges than technical 

or project management challenges. 

v. Engineers and Non Engineers: It is noticed that 

engineers had a better start to their IT career than 

non engineers. Non engineers experienced greater 

trouble starting off their career in terms of 

immediacy of start  af ter thei r qual i fy ing 

examination, kind of organizations they started with 

and the roles they got at the beginning. It appears 

that they had difficulty proving their technical 

capabilities.

vi. Old timers and newcomers: Amongst the old 

timers who joined the IT sector in India around early 

90s' were able to share a lot of perspectives on the 

evolution of sector. They had unique insights and 

experiences which eventually shaped their career 

decisions, including their own expectations from 

the sector and their careers. Those experiences 

made them stronger and perhaps more resilient 

too.

Themes, Sub themes and Codes

Career stories of these respondents revealed a 

concoction of various themes. These themes comprise 

the overall description of their career as an experience. 

Six different themes, which could be further understood 

as INTERNAL (to the respondents) AND EXTERNAL (to 

the respondents), emerge in this study based on the 

experiences shared by them. 

Three themes – Decision Making, Career Influencers 

and Career Challenges are about what is happening 

outside the person. They are about the external 

environmental aspects like organization, people, 

projects, customers, technology trends etc. These are 

outside the person but form an integral part of the 

respondent's experience of the phenomenon. These 

themes also denote how they have influenced the 

respondent's inner being and have had an influence on 

the overall meaning the respondent gives to his / her 

career phenomenon. 

The next three themes – Self Assessment, Career & 

Family and Needs & Drives, are internal to the 

respondents. These themes represent what is going on 

inside the person, and how is the person experiencing 

the phenomenon through aspects like feelings, beliefs, 

values, attitudes, personality etc. These internal aspects 

also drive a certain response and shape the behavior of 

the respondents while living their career. 

These six themes are further categorized based on their 

description of career events and experiences and the 

meaning attributed to these events by the respondents. 

The Individual is at the center of this study. 

Theme-1: Decision Making

Career experiences comprise of various decisions and 

factors which influence those decisions. Some 

respondents also articulated those as luck or chance 

too. They also developed coping mechanisms to deal 
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with the uncertainty and variety that their context posed. 
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personality and values driving this decision making. The 

variety of decisions made by the respondents in their 

career are sub themed as follows:

A detailed analysis of this theme reveals that 
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believed that these movements were significant, for 

different reasons, as apart of their overall career journey. 

The process of decision making was not only rational but 

in many cases emotional. These decisions were marked 

by emotions like anxiety and fear and on the other hand, 

they was rationality and informed choices.
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how they affected their career experiences at various 

points in time, some of them were about their 

fundamental paradigms which transformed their way of 
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and at different point in time. Such people had a deep 

impact on their self belief, morale and a sense of being 

taken care of. 

Some respondents experienced a different kind of 
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through a person but yet important from the 
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influences between the family and career situations. 

Certain decisions and actions were actually driven by 
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for his family, being closer home rather than accepting a 

higher paying job elsewhere etc.
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sense of achievement in their career, which they 

consider as an important part of their career 

experiences. Various need included need for trust, 

security, respect, visibility, make a contribution etc.

High points and achievements: These were specifically 

described in form of events or happenings in their career 
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doing something 'different', end to end association on a 

project, being a part of the 'firsts' in the organization etc.
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this data. These interconnections demonstrate how 

or even decision making process in their careers. These 
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enabled them to learn and grow 'up'. Some of these 

challenges also tested their own conviction in what they 

were doing and made up an important segment of their 
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themselves in a variety of ways, including their 
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career experiences also became opportunities for the 

respondents to arrive at their own evaluation and 
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management, behavioral challenges than technical 
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decisions, including their own expectations from 
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the overall description of their career as an experience. 

Six different themes, which could be further understood 

as INTERNAL (to the respondents) AND EXTERNAL (to 
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outside the person. They are about the external 
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themes also denote how they have influenced the 

respondent's inner being and have had an influence on 
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respondents. These themes represent what is going on 

inside the person, and how is the person experiencing 

the phenomenon through aspects like feelings, beliefs, 
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also drive a certain response and shape the behavior of 

the respondents while living their career. 

These six themes are further categorized based on their 

description of career events and experiences and the 

meaning attributed to these events by the respondents. 

The Individual is at the center of this study. 

Theme-1: Decision Making

Career experiences comprise of various decisions and 

factors which influence those decisions. Some 

respondents also articulated those as luck or chance 

too. They also developed coping mechanisms to deal 
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journey, I feel that while these dynamics of the industry 

are here to stay, career in this sector requires careful 

thinking, along with internal strength and resilience on 

the career seeker's part. If organizations in this sector 

have to be magnets for attracting and retaining talent, 

they need to have the right nurturing, humane culture, to 

enable their employees to build their long term careers 

and give their personal best. This also means having 

appropriate policy frameworks as well as creating an 

environment of autonomy, freedom and collaborative 

spirit between the employees and management in 

running the organization. This is where the realistic goal 

setting, definition of career paths, and work life balance 

would come from. Managers will have to work with their 

employees to ensure a proactive approach towards 

defining career paths, in alignment with both, the 

organizational needs and the employee interests, for 

more satisfying careers to emerge. Senior Leaders will 

have to work towards giving a sense of meaning and 

significance to the work that employees do if they need 

to get long term commitment and sustained results. 

Career would have to be understood by all as a life 

phenomenon, not just a set of professional work 

choices. Hence a holistic approach to choosing, 

building, sustaining and supporting careers is going to 

be the future of careers as a phenomenon.

Career as a stage? Coming back and going further

Career establishment is going to be like an illusionary 

stage, where the performers are constantly looking at 

not only how to improve their performance but also deal 

with the turmoil within themselves. They are constantly 

exploring how to better themselves in the characters 

they play and also lead a meaningful life outside their 

stage performance. It appears that they these 

competent and successful 'stage actors' are internally 

low on their self confidence to live up to the demands of 

their characters and perhaps struggling to keep in 

balance their life roles and stage expectations. They 

would like not only their stage success determined by 

the audiences' adulation but also experience a 

fulfillment through and beyond the characters they 

played on this stage of life!
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phenomenon of career is not a straight forward set of 

experiences which can be isolated. While themes form 

an integral part of the experience of this phenomenon, 

these themes further act and interact with each other to 

form a composite experience of the phenomenon. The 

INTERNAL and EXTERNAL themes are seen to 

influence each other in many career journeys and this 

understanding makes for our understanding of how the 

entire experience unfolds from the view point of the 

respondent. These include:

1. Career & Family and Decision Making

Decisions that some respondents made in their career 

are influenced by their family considerations, and this is 

irrespective of their marital status. What kind of roles to 

take up, which organization to join, location of work were 

just some such issues which were influenced by family. 

This also reveals that career decision making is not just a 

professional, rational process but a process which is also 

driven by emotive considerations like love for the family, 

ensuring family comfort, respecting elders' preferences, 

life style preferences of spouse, care for parents etc. 

2. Self Assessment and Needs & Drives

Many respondents shared how their career experiences 

helped them discover themselves. This discovery was in 

terms of their preferences, their value, their comfort and 

discomfort zones. This also included what were their 

own needs and motivational drivers. They also 

discovered their high points and what gave them a 

sense of achievements, which hitherto they seem to be 

unaware of.

3. Career influencers and Career & Family

For many respondents, a large part of influence on their 

career came through family, family members and family 

context. Significant decisions, moves, challenges came 

in form of their family situations, including the influence 

of their family members.

Essence of Essence: So, is career establishment phase 

a reality or a dream?

From this research, an IT professional's journey appears 

to be dynamic and constantly in turbulence. From the 

stories shared by these respondents, it looks like there is 

constant pressure of both, external environment, in 

terms of changing technology and customer demands, 

as well as internal organizational functioning, like 

pressure to learn and stay relevant and the business 

pressures of billability and utilization of skills. 

While many experience a sense of fulfilment in form of 

the nature of projects/domains/products, international 

exposure, exposure to diverse working environment, 

they also experience an internal vacuum due to lack of 

work life balance, inability to realize their chosen career 

path and work pressures on the projects. This vacuum is 

also testing their resilience to stay and continue their 

journey in IT. 

The human being inside the professional seem to be 

getting tired, frustrated and demoralized, also due to 

the nature of functioning of the organizations in this 

sector in India. In case of some respondents, they either 

left the sector out of frustration and stress or seem to be 

on their way out and explore some other career options. 

A lot of inherent contradictions, family connect or 

working abroad, managerial or technical career path, 

services organization or product organization, steady 

projects or constant churn in nature of work, seem to 

make up a career in IT. The variety and uncertainty at the 

same time is driving these professionals to fall back on 

friends and colleagues for help and support during the 

career journey. Many respondents also shared how the 

customer who pays the bills calls the shots in terms of 

roles people play, project staffing decisions, technical 

and managerial competence required, all affecting the 

direction of the career of these respondents. Hence, 

customer seem to play a significant role in the career 

experiences of IT professionals. Since need for 

continuous learning has emerged as an important 

element of coping with an uncertain future for these 

professionals, it can be said that those who have been 

able invest in this have been able to continue, even in the 

difficult times of the IT industry in India.

Those who could not catch up with the pace of change 

explored other options sooner than later. There is an 

urge to drive the next big technology wave but I am not 

sure if these professionals are mentally, emotionally and 

even physically prepared to do what it takes for the 

same. The silver lining in the cloud is the plethora of 

opportunities and promises this industry continues to 

hold provided professionals choosing this sector can 

build an internal strength to accept that career 

establishment phase itself will be a journey, not a 

destination in their life. 

Listening to these respondents during this research 
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they need to have the right nurturing, humane culture, to 

enable their employees to build their long term careers 

and give their personal best. This also means having 
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more satisfying careers to emerge. Senior Leaders will 
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significance to the work that employees do if they need 

to get long term commitment and sustained results. 

Career would have to be understood by all as a life 

phenomenon, not just a set of professional work 

choices. Hence a holistic approach to choosing, 

building, sustaining and supporting careers is going to 
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stage, where the performers are constantly looking at 

not only how to improve their performance but also deal 

with the turmoil within themselves. They are constantly 

exploring how to better themselves in the characters 

they play and also lead a meaningful life outside their 

stage performance. It appears that they these 

competent and successful 'stage actors' are internally 

low on their self confidence to live up to the demands of 

their characters and perhaps struggling to keep in 

balance their life roles and stage expectations. They 

would like not only their stage success determined by 

the audiences' adulation but also experience a 

fulfillment through and beyond the characters they 

played on this stage of life!
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experiences which can be isolated. While themes form 

an integral part of the experience of this phenomenon, 

these themes further act and interact with each other to 

form a composite experience of the phenomenon. The 

INTERNAL and EXTERNAL themes are seen to 

influence each other in many career journeys and this 

understanding makes for our understanding of how the 

entire experience unfolds from the view point of the 

respondent. These include:

1. Career & Family and Decision Making

Decisions that some respondents made in their career 

are influenced by their family considerations, and this is 

irrespective of their marital status. What kind of roles to 

take up, which organization to join, location of work were 

just some such issues which were influenced by family. 

This also reveals that career decision making is not just a 

professional, rational process but a process which is also 

driven by emotive considerations like love for the family, 
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discomfort zones. This also included what were their 

own needs and motivational drivers. They also 

discovered their high points and what gave them a 

sense of achievements, which hitherto they seem to be 

unaware of.
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context. Significant decisions, moves, challenges came 

in form of their family situations, including the influence 

of their family members.
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a reality or a dream?

From this research, an IT professional's journey appears 

to be dynamic and constantly in turbulence. From the 

stories shared by these respondents, it looks like there is 

constant pressure of both, external environment, in 

terms of changing technology and customer demands, 

as well as internal organizational functioning, like 

pressure to learn and stay relevant and the business 

pressures of billability and utilization of skills. 

While many experience a sense of fulfilment in form of 
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exposure, exposure to diverse working environment, 

they also experience an internal vacuum due to lack of 

work life balance, inability to realize their chosen career 

path and work pressures on the projects. This vacuum is 

also testing their resilience to stay and continue their 

journey in IT. 

The human being inside the professional seem to be 

getting tired, frustrated and demoralized, also due to 

the nature of functioning of the organizations in this 

sector in India. In case of some respondents, they either 

left the sector out of frustration and stress or seem to be 

on their way out and explore some other career options. 

A lot of inherent contradictions, family connect or 

working abroad, managerial or technical career path, 

services organization or product organization, steady 

projects or constant churn in nature of work, seem to 

make up a career in IT. The variety and uncertainty at the 

same time is driving these professionals to fall back on 

friends and colleagues for help and support during the 

career journey. Many respondents also shared how the 

customer who pays the bills calls the shots in terms of 

roles people play, project staffing decisions, technical 

and managerial competence required, all affecting the 

direction of the career of these respondents. Hence, 

customer seem to play a significant role in the career 

experiences of IT professionals. Since need for 

continuous learning has emerged as an important 

element of coping with an uncertain future for these 

professionals, it can be said that those who have been 

able invest in this have been able to continue, even in the 

difficult times of the IT industry in India.

Those who could not catch up with the pace of change 

explored other options sooner than later. There is an 

urge to drive the next big technology wave but I am not 

sure if these professionals are mentally, emotionally and 

even physically prepared to do what it takes for the 

same. The silver lining in the cloud is the plethora of 

opportunities and promises this industry continues to 

hold provided professionals choosing this sector can 

build an internal strength to accept that career 

establishment phase itself will be a journey, not a 

destination in their life. 

Listening to these respondents during this research 
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Ÿ What strengths would enable a leader to develop 

and sustain passion during demanding and 

challenging times, through various life stages (e.g. 

The secondary questions included:

The primary guiding question of this research was: how 

do exemplary leaders develop and sustain passion over 

the span of their careers?

The purpose of this study is to explore how exemplary 

business leaders develop passion and sustain it over a 

span of their careers. It also explores what inspires them 

to continue to do so in the volatile corporate 

environment year on year. There is a myriad of issues 

that a business leader is confronted with in today's times 

that includes increasing workload, changes in the 

environment, technological advancement, competition, 

market trends, government and regulatory changes etc.  

It also includes development of passion along with 

rediscovering motivation, inspiring and building the 

enthusiasm amongst the employees and the people. 

While many organizations spend considerable 

resources and money into leadership and management 

development programs, there is hardly any focus on the 

development of passion (energy, enthusiasm, 

commitment) for the leadership team. Leaders 

constantly struggle to find their passion and sustain it in 

the constantly changing and challenging environment.

Purpose of the Study

Work defines us. It is the most important activity in one's 

life - as we invest considerable time to school and train 

ourselves for the ultimate goal of working and to the 

extent of post retirement too. (Vallerand R & Houlfort N, 

2010). It is important to study the factors of how 

individuals develop into leadership positions. Passion is 

considered as one of the drivers which makes a leader 

stand apart. Leaders constantly struggle to find passion 

in a complex and challenging environment. Yet some 

leaders continue to exude passion over the years for 

those they work with and for the jobs that they perform. 

Lack of passion can cripple a leader's ability to work 

effectively with subordinates, peers, and bosses. 

The Essence Of Exemplary Leaders: 
Understanding Passion Over The Span Of A Career

- Dr. Nobina Banerjee
nobinabanerjee@gmail.com

The interviews captured the participant's understanding 

of their ability to develop and sustain passion over the 

length of a career as a leader. Six major themes, along 

with several supporting sub-themes, surfaced 

throughout the study.     

Findings

The 'transcribe' software was used to convert and 

transfer the audio recording to transcription. Once the 

transcription was done 'Atlas.ti' (7.3) was used to code 

and make memos. The initial data analysis included of 

preliminary sweep through the interviews, underlining 

significant statements, sentences or quotes that 

stipulate an understanding of how participants 

exper ienced the phenomenon.   Cont inuous 

comparative data analysis was used at this stage to start 

defining emergent themes. Six themes surfaced and 

were included in the finding and discussion chapter. 

Credibility and validation were employed in the study 

through multiple means. In phenomenological studies, 

validation is substantiated and well supported. 

Data Analysis

The research design used for this study is qualitative, 

empirical and inductive.  This research is guided by a 

qualitative and phenomenological approach. This 

approach has been found relevant while studying an 

intimate, personal and textured feature as passion. The 

primary source of data collection was in-depth 

interviews. The participants were carefully and 

purposefully nominated, as they were believed to have 

a nuanced, personal and cherished knowledge of the 

phenomenon of passion.  

Approach and Research Design

Ÿ Can an individual's/ leaders passion change the 

wo r k i n g  e nv i ro n m e nt  a n d  c u l t u re  of  a n 

organization?

Childhood and school's days, initial days of career, 

marriage, aging, retirement, etc.), challenging work 

environments and demanding workloads?

Ÿ Pietkiewicz, Igor & Smith, Jonathan. (2014). A 

p r a c t i c a l  g u i d e  t o  u s i n g  I n t e r p re t a t i v e 
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Ÿ Ramakrishna H., Potosky D., (2002). Structural Shifts 

in Career Anchors of Information Systems 

Personnel: A Preliminary Empirical Analysis., Journal 

of Computer Information Systems

Ÿ Sche in  Edgar. ,  Career Anchors  rev is i ted : 

Implications for career development in the 21st 

century (1996) , .  Academy of Management 

Executive. 1996 Vol.
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Combining core approaches. Open University. p.44- 
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deal: The psychological contract as a framework for 

understanding career management, organizational 

commitment and � work behavior.  Journal of 
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as a research methodology. Nurse Researcher. 20, 6, 

17-20.
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“I hope that in this year to come, you make mistakes. 

Because if you are making mistakes, then you are making 

new things, trying new things, learning, living, pushing 

yourself, changing yourself, changing your world. 

You're doing things you've never done before, and more 

importantly, you're Doing Something."

Neil Gaiman
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environment, technological advancement, competition, 

market trends, government and regulatory changes etc.  
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enthusiasm amongst the employees and the people. 

While many organizations spend considerable 

resources and money into leadership and management 
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“I hope that in this year to come, you make mistakes. 

Because if you are making mistakes, then you are making 

new things, trying new things, learning, living, pushing 

yourself, changing yourself, changing your world. 

You're doing things you've never done before, and more 

importantly, you're Doing Something."

Neil Gaiman
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Professional Development – An organisation has to 

realise that passion cannot be injected across the 

Understanding and Developing People - Leaders 

should make conscious efforts in developing people. 

The leader has to send a message to the team to focus, 

continuously monitor and spot areas where they could 

make a difference of something not done before but 

also move the organisation in the environment ahead or 

others. 

Work culture / Work environment - Many participants 

supported the work culture of the organisation as it is 

interdependent with its values. These values have 

actually to be owned within the heart of every employee 

and practised to the core,  e.g. ,  Constructive 

confrontation, delivering large volumes of work, ethics 

and integrity, etc. 

It was without doubt that the organisation plays a 

massive role in the development and sustenance of 

passion. The organisation, on the other hand, would 

need more passionate people working with them as it 

will be infectious in the organisation style and help the 

performance and the work culture. 

Theme #5 Organisational Role

Misuse Responsibility - Participants strongly said that 

passion places a greater responsibility, and they 

obviously would never want to misuse it as it would be 

unethical. 

Failure/ Pulls you down - While failures have not always 

been a positive experience, it did not seem to bother the 

participants, as they did not care too much about it. They 

shared that double talk and changing decisions behind 

their back or in a sustained way giving decisions to 

subordinates without going through them are some of 

the things that would pull them down.

Internal Benchmark - Participants believed that the 

primary objective is to be critical, either when looking at 

own self or at others. They said that each one should 

constantly benchmark themselves. 

Restricted environment/ hurdles at work – Participants 

mentioned that in a restricted environment their 

immediate reaction is to either reduce their interaction 

with those people, or try to maintain cordial and 

minimalistic interaction which does not cause any 

disruption or make the team dysfunctional. 

Looking for Opportunities - Participants agreed that one 

has to look out for opportunities that are there, some 

also eventually stumble upon them. 

Influencing People -  It is the energy of the leader which 

influences the team and charges them up. Spending 

time with the right people is an important way to 

influence people . 

Theme #6: Developing Leadership 

organisation in everybody. It is suggested that there 

should a way of assessing people who have potential for 

passion.and taken through a series of development 

programs at regular intervals and then have a way of 

measuring their passion. 

Finally, more research may be justified to study the need 

for professional development in organisations to offer 

upcoming leaders the opportunity to develop and learn 

more about the essential features of a leader's 

interpersonal experiences and how they might 

contribute to a more powerful passionate leadership 

experience.  

Recommendation for Further Study

The use of self-awareness and importance of 

knowledge among young managers and how those 

attributes in turn relate to the working in the corporate 

setting is a relatively new topic in the business 

environment. Questions might include: what avenues 

might be used to impart self-awareness? What are the 

appropriate parameters in an organisation to discuss 

passion? Would the introduction of self-awareness and 

knowledge in an organisation prove to be more or less 

effective than more traditional modes of training? 

Research on the responsibility of experienced and 

passionate leaders in grooming and mentoring may be 

warranted.

Inner Peace - The happiness gets two-fold when you are 

recognised by your family and the people around you, 

for the work that you do is valued. 

Bibliography

Ÿ    Avolio, B. J., Walumbwa, F. O., & Weber, T. J. (2009). 

Leadership: current theories, research, and future 

directions. Annual Review of Psychology, 60, 
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Eye for detail -. A leader is an individual who can do two 

things (a) get to the bottom of things or to the heart of the 

matter pretty quickly and (b) can analyse the situation 

Power of Communication - Connecting with people and 

communicating with them was said to be a critical 

quality required by leaders. Communication is the only 

link leaders have, especially in a global corporation 

where you cannot be physically present. 

Some qualities like being patient, keeping the 

organisation first, at times taking the back seat, 

delivering with speed, being highly result oriented, are 

some of the attributes that came up during the 

interviews. 

Theme # 2 Attribute and Qualities.

Knowledge and Passion - Having knowledge on the 

subject matter is extremely crucial as it is easy to control 

your passion as one would rationalise the practicality of 

the ideas. 

Urge to Excel and Win - Participants gave many 

perspectives on the urge to win and excel; the urge to 

win and give your best no matter who is watching is what 

drove them. 

Commitment / Mastery/ Zest of Life - Being committed 

and motivated in doing the right things and delivering 

them was one of the few ways one can be passionate. 

Passion was  compared to mastery, like the horizon, one 

never gets there, but definitely keeps moving in that 

direction.  The most important thing about being 

passionate is having the zest for life- in everything that 

you do. 

Support System - Participants mentioned that parents  & 

role models (celebrities, renowned musicians, next door 

neighbours, teachers, principals, bosses, etc.)played a 

vital role in being supportive, encouraging, setting high 

standards, by being able to observe them and the great 

amount of exposure were great learning and influencing 

factors.. 

Those who are passionate remain passionate 

independent of the circumstances and the people 

around. Some of the factors which attributed to being 

passionate were:

Theme # 1 Being Passionate

Obsessive Passion - Participants justified that passion 

has to backed up by knowledge, capability, etc. else its 

turns out to be counterproductive. 

Creativity and Freedom - Creativity can be a new 

method of doing work, establishing new contact, 

guiding somebody to do something differently, solving 

somebody's problem etc. Most participants repeatedly 

mentioned that the organisation played an enormous 

role in helping them hone their creativity. 

Some of the hurdles that participants faced could be 

lack of freedom or being taken for granted, demanding 

customer facing environment, or corporate politics, but 

participants always found their way out by letting their 

work speak. 

Theme # 4 Overcoming Hurdles

Setting Self Goals - Participants felt that one of the main 

ways that made them keep on going is to have some 

goals. It contributes to change the focus areas 

methodically so that one can sharpen self. 

Excellence and Innovate - Most participants reiterated 

that if excel in your job and demonstrate in your day in 

and day out, you will be respected, and the company will 

think twice about the consequences if the person 

expresses displeasure. Another facet of passion is 

excellence, and excellence can grow on itself and feed 

itself.  

Reality checks & Self-improvisation - Reality check also 

helps move oneself towards self-improvisation. Some 

resorted to having constant dialogues with self, self-

motivating, focusing on the fear and how to crack it.    

Perseverance & Persistence - Several participants have 

seen the need of perseverance to sustain their passion. 

They would keep refining their passion, till it satisfies 

their own set standards. 

The theme of self - awareness was subtle and pervasive 

through all the interviews. Participants shared that how 

you channelize your self-awareness is what defines 

being different. 

Theme # 3 Self-Awareness

very quickly and get to the core and say this is what 

needs to get addressed.
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Abstract

The role of data in making sound operational decisions 

(digital augmentation of decision making) is obvious and 

well understood in business. Yet, it is common to not 

collect data regarding people because of sensitivity of 

measuring people or their work, beyond basic 

quant i tat ive aspects  such as  at tendance or 

performance appraisals. However, indices linked to 

downstream factors like Eisenhower-weighted task 

completion rates, or innovation indices, could serve the 

same intent of improving (rather than measuring) 

performance, as they indicate capability – not 

adherence to a scale – and engagement. 

To test this hypothesis, an action research was done in a 

small control group of an operations service delivery 

group to generate lean data (which Dichter, Adams and 

Ebrahim (2019) define as an approach incorporating two 

main features: first, a mindset-shift away from 

reporting/compliance and toward creating value; and 

second, methods and technologies for data collection 

that favor efficiency and speed while maintaining rigor) 

as a first step towards digital augmentation. An 

employee-centric Lean Innovation project was started, 

following Blue Ocean Leadership framework, to 

generate data for digital augmentation of routine tacit-

knowledge based decisions. 

66% of businesses recognize a need to digitize by 2020 

to stay competitive, and although major industry players 

poured $1.3 trillion into transformation initiatives, $900 

billion of it was wasted on failed programs primarily due 

to ineffective communication of goals, strategy, 

purpose and outlook with their employees (Kitani 2019). 

Employee centricity requires the identification of latent 

aspirational employee requirements, not merely top-

down deployment of systems and processes for 

customers.

Healthcare industry was chosen as an illustrative case, 

extrapolated to Manufacturing.

Lean Innovation For Data Analytics In Operations
Digital Augmentation: Applying Blue Ocean Leadership For 

Lean Innovation For Data Driven Decisions

- Govind S. Nayar
govind.sanjay.nayar@gmail.com

- Dr. Ranjith Nayar
dr.r.nayar@gmail.com

Keywords: Digital Augmentation, Lean Innovation, Blue 

Ocean Leadership.

Introduction

This study applies the Blue Ocean Leadership (BOL) 

principle, combined with LEAN management tools for 

problems discovery, to evolve a people analytics data 

generation mechanism in Operations Management. 

Blue Ocean Leadership (BOL) is the belief that to 

unleash employees' untapped talent and energy, 

leaders need a strong repertoire of actions, not just 

better awareness and empathy (Kim and Mauborgne, 

20147). Since people-data collection is a very sensitive 

issue, a new employee-centric innovation model, based 

on the Start-with-Why principle (Sinek 2009) was 

adopted to get faster buy-in, instead of the traditional 

tra in ing-and-development method.  I t  is  well 

established that people take decisions with the limbic 

part  of the brain,  leading to engagement or 

disengagement (Sinek's Golden Circle theory). To 

overcome this employee-disengagement, blue ocean 

leaders need to be empathic to the employee and 

identify the what of the employee's need, to ensure a fit 

between the proposed leader-strategy and the 'why' of 

the employee-strategy. 

Innovation can no longer be seen as an optional 

entrepreneurial process; in Operations, it can be 

achieved through reliable, systematic reproducible 

processes, without high-risk entrepreneurial endeavors. 

This strategy shift is called Blue Ocean Shift (Kim and 

Mauborgne, 2017), achieved through disruptive or non-

disruptive creation. This study applies BOL pillars to 

execute a new strategy for people analytics and 

participatory job rotation (aspirational goal: increase 

team engagement). 

Literature

Literature on people analytics, Lean strategy, customer 

centricity and blue ocean leadership contributed to this 
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Woodrow Wilson

"We grow great by dreams. All big men are dreamers. They see 

things in the soft haze of a spring day or in the red fire of 

a long winter's evening. Some of us let these great dreams 

die, but others nourish and protect them; nurse them 

through bad days till they bring them to the sunshine and 

light which comes always to those who sincerely hope that 

their dreams will come true."
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also demanded data-analyses to drive their business 

needs. In both cases, innovation was required, with the 

clear difference that it was leader-driven in Florida and 

demand (customer-driven) driven in Atlanta.

Florida applied traditional leadership principles 

(Thomas Carlyle's “great-man leadership”), a centrally 

driven time-and-priority management that relied on the 

business knowledge of the expert-leader and the ad-

hoc process driven by minion administrators. This was 

effective enough to drive engagement and profits but 

ignored employee burnout while chasing ad hoc 

timelines. Data collection and analysis was basic and 

largely relied on the knowledge of the lead doctor and 

administrator.

In contrast, Atlanta applied BOL principles: a form of 

collective leadership enabled by lean startup culture, 

low-cost-high-impact reliance on customer data 

analytics using PowerBI application, focus on acts by 

experimentation rather than introducing false-bias by 

design in order to fulfill stated customer requirement, 

and design thinking developed through field visits to 

develop the Kano analyses. Application of data analytics 

was an innovative approach to the problem, driven by 

the belief it would be Lean (less wasteful processes) in 

the long run considering cost of maintaining multiple 

customizations in the application as the outcome of an 

alternative approach. The results indicated that 

employee satisfaction and hence, productivity, was high 

in Atlanta due to employee-centric leadership style. 

Team members were explicitly asked on their 

expectations and encouraged to experiment. 

This principle of data-driven-decisions (DDD) was then 

applied in the working of a 'traditional-minded' 

Computer Integrated Manufacturing (CIM) group, with a 

view to develop an innovation and lean mindset in IT 

Operations. The DDD initiative was code-named 

LEAN.DATA for easy reference. The idea behind it was to 

adopt / adapt LEAN tools to generate data which could 

drive decisions on operational people management of 

the department. This would then be a “Digital 

Augmentation” – with digitalization playing the role of 

assisting or augmenting their work, and thus being more 

acceptable to employees than the feeling of being 

measured (i.e. data as an input to augment, rather than 

as an output for judgment). This project fulfills BOL 

pillars, as well, since adaption of LEAN tool (such as 

Visual Management Board to an electronic board using 

standard applications like Microsoft Planner) would be 

cost-effective as well as impactful. 

The first step was to develop an innovation mindset 

through sharing workshops (experiential learning) 

without explicit training. This required painstaking team 

level training, such as 'Lean-and-Play' to teach key 

behavior indices (KBI) of step-back, empowerment and 

sustainability (at organization level) as well as 

development of the team through one-on-one sessions 

to translate “quixotic” concepts like innovation into 

vision, legacy and then into practice. A strong push was 

given by allocating up to 20 percent of annual goals to 

Innovation. Using the Lean startup approach, a Lean 

Innovation was launched (BOL Pillar One: Focus on acts 

and activities) to focus on introducing multi-level 

Innovation – at micro level via a “My-Ideas program”, at 

the medium (small group/department) level via 

migration to Agile Methodology, and at an enterprise 

level via Lean Leadership deployment.

The second step initiated data collection using Lean 

Visual Management Boards into electronic boards to 

generate 1-3-10 visual tracking (1-second glance to 

identify indicators of good/bad status, 3-seconds 

glance to see the trend of the 'bad' indicator and 10 

seconds to see action plan to recover the situation) 

using standard Microsoft tools (MS-Planner). MS-Forms 

were used to collect people engagement data 

anonymously both before the launch of the Lean 

Innovation and after the deployment to measure the 

gains in specific factors, particularly after the 

deployment of Lean tool, Gemba (“go-see-at-

workplace” approach). An innovation initiative was also 

launched (dubbed as My-Ideas program) to both build 

team bonding as well as to encourage closeness to the 

field (BOL Pillar Two: Connect leadership to market 

realities by engaging people who confront them).

Team leads were groomed (dubbed “Grow Leaders”) 

over a year before launch of the Lean Innovation 

initiative, so that there would be distributed leadership 

driving the change, rather than a top-down drive (BOL 

Pillar Three: Distribute leadership across different 

management levels). The conversion of Operations 

from tacit knowledge-based management to people-

analytics based management using lean data was the 

end-goal (BOL Pillar Four: Pursue high impact 

leadership acts and activities at low cost by using 

standard office IT tools).

Employee centricity discovery tools helped discover the 

problem space and evaluate solut ions .  This 

combination of qualitative and qualitative approaches 

was applied for identifying latent employee customer 

needs to develop the solution space opportunities. 

study. West (2019) details a 'cheat sheet' in People 

Analytics for Dummies and defines people analytics as 

what lives at the intersection of people strategy, 

science, statistics. and systems. Markowitz's (2009) 

practical handbook looks at leadership principles to 

make an organization fit (rather than just lean), based on 

s ix  pr inc iples :  One,  making an unshakeable 

commitment to  <a deliverable>; two, increase the value 

provided by <a deliverable>; three, doing the right work 

(to deliver value to customers); four, doing things the 

right way (through standard work); five, continuous 

monitoring of processes (through visual management 

boards); and, six, provide structured coaching for 

everyone (using scientific methods). 

A gap in literature is identified in how Lean can get 

something new started. The concept of a lean startup 

too presumes the new product/service to be existent. 

Lean thinking is a strategy for improving processes 

(Womack et al 2005), not for new idea generation. 

Cohen (2011) describes Lean Innovation as five steps 

and principles: Identify Customer Value from customer 

perspective; map the Value Stream and remove 

wasteful steps; create streamlined Flow; establish Pull 

(“build to order” is a pull system, which ties with 

customer centricity); and, seek “Perfection” by 

repeating the previous four steps until removed all 

waste (a state continuously approached but never 

actually achieved). Under these principles the complete 

definition of Lean Innovation refers to a new idea, 

method or devise that includes the work required to 

bring an idea or concept into final form, all this using the 

Lean Principles identifying and creating the value and 

removing the waste of the New Product Development 

(NPD) process. Lean innovation combines the concept 

of Lean Management (systematic identification and 

elimination of wasteful processes) and Innovation 

(application of invention), and hence, it is the reduction 

of wastes in the processes of discovery (i.e., empathy: 

what customers really need),  creation (rapid 

experimenting to test assumptions) and delivering new 

value (evidence), i.e. three E's (Reis 2011). In practice, 

Lean Innovation is a combinatorial of Design Thinking 

(DT), Lean Startup and Agile Methodology. Empathy 

refers to discovering the wants of target customers 

instead of focusing too much time and energy on a 

product launch and then working forward to fit that to 

what the customer “should want” (i.e., "working forward 

from the technology instead of working backward from 

the business results you're trying to achieve."). Lean 

innovation and DT can be thought of as two sides of the 

same coin, since DT is the empathy part of lean 

innovation in the customer-centric approach of 

understanding customers' needs and desires before 

embarking of product design. While DT is a strong 

framework for the discovery of new value (hence, 

ideation), it alone is insufficient, since Lean Innovation 

requires the ideation to be translated into a (lean) 

startup, without which the ideation-and-prototyping has 

no business value. Lean Startup model is essentially a 

set of principles for answering the question of the 

product viability in the market, i.e. to answer whether a 

product should indeed be produced (“should this idea 

be realized?”). 

Methodology

A case study was done in the service delivery function of 

healthcare operations management by the first author 

and extended as an action research in the service 

delivery function of manufacturing IT Operations. 

Applying the 3i innovation leadership model (Nayar 

2013), ideation (for example, data generation for data-

driven decision making) was evolved from a dedicated 

brainstorming session (refer to My-Ideas program 

below). A basic seven-step process (Malofsky 2019) was 

followed:

1. Conducting periodic, major events (alternate My-

Ideas and Lean-and-Play sessions, weekly)

2. Involving a large group of internal people (up to 12 

members of three teams)

3. Reserving judging ideas 

4. As many ideas as possible: anonymous collection 

encouraged proliferation

5. Using professional facilitators: a team-leader 

facilitated, instead

6. Using highly structured process or procedure: 

predefined process

7. Concluding by filtering, ranking and documenting 

the ideas

The case study involved a comparison of the 

deployment of Electronic Health Records (EHR) across a 

traditional Florida-based group of clinics, versus an 

Atlanta-based Healthcare IT provider (referred to 

henceforth as “Florida” and “Atlanta” respectively). 

Florida used an off-the-shelf application and relied 

extensively on the vendor for support (mostly bug fixes) 

while Atlanta developed a solution for multiple medical 

practitioners who wanted not just the EHR solution but 
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also demanded data-analyses to drive their business 

needs. In both cases, innovation was required, with the 

clear difference that it was leader-driven in Florida and 

demand (customer-driven) driven in Atlanta.

Florida applied traditional leadership principles 

(Thomas Carlyle's “great-man leadership”), a centrally 

driven time-and-priority management that relied on the 

business knowledge of the expert-leader and the ad-

hoc process driven by minion administrators. This was 

effective enough to drive engagement and profits but 

ignored employee burnout while chasing ad hoc 

timelines. Data collection and analysis was basic and 

largely relied on the knowledge of the lead doctor and 

administrator.

In contrast, Atlanta applied BOL principles: a form of 

collective leadership enabled by lean startup culture, 

low-cost-high-impact reliance on customer data 

analytics using PowerBI application, focus on acts by 

experimentation rather than introducing false-bias by 

design in order to fulfill stated customer requirement, 

and design thinking developed through field visits to 

develop the Kano analyses. Application of data analytics 

was an innovative approach to the problem, driven by 

the belief it would be Lean (less wasteful processes) in 

the long run considering cost of maintaining multiple 

customizations in the application as the outcome of an 

alternative approach. The results indicated that 

employee satisfaction and hence, productivity, was high 

in Atlanta due to employee-centric leadership style. 

Team members were explicitly asked on their 

expectations and encouraged to experiment. 

This principle of data-driven-decisions (DDD) was then 

applied in the working of a 'traditional-minded' 

Computer Integrated Manufacturing (CIM) group, with a 

view to develop an innovation and lean mindset in IT 

Operations. The DDD initiative was code-named 

LEAN.DATA for easy reference. The idea behind it was to 

adopt / adapt LEAN tools to generate data which could 

drive decisions on operational people management of 

the department. This would then be a “Digital 

Augmentation” – with digitalization playing the role of 

assisting or augmenting their work, and thus being more 

acceptable to employees than the feeling of being 

measured (i.e. data as an input to augment, rather than 

as an output for judgment). This project fulfills BOL 

pillars, as well, since adaption of LEAN tool (such as 

Visual Management Board to an electronic board using 

standard applications like Microsoft Planner) would be 

cost-effective as well as impactful. 

The first step was to develop an innovation mindset 

through sharing workshops (experiential learning) 

without explicit training. This required painstaking team 

level training, such as 'Lean-and-Play' to teach key 

behavior indices (KBI) of step-back, empowerment and 

sustainability (at organization level) as well as 

development of the team through one-on-one sessions 

to translate “quixotic” concepts like innovation into 

vision, legacy and then into practice. A strong push was 

given by allocating up to 20 percent of annual goals to 

Innovation. Using the Lean startup approach, a Lean 

Innovation was launched (BOL Pillar One: Focus on acts 

and activities) to focus on introducing multi-level 

Innovation – at micro level via a “My-Ideas program”, at 

the medium (small group/department) level via 

migration to Agile Methodology, and at an enterprise 

level via Lean Leadership deployment.

The second step initiated data collection using Lean 

Visual Management Boards into electronic boards to 

generate 1-3-10 visual tracking (1-second glance to 

identify indicators of good/bad status, 3-seconds 

glance to see the trend of the 'bad' indicator and 10 

seconds to see action plan to recover the situation) 

using standard Microsoft tools (MS-Planner). MS-Forms 

were used to collect people engagement data 

anonymously both before the launch of the Lean 

Innovation and after the deployment to measure the 

gains in specific factors, particularly after the 

deployment of Lean tool, Gemba (“go-see-at-

workplace” approach). An innovation initiative was also 

launched (dubbed as My-Ideas program) to both build 

team bonding as well as to encourage closeness to the 

field (BOL Pillar Two: Connect leadership to market 

realities by engaging people who confront them).

Team leads were groomed (dubbed “Grow Leaders”) 

over a year before launch of the Lean Innovation 

initiative, so that there would be distributed leadership 

driving the change, rather than a top-down drive (BOL 

Pillar Three: Distribute leadership across different 

management levels). The conversion of Operations 

from tacit knowledge-based management to people-

analytics based management using lean data was the 

end-goal (BOL Pillar Four: Pursue high impact 

leadership acts and activities at low cost by using 

standard office IT tools).

Employee centricity discovery tools helped discover the 

problem space and evaluate solut ions .  This 

combination of qualitative and qualitative approaches 

was applied for identifying latent employee customer 

needs to develop the solution space opportunities. 

study. West (2019) details a 'cheat sheet' in People 

Analytics for Dummies and defines people analytics as 

what lives at the intersection of people strategy, 

science, statistics. and systems. Markowitz's (2009) 

practical handbook looks at leadership principles to 

make an organization fit (rather than just lean), based on 

s ix  pr inc iples :  One,  making an unshakeable 

commitment to  <a deliverable>; two, increase the value 

provided by <a deliverable>; three, doing the right work 

(to deliver value to customers); four, doing things the 

right way (through standard work); five, continuous 

monitoring of processes (through visual management 

boards); and, six, provide structured coaching for 

everyone (using scientific methods). 

A gap in literature is identified in how Lean can get 

something new started. The concept of a lean startup 

too presumes the new product/service to be existent. 

Lean thinking is a strategy for improving processes 

(Womack et al 2005), not for new idea generation. 

Cohen (2011) describes Lean Innovation as five steps 

and principles: Identify Customer Value from customer 

perspective; map the Value Stream and remove 

wasteful steps; create streamlined Flow; establish Pull 

(“build to order” is a pull system, which ties with 

customer centricity); and, seek “Perfection” by 

repeating the previous four steps until removed all 

waste (a state continuously approached but never 

actually achieved). Under these principles the complete 

definition of Lean Innovation refers to a new idea, 

method or devise that includes the work required to 

bring an idea or concept into final form, all this using the 

Lean Principles identifying and creating the value and 

removing the waste of the New Product Development 

(NPD) process. Lean innovation combines the concept 

of Lean Management (systematic identification and 

elimination of wasteful processes) and Innovation 

(application of invention), and hence, it is the reduction 

of wastes in the processes of discovery (i.e., empathy: 

what customers really need),  creation (rapid 

experimenting to test assumptions) and delivering new 

value (evidence), i.e. three E's (Reis 2011). In practice, 

Lean Innovation is a combinatorial of Design Thinking 

(DT), Lean Startup and Agile Methodology. Empathy 

refers to discovering the wants of target customers 

instead of focusing too much time and energy on a 

product launch and then working forward to fit that to 

what the customer “should want” (i.e., "working forward 

from the technology instead of working backward from 

the business results you're trying to achieve."). Lean 

innovation and DT can be thought of as two sides of the 

same coin, since DT is the empathy part of lean 

innovation in the customer-centric approach of 

understanding customers' needs and desires before 

embarking of product design. While DT is a strong 

framework for the discovery of new value (hence, 

ideation), it alone is insufficient, since Lean Innovation 

requires the ideation to be translated into a (lean) 

startup, without which the ideation-and-prototyping has 

no business value. Lean Startup model is essentially a 

set of principles for answering the question of the 

product viability in the market, i.e. to answer whether a 

product should indeed be produced (“should this idea 

be realized?”). 

Methodology

A case study was done in the service delivery function of 

healthcare operations management by the first author 

and extended as an action research in the service 

delivery function of manufacturing IT Operations. 

Applying the 3i innovation leadership model (Nayar 

2013), ideation (for example, data generation for data-

driven decision making) was evolved from a dedicated 

brainstorming session (refer to My-Ideas program 

below). A basic seven-step process (Malofsky 2019) was 

followed:

1. Conducting periodic, major events (alternate My-

Ideas and Lean-and-Play sessions, weekly)

2. Involving a large group of internal people (up to 12 

members of three teams)

3. Reserving judging ideas 

4. As many ideas as possible: anonymous collection 

encouraged proliferation

5. Using professional facilitators: a team-leader 

facilitated, instead

6. Using highly structured process or procedure: 

predefined process

7. Concluding by filtering, ranking and documenting 

the ideas

The case study involved a comparison of the 

deployment of Electronic Health Records (EHR) across a 

traditional Florida-based group of clinics, versus an 

Atlanta-based Healthcare IT provider (referred to 

henceforth as “Florida” and “Atlanta” respectively). 

Florida used an off-the-shelf application and relied 

extensively on the vendor for support (mostly bug fixes) 

while Atlanta developed a solution for multiple medical 

practitioners who wanted not just the EHR solution but 
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Discussion

Digital augmentation removes ambiguity and difficulty 

in choice-making by managers in resources (priority) 

management. How (operations) leaders can best create 

and inspire change by building the capabilities, talent, 

culture and communications necessary for such 

experiments that lead to employee-centric innovation, 

is discussed. 

This study shows the efficacy of the relatively new BOL 

framework in creating employee-centric innovation 

models – in this case, the digital augmentation of the 

people-decision making process in operations 

management.

The combination of BO tools and Lean principles 

transformed Operations through connection to market 

reality, focusing on employees' desired value, and 

validated by their insights, in simplified ways. 

The combination of innovation and employee-centricity 

in the application of modified Lean tools (i.e., electronic-

Visual Management Board; a bi-weekly My-Ideas 

interactive session where anonymously collected 

suggested innovation ideas are ranked by the team, 

giving them a voice in their work management; a Lean-

and-Play experimentation culture to develop three key 

practices sought to be achieved – all these in a startup 

work-culture of agile and participatory decision making 

and measurement) very effectively used the four pillars 

of Blue Ocean Leadership (BOL). 

BOL was used as the strategy in this action research, to 

develop a Digital Augmentation – by generating people 

analytics data to enable data-driven decisions in 

Operations Management; BOL's distributed leadership 

concept enables engagement and helps overcome the 

natural resistance employees have towards being 

measured, and helps innovation leaders to focus on the 

technical rollout rather than overcoming resistance. BOL 

is fundamentally a non-defensive strategy since it 

prescribes telescopic leadership acts (“what”), rather 

than leadership behavior (“how”) which is fundamentally 

defensive. 

Implications 

Moving from product centricity to employee centricity 

to meet challenges of engagement in the service 

delivery function of healthcare and manufacturing is 

facilitated by a leadership focus on BO Leadership 

strategy along with supporting discovery tools. As 

shown here through action research and case study, 

Blue Ocean Leadership framework applied to Lean 

Innovation helps introduce engagement to encourage 

participation in the service delivery function. The 

general principles are shown to be extendable across 

industries, hence, are not industry specific. 

The key implication of this study is that Blue Ocean 

Leadership strategy, coupled with other management 

tools to identify problem spaces, leads to business 

model innovation that can play a transformative role in 

shrinking problem spaces, potentially providing cost-

effective work-value streams. BOL is a way to 

dramatically increase engagement of all stakeholders; 

which in turn hinges on clear alignment of all 

stakeholders to a new strategy. Communication is the 

key factor for this, and the emphasis on communication 

for this objective cannot be overstated (the Project 

Management Institute estimates that 90 percent of a 

project manager's time is spent communicating).

Recommendations

Scalability and cross-industry relevance need to be 

further tested. Further study is also needed for 

extending the results beyond service delivery function 

of healthcare and manufacturing. The application of 

design thinking for optimizing communication is a 

strategy that can reap dividends – too often 

communication is handled on a necessity-and-

sufficiency basis rather than as a designed strategy. 

More work needs to be done to develop this thinking, 

since most communication is strategic. 

Focus is the key leadership trait (refer discussion on 

variable management focus; Nayar et al, 2014); further 

studies are needed to develop a suitable focus quotient 

(FQ).  

Conclusion

In conclusion, this study shows the efficacy of the 

relatively new BO Leadership in creating employee-

centric innovation models. It also implies that design 

thinking can applied to intangibles like strategy, and not 

just to design of products and services, provided guide-

rails and frameworks are applied. Our action research 

demonstrated the feasibility of generating lean data for 

digital augmentation of decision making in an 

experimental (and lean) way.
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models – in this case, the digital augmentation of the 

people-decision making process in operations 

management.

The combination of BO tools and Lean principles 

transformed Operations through connection to market 

reality, focusing on employees' desired value, and 

validated by their insights, in simplified ways. 

The combination of innovation and employee-centricity 

in the application of modified Lean tools (i.e., electronic-

Visual Management Board; a bi-weekly My-Ideas 

interactive session where anonymously collected 

suggested innovation ideas are ranked by the team, 

giving them a voice in their work management; a Lean-

and-Play experimentation culture to develop three key 

practices sought to be achieved – all these in a startup 

work-culture of agile and participatory decision making 

and measurement) very effectively used the four pillars 

of Blue Ocean Leadership (BOL). 

BOL was used as the strategy in this action research, to 

develop a Digital Augmentation – by generating people 

analytics data to enable data-driven decisions in 

Operations Management; BOL's distributed leadership 

concept enables engagement and helps overcome the 

natural resistance employees have towards being 

measured, and helps innovation leaders to focus on the 

technical rollout rather than overcoming resistance. BOL 

is fundamentally a non-defensive strategy since it 

prescribes telescopic leadership acts (“what”), rather 

than leadership behavior (“how”) which is fundamentally 

defensive. 

Implications 

Moving from product centricity to employee centricity 

to meet challenges of engagement in the service 

delivery function of healthcare and manufacturing is 

facilitated by a leadership focus on BO Leadership 

strategy along with supporting discovery tools. As 

shown here through action research and case study, 

Blue Ocean Leadership framework applied to Lean 

Innovation helps introduce engagement to encourage 

participation in the service delivery function. The 

general principles are shown to be extendable across 

industries, hence, are not industry specific. 

The key implication of this study is that Blue Ocean 

Leadership strategy, coupled with other management 

tools to identify problem spaces, leads to business 

model innovation that can play a transformative role in 

shrinking problem spaces, potentially providing cost-

effective work-value streams. BOL is a way to 

dramatically increase engagement of all stakeholders; 

which in turn hinges on clear alignment of all 

stakeholders to a new strategy. Communication is the 

key factor for this, and the emphasis on communication 

for this objective cannot be overstated (the Project 

Management Institute estimates that 90 percent of a 

project manager's time is spent communicating).

Recommendations

Scalability and cross-industry relevance need to be 

further tested. Further study is also needed for 

extending the results beyond service delivery function 

of healthcare and manufacturing. The application of 

design thinking for optimizing communication is a 

strategy that can reap dividends – too often 

communication is handled on a necessity-and-

sufficiency basis rather than as a designed strategy. 

More work needs to be done to develop this thinking, 

since most communication is strategic. 

Focus is the key leadership trait (refer discussion on 

variable management focus; Nayar et al, 2014); further 

studies are needed to develop a suitable focus quotient 

(FQ).  

Conclusion

In conclusion, this study shows the efficacy of the 

relatively new BO Leadership in creating employee-

centric innovation models. It also implies that design 

thinking can applied to intangibles like strategy, and not 

just to design of products and services, provided guide-

rails and frameworks are applied. Our action research 

demonstrated the feasibility of generating lean data for 

digital augmentation of decision making in an 

experimental (and lean) way.
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New Model of CSR

This model concentrates on two critical factors that 

make the understanding of CSR possible or impossible

Financial strength of a company plays a crucial role in 

contributing towards CSR. If an organization is more 

financially strong then it becomes more feasible for a 

company to contribute in an effective manner in the 

direction of CSR.

Higher the net profit – Higher the financial capability to 

undertake CSR.

But it is not alone the financial capability that makes the 

undertaking of CSR a reality. There is another one 

important factor i.e  ETHICAL ROOTING. If the company 

is ethically rooted, it will definitely be mentioned in its 

vision/mission statement. If both the factors are strong, 

most probably the corporation will undertake CSR*.

Evolution Of CSR

Earlier it was first encouraged as a voluntary 

contribution and moral obligation by the business 

holders, it was evolved as an option for the corporate 

sector to promote inclusiveness in society CSR has 

evolved in four phases:

The first phase of CSR was driven by noble deeds of 

philanthropists as charity. It was influenced by family 

values, traditions, religion. Till 1850, the wealthy 

businessman shared their riches with the society. The 

approach towards CSR changed with the arrival of 

colonial rule in 1850. In 1900s, the industrialist families 

like Tata's, Bajaj's promoted this concept by setting up 

charitable funds, educational and healthcare 

institutions.

The second phase was the period of independence 

struggle when the industrialists were pressurized to 

show their dedication towards the benefits of the 

society. Mahatma Gandhi urged to the powerful 

industrialists to share their wealth for the benefit of 

underprivileged section of the society.

In the third phase from 1960-1980, CSR was influenced 

ETHICAL ROOTING

A COMPANY'S FINANCIAL PERFORMANCE

by the emergence of PSUs to ensure proper distribution 

of wealth. But PSUs was not very successful. There was a 

natural shift of expectation from the public to the private 

sector. 

In the fourth phase from 1980 onwards, Indian 

companies integrated CSR into a sustainable business 

strategy. With Globalization and economic liberalization 

in 1990s, partial withdrawals of controls and licensing 

systems, there was a boom in the economic growth of 

the country.  It makes possible for the company to 

contribute more towards social responsibility*.

Now it has been given a legal recognition in India by 

virtue of the Companies Act 2013. To ensure more 

accountability and better enforcement to strengthen 

the compliance of corporate social responsibility and an 

amendment was further introduced in July 2019 in the 

Companies ACT 2013. Therefore it can be said that it has 

become a mandatory legal obligation of corporate 

sector.

Legal Status Of CSR

Now by virtue of section 135 of the Companies Act 2013, 

the concept of CSR has received a statutory recognition 

indeed. According to sec.135 (1) it is mandatory for the 

company to contribute atleast 2%of the average net 

profits of the company towards CSR activities if it 

satisfies any of the three conditions-

Ÿ Net worth of ₹ 500 Crs. or more.

Ÿ Turnover of ₹ 1000 Crs. or more.

Ÿ Net worth of ₹ 500 Crs. or more.*

And further they have to constitute a CSR committee of 

the board consisting of three more directors out of which 

atleast one director shall be an independent director. 

The CSR committee shall-

Ÿ Formulate and recommend the board.

Ÿ  Recommend the amount of expenditure to be 

incurred on the activities.

Ÿ Monitor the CSR policy from time to time.

Activities which may be included by companies in their 

CSR policies are-

Ÿ Monitor the CSR policy from time to time.

Ÿ Promotion of education.

Ÿ Eradicating extreme hunger and poverty.

Corporate Social Responsibility:
A Social And Ethical Need

- Palak Agarwal
palak.palak.agarwal08@gmail.com

- Rohit Kumar Pandey
rohitpandey2693@gmail.com 

Abstract

This Article sets out to understand “THE STATUTORY 

RECOGNITION OF CSR” and what further implications 

can be made in this aspect. The first and foremost 

question before going into deep arises – what do you 

mean by the term CSR? It is not as simple as it 

sounds.CSR is a gesture of showing the company's 

concern and commitment  towards society 's 

sustainability and development*.India  is one of the first 

countries in the world to make CSR mandatory for 

companies following an amendment in the Companies 

Act  2013 in 2014. CSR has become one of the most 

important goal in the corporate world. This article is a 

reflection of all the major facts and figures revolving 

around the concept of CSR. In the midst of this project, 

the author felt that their efforts were being found 

acceptable and helpful in understanding the vast 

concept of CSR and if this article is being published then 

some readers may also start to invest a small amount of 

their net worth towards CSR not as a burden but by their 

own willingness as it is the social as well as the moral 

obligation of the normal residents of a country.

Keywords- Sustainability    Development    Statutory     

Commitment        Corporate

Introduction

CSR is the responsibility of the corporate sector to 

contribute to some social activities to ensure their 

involvement in social welfare and to contribute in the 

upliftment of the society. It refers to the obligations of 

businessman to pursue those policies to make those 

decisions or to follow those lines of actions which are 

desirable in terms of the objectives and values of our 

society*. Corporate social responsibility is the obligation 

of the organization to take actions which protest and 

improve the welfare of society. The Corporate Sector 

works in social environment, so it is the moral duty of the 

sector to perform social responsibilities. CSR activities 

should be carried out for the improvement of social 

environment and discontinue all the negative 

externalities. The need for CSR has been felt by the 

different sections of the society like the consumers, 

employees, government and other stakeholders. The 

World Business Council for Sustainable Development 

defines CSR –“CSR is the continuing commitment by 

business to behave ethically and contribute to 

economic development while improving the quality of 

life of the workforce and their families as well as the local 

community and society at large”. CSR has been 

accepted as one of the basic responsibilities of business 

throughout the world. Various models have been 

proposed by renowned economists to understand this 

concept in a better perspective. In this section these will 

be discussed:-

Friedman Model

According to him, a businessman has no duty other than 

developing his business. He has no other social 

responsibility except to serve his stakeholders. He is of 

the view that to ask a businessman to contribute 

towards social development is to ask him to steal from 

the  shareholder 's  money to  per form soc ia l 

responsibility.

Ackerman Model

His model has emphasized on the internal policy goals 

and their relation to the CSR. This model depicts four 

stages to arrive at the evaluation of the social 

performance audit stage*.

INDENTIFICATION OF THE PROJECT (INVOLVES 

SOCIAL PROBLEM THAT NEEDS TO BE SOLVED )

 

INTENSIVE STUDY OF THE PROBLEM

 

IMPLEMENTATION OF THE PROJECT

 

EVALUATION OF THE PROJECT
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Abstract

This article aims at understanding the Recruitment Life 

Cycle of a PSR (Professional Sales Representative) and 

designing a framework for developing a strategy to man 

the critical headquarters at a pharma company in 

Hyderabad. The Recruitment Life Cycle refers to the 

process of posting a job, procuring and screening 

through the potential resumes, interviewing candidates 

and extending the formal offers of employment. The 

objective of the article is to build a market intelligence or 

an effective sourcing strategy for populating the critical 

headquarters. The primary phase is to identify the top 

competitor brands under the tier one headquarters from 

the data collected from the strategy team. The tier one 

headquarters are the critical headquarters which is the 

focus area in terms of business sensitivity. The second 

phase is to create a sourcing database of the 

Professional Sales Representatives for each division. In 

every division, the top ten single-man headquarters 

should be identified and the competitor brands for 

these locations should be targeted for sourcing profiles. 

The third and the final phase of the study is to design a 

framework for developing a strategy to fulfil the main 

objective of the study. A framework is developed with 

the help of information collected from the company and 

competitors and literature available in talent acquisition. 

The framework is not only useful for this pharma 

company but is a value addition in talent acquisition 

literature for pharma industry. 

Keywords: Critical Headquarters, Sourcing strategies, 

Recruitment life cycle, Man, Populating, Talent 

acquisition. 

Introduction: 

Recruitment or talent acquisition is a process of man-

power planning, attracting, sourcing, screening, hiring 

and then on-boarding of the new hires. The main focus 

of the task is to identify the right person for the right job 

with the best fit possible, such as personality, culture 

etc. In the war for Talent era, finding the right person for a 

job is not an easy task for recruitment teams. Today, HR 

leaders understand the strategic importance of right 

Design An Effective Sourcing Strategy To Man Critical 
Headquarters For A Pharma Company In Hyderabad

- Dr. Poonam Jindal
dr.poonamjindal@vjim.edu.in

hiring and cautiously look at how a position cab be filled 

with the right fit in less time. Time consumption in the 

hiring process is another important factor to be 

considered in TA process.  

The new advanced technology, best recruitment 

practices, employer branding and many more strategic 

moves have been taken by the experts to address these 

factors. The use of technology for recruiting and 

selecting, reduces the cost and also helps in creating a 

wide pool of applicants. Ultimately, the aim is to make 

the process smooth and fast to win in the war for talent. 

Talent Acquisition includes the complete sub - 

processes of discovering, attracting and appealing 

talent into the organization.

This article is based on the study conducted in an 

organization to develop strategies to man the critical 

headquarters in lesser time; say half of the time taken 

earlier.  

Recently, the pharma industry has been substantially 

shifting in terms of demand for the right talent. The sheer 

availability of candidates is not enough, but the right 

talent, mainly those with the required experience and 

skills, are limited in numbers. As a result, pharmaceutical 

companies are facing a fierce war for talent. With 

diminishing revenues, in the mature markets of the US 

and Europe, more and more companies are looking 

towards Asia to address this issue.

The recruitment process is quite strenuous as the 

recruiters are responsible for getting the right fit for the 

right job.

The recruitment of the right person increases the 

productivity of the firm. Though the recruitment process 

takes time, if it results in selecting and on-boarding the 

right candidate, then it covers up for the excess time 

taken in the process.

The study is focused on the recruitment of the 

Professional sales representative who is the face of the 

company. 

ŸŸ Promoting gender equality and empowering 

women.

Ÿ Reducing child mortality.

Ÿ  Ensuring environment sustainability.

Ÿ  Social business projects.

Ÿ Contributing to the Prime Minister National Relief 

Fund set up by the Government for the welfare of 

SC/ST Backward classes.*

According to the Companies(Amendment)Act 2019, 

Any amount remaining unspent under sub section 

5persuant to any ongoing project fulfilling any 

conditions as may be prescribed undertaken by a 

company in pursuance of its CSR policy shall be 

transferred by the company within a period of thirty days 

from the end of the financial year to a special amount in 

any scheduled bank to be called the UNSPENT 

CORPORATE CSR ACCOUNT and such amount shall be 

spent by the company in pursuance of its obligation 

towards the CSR policy within a period of three financial 

year. If a company contravenes the provisions, the 

company shall be punishable with fine which shall not 

be less than fifty thousand but may extend to twenty five 

lakhs and every officer of such company who is in 

default shall be punishable with imprisonment for a 

term which may extend to three years or both.*

The average CSR spend by private companies was just 

₹95 lakhs compared to ₹9.40 Crs. by public sector units*. 

The net worth spent by public sector is more than the 

net worth spent by private ones. This forced the 

government to make it mandatory for all corporate  

world which fall under the category prescribed above 

and compliance will improve as corporate imbibe CSR 

culture. What started as charity is now understood and 

accepted as responsibilities.

Further the FINANCE MINISTER OF INDIA “NIRMALA 

SITHARAMAN said that –violations of CSR norms under 

the company law will be treated only as a civil liability not 

as a criminal offence. She said that Corporate Affairs 

Ministry would review the sections concerned under the 

COMPANIES (AMENDMENT) ACT 2019.
Ÿ

Conclusion

An attempt has been made to study the concept of CSR 

in detail and the legal status of CSR in the corporate 

world. It is a type of community investment and a 

process of creating social capital. Under the Company 

(Amendment) Act 2019, a certain class of profitable 

company are required to shell out atleast 2 % of their 

three-year annual average of net profit towards CSR 

activities. Non-compliance with CSR norms has become 

an offence. Some industrialists criticized this fact that 

CSR is not the main business of a company and in these 

challenging times, the main focus of every business is to 

expand their business rather than on social spending. 

But in my perspective, it should not be considered as a 

tax burden. It is not only the duty of an organization but 

infact it is the responsibility of each and every individual 

to contribute towards the society and help the 

Government as well to make the society more 

developed, stable and proud.
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CORPORATE CSR ACCOUNT and such amount shall be 

spent by the company in pursuance of its obligation 

towards the CSR policy within a period of three financial 

year. If a company contravenes the provisions, the 

company shall be punishable with fine which shall not 

be less than fifty thousand but may extend to twenty five 

lakhs and every officer of such company who is in 

default shall be punishable with imprisonment for a 
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The average CSR spend by private companies was just 

₹95 lakhs compared to ₹9.40 Crs. by public sector units*. 

The net worth spent by public sector is more than the 

net worth spent by private ones. This forced the 

government to make it mandatory for all corporate  

world which fall under the category prescribed above 

and compliance will improve as corporate imbibe CSR 

culture. What started as charity is now understood and 

accepted as responsibilities.

Further the FINANCE MINISTER OF INDIA “NIRMALA 

SITHARAMAN said that –violations of CSR norms under 

the company law will be treated only as a civil liability not 

as a criminal offence. She said that Corporate Affairs 

Ministry would review the sections concerned under the 

COMPANIES (AMENDMENT) ACT 2019.
Ÿ

Conclusion

An attempt has been made to study the concept of CSR 

in detail and the legal status of CSR in the corporate 

world. It is a type of community investment and a 

process of creating social capital. Under the Company 

(Amendment) Act 2019, a certain class of profitable 

company are required to shell out atleast 2 % of their 

three-year annual average of net profit towards CSR 

activities. Non-compliance with CSR norms has become 

an offence. Some industrialists criticized this fact that 

CSR is not the main business of a company and in these 

challenging times, the main focus of every business is to 

expand their business rather than on social spending. 

But in my perspective, it should not be considered as a 

tax burden. It is not only the duty of an organization but 

infact it is the responsibility of each and every individual 

to contribute towards the society and help the 

Government as well to make the society more 

developed, stable and proud.
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The initial phase carried out was the brand classification 

based on the various therapy areas. There are around 19 

therapy areas and 500 brands. The following phase was 

to do a competitor mapping for the various brands. The 

next phase was to identify the critical headquarters 

which are business sensitive and needs to be populated 

on priority. 

The total employees are 6000, of which PSR's constitute 

about 4000. The most preferred way of sourcing profiles 

is through Naukri.com or through employee referrals.

Limitations of The Project:

The limitations of this project are mentioned below:

1. The study is limited to one company.

2. The analysis was done only for the Professional 

Sales Representative role.

3. Only 16 divisions out of the 19 were covered.

Sources of recruitment:

The search of a suitable candidate and informing them 

about the openings in the enterprise is the most 

important aspect of recruitment process. There are 

different ways of recruitment. It can be done internally 

within the organization or externally through the various 

job portals, social media, etc. In the Pharma Industry, the 

most common source of recruitment is through 

employee referrals and the job portals like Naukri.com. 

Also, the attrition rate at the entry sales representative 

levels is quite high in the industry, (around 25-30%), so 

the recruitment team is under constant pressure to 

source suitable profiles who are interested and willing to 

take up the job.

Following are the recruitment sources at this 

company:

Ÿ TMB pool

Ÿ Advertisement

Ÿ Rehire

Ÿ Employee Referrals

Ÿ Consultants

Ÿ Campus

Ÿ Job-Portals, Walk-ins, Social Media

Recruitment Life Cycle:

The recruitment life cycle can be described as the 

complete process of recruitment such as, initiating it by 

posting a job, procuring and screening candidate 

resumes, interviewing candidates, and extending formal 

offers of employment. The following cycle gives a better 

understanding of the recruitment process.

Image 1

The Recruitment Cycle time varies based on the role 

bands.

Table 1

Cycle time is calculated as number the days required by 

the Talent Acquisition Team Member to get a candidate 

to accept the offer from the date of notification to initiate 

hiring for the specific role.

The eligibility criteria of PSR is as follows:

Table 2

Identication &
Understanding

Sourcing

Screening

Initial Interview

Final Interview

Feedback

Shortlisting

Verication

Offer

Joining
Formalities

Recruitment Life Cycle

Literature Review:

Different researchers, at different times, have focused 

on understanding recruitment practices in different 

sectors, industries, companies and scenarios, and have 

evolved with the ideas of recruitment strategies. Many 

best practices have suggested to improve the timings 

and quality of hires. The accessible literature in TA 

comprises of very few ideas of TM best practices. 

Together, most of the literature is focusing mainly, on 

four activities, that can be adopted as the best strategies 

for making TA effective and impressive.  

Ÿ Employer branding (image of the organization in the 

mind of the applicant)

Ÿ Strategic planning (use of technology etc.)

 Talent pipeline by creating talent pool (keeping 

records of database of applicants) 

Ÿ En g a g e m e n t  o f  c u r re n t  e m p l oye e s  a n d 

p r o s p e c t i v e  e m p l o y e e s  ( c o n t i n u o u s 

communication and networking with applicants)      

Developing a pool of applicants can be done through 

maintaining database of applicants and continuous 

networking with those applicants. Engagement of 

current employees with prospective employees creates 

organizational brand. As a result, referral bonus and 

programs can be used as incentives to develop talent 

pipeline by prospective employees, students as interns 

and past candidates etc. (Bugg, K. (2015).

Research indicates that in small firms the use of “word-

of-mouth” is very common for recruitment. The 

redundant employees for your competitors can become 

the strength of your company, as they are already 

trained and experienced for the same job. (Holliday's, 

1995). For developing this framework, the main theme 

has been taken as using the network of current 

employees to find the applicants. The similar workforce 

would become a reason for your happiness when you 

find already developed talent pool for you. Use of 

employee referrals for hiring their family members is 

also very common. The fitting in qualities can be 

analysed by the current employees easily in prospective 

employees before referring them. 

Research specifies that employer's judgement for using 

the best strategy and about the potential of an applicant 

for the recruitment is also a very significant aspect of 

hiring (Curran and Stanworth (1979), Scott et al. (1989) 

and Kitching (1994).

The use of data and data analytics is another significant 

method of attracting, sourcing, and retaining 

employees. Having the database of applicants by using 

technology can minimise the time consumption in the 

process. 

In most of the HR functions, the use of technology with 

traditional methods is common. HR is adopting various 

technological methods for recruitment and selection to 

improve the effectiveness and efficiency of the process. 

Automation of resume screening processes increases 

the efficiency and reduces the hiring cycle time. This 

makes organizations more approachable to applicants 

and becomes competitive for procuring the best 

applicants who may be hired by competitors before a 

longer hiring procedure has even completed (Chapman, 

D. S., & Webster, J. ,2003).

Many research showed that applicants sometimes 

withdraw from the selection process if there is a delay in 

hiring. (e.g., Arvey, Gordon, Massengill and Mussio, 1975; 

Rynes, Bretz and Gerhart, 1991).

 Objectives:

The formulated study objective is a situation to be 

achieved in the future. In this study, the broad objective 

is to design a strategy to man the critical headquarters to 

reduce the time consumption for recruitment by 

understanding how the Talent Acquisition as a function 

works in pharma companies.

Scope:

The study was conducted at the one pharma company 

in Hyderabad, India in its Marketing and Sales wing. The 

study emphasized on the recruitment process of a sales 

representative. The study was completely data driven 

and this data was obtained from the various strategy 

teams in first few weeks.

Research Methodology:

The research methodology is a systematic plan for 

conducting research. It can also be termed as a 

systematic enquiry into a subject to improve the process 

or to have a detailed knowledge about the subject. It 

involves primary and secondary research. The research 

carried out here is based on secondary research and 

through observations.
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The tiering of the headquarters plays a major role in 

identifying the criticality of business in that particular 

headquarter. On discussion with the Strategy team , 

following are the observations:

Ÿ The tiering of the headquarters is done based on 

various factors such as Potential, Growth, Attrition 

and the field force addition in the headquarters.

Ÿ The main factors influencing the PCPM of the 

headquarters would be attrition and field force 

addition.

Ÿ The result should be that the PCPM (Per capita per 

Man/ Contribution per Person) should result in 

achieving the target set by the Top management.

Ÿ The tiers of headquarters are divided into 4:

 w 1st tier: High PCPM and high Growth

 w 2nd tier: High PCPM but Low Growth

 w 3rd tier: Low PCPM but High Growth

 w 4th tier: Low PCPM and Low Growth

Ÿ The annual target is set by the Top management, 

i.e., the Vertical Head or Division Head, and this is 

communicated down to the Sales Manager, who 

communicates the annual target to the Regional 

Sales Manager and splits it among the 4 zones. The 

RSMs further splits the target among his PSR HQ. 

The split is done on the basis of the number and 

fac tors  in f luenc ing  the  potent ia l  o f  the 

Headquarters and also the checking the history of 

the headquarters performance.

Ÿ For example: If the target to be achieved is 100% and 

the contribution of the 4 headquarters as per prior 

records is 30%, 30%, 20% and 10%. If the target was 

increased by 20%, i.e., the new target would be 120%, 

the split of the target to the headquarters might 

change based on the potential or growth or attrition 

or the Field force addition of the Headquarter.

Process followed to identify the critical headquarters:

Ÿ The headquarters list with the details of the division, 

the number of PSRs, the sales target of the six 

months from (April – September) were procured 

from the Strategy team.

Ÿ The PCPM was calculated for all the locations to 

find out the contribution per location of each 

division.

Identifying the Critical Headquarters:

Phase 2:

Procured the list

of HQs from the 

Strategy team.

Calculated the 

PCPM

Filtered the list for 

Single Man HQ's in 

descending order

The first 10 HQs with 

the target and PCPM 

in the descending 

order were identified 

as the critical 

headquarters.

Phase 3

Identify the top ten single-man headquarters and 

developing strategy

The third phase of the project is to identify the critical 

headquarters which are business sensitive. On 

discussion with the Sales Force Enforcement Head, it 

was concluded that any vacancy in the Single Man 

Headquarter brings about 20-25% loss in the business.

Hence an analysis was done to find out as to how much 

the Single Man Headquarters contribute to the total 

India business. Following is the result of the analysis 

done to understand the criticality of the single-man 

headquarters.

Ÿ The top ten Single –Man Headquarters were 

identified for the selected divisions.

Ÿ The half yearly target of the top ten single man 

headquarters contribute to 8% of the total India 

target.

Ÿ As a result  of attr i t ion in the single-man 

headquarters, 20-25% business is lost.

Ÿ The cost of the business contributed by these 

single-man headquarters for the half year is quite 

high.

Image 2

The Job Description of the PSR is as follows:

Job Role and Responsibilities:

Purpose: To deliver Business for the organization from 

Major Corporate Hospitals in the Region.

Key Responsibilities:

Ÿ Preparing Dr Call List.

Ÿ Meet ing the Surgeon / Pharmacy Heads 

/Purchase Heads

Ÿ Influence Rx Behaviour

Ÿ Work towards Market Shaping and Establishment 

New practice's

Ÿ Channel Management – Specially identifying New  

Devices  Distributor

Ÿ R e c o m m e n d a t i o n  f ro m  D r  –  Fo r m u l a r y 

Breakthrough in Corporate

Ÿ Relationship Management (CRM) – Driving 

Activities, CME/ In Hospital Meeting

Ÿ Identification of Top KOL – Early Adapters

Ÿ Identification of Thought Leaders /KOL – Who can 

Drive Messages through CME as Speakers

Ÿ Competitor Knowledge – Direct and Indirect Both 

and their Strength/ Weaknesses

Project Phases

Phase 1

Brand classification & competitor analysis

This phase gives a view of the therapy areas, brands and 

the process adopted to do the competitor analysis.

The competitor brands and companies of this company 

were identified. There are around 23 therapy areas and 

500 brands of company. The brands are classified under 

8 categories- Budding Future Winner, Essential Pearl, 

Winner Pearl, Mega Brand, Mega Essential, Future 

Winner, and OTC. Around 46 brands were chosen to be 

classified under the said brand categories.

The therapy areas are related to Gastric diseases, ulcers, 

Rheumatoid Arthritis, Osteoarthritis, Skin and hair 

related diseases, Heart Attack, BP, Allergic disorders 

Anaemia, Cancer, Diarrhoea and many others.

Process followed to do the competitor analysis:

Ÿ IMS database provides the information relating to 

services and technology in the healthcare industry. 

The information of the various brands and 

companies with the Q3 2016 sales figure was 

obtained from the respective teams.

Ÿ The companies and their brands that made the 

highest sales were identified.

Ÿ The top 5 competitors for each selected brands of 

this company were identified.

Ÿ Below is an example of the competitor analysis for 

the brand Atocor.

Table 3

Phase 2

Identify the critical headquarters

The next phase was to identify the various headquarters 

where the sales of products are done. The place where 

the PSR's of different locations report to is the 

Headquarter. For example: the PSR of Nizamabad, 

Warangal and Karimnagar report to the Hyderabad 

headquarters.

A single man territory is where only one PSR is assigned 

to a locality due to its small geography.

A pooled territory is where more than one PSRs are 

assigned to one location and they report into the same 

or different ASM.

The product line are the different brands and the 

therapy areas would be the therapy the product belongs 

to. Ex: Aspira is the product line and it belongs to the 

therapy area Respiratory.

PCPM stands for Per Capita per Man or Contribution per 

Man. For ex: If 25 lakhs is the cost for a pool of 5 people, 

the PCPM would be 5 lakhs.

42 43

S
e

g
m

e
n

t - 2

S
e

g
m

e
n

t 
- 

2



DRAFT

DRAFT

The tiering of the headquarters plays a major role in 

identifying the criticality of business in that particular 

headquarter. On discussion with the Strategy team , 

following are the observations:

Ÿ The tiering of the headquarters is done based on 

various factors such as Potential, Growth, Attrition 

and the field force addition in the headquarters.

Ÿ The main factors influencing the PCPM of the 

headquarters would be attrition and field force 

addition.

Ÿ The result should be that the PCPM (Per capita per 

Man/ Contribution per Person) should result in 

achieving the target set by the Top management.

Ÿ The tiers of headquarters are divided into 4:

 w 1st tier: High PCPM and high Growth

 w 2nd tier: High PCPM but Low Growth

 w 3rd tier: Low PCPM but High Growth

 w 4th tier: Low PCPM and Low Growth

Ÿ The annual target is set by the Top management, 

i.e., the Vertical Head or Division Head, and this is 

communicated down to the Sales Manager, who 

communicates the annual target to the Regional 

Sales Manager and splits it among the 4 zones. The 

RSMs further splits the target among his PSR HQ. 

The split is done on the basis of the number and 

fac tors  in f luenc ing  the  potent ia l  o f  the 

Headquarters and also the checking the history of 

the headquarters performance.

Ÿ For example: If the target to be achieved is 100% and 

the contribution of the 4 headquarters as per prior 

records is 30%, 30%, 20% and 10%. If the target was 

increased by 20%, i.e., the new target would be 120%, 

the split of the target to the headquarters might 

change based on the potential or growth or attrition 

or the Field force addition of the Headquarter.

Process followed to identify the critical headquarters:

Ÿ The headquarters list with the details of the division, 

the number of PSRs, the sales target of the six 

months from (April – September) were procured 

from the Strategy team.

Ÿ The PCPM was calculated for all the locations to 

find out the contribution per location of each 

division.

Identifying the Critical Headquarters:

Phase 2:

Procured the list

of HQs from the 

Strategy team.

Calculated the 

PCPM

Filtered the list for 

Single Man HQ's in 

descending order

The first 10 HQs with 

the target and PCPM 

in the descending 

order were identified 

as the critical 

headquarters.

Phase 3

Identify the top ten single-man headquarters and 

developing strategy

The third phase of the project is to identify the critical 

headquarters which are business sensitive. On 

discussion with the Sales Force Enforcement Head, it 

was concluded that any vacancy in the Single Man 

Headquarter brings about 20-25% loss in the business.

Hence an analysis was done to find out as to how much 

the Single Man Headquarters contribute to the total 

India business. Following is the result of the analysis 

done to understand the criticality of the single-man 

headquarters.

Ÿ The top ten Single –Man Headquarters were 

identified for the selected divisions.

Ÿ The half yearly target of the top ten single man 

headquarters contribute to 8% of the total India 

target.

Ÿ As a result  of attr i t ion in the single-man 

headquarters, 20-25% business is lost.

Ÿ The cost of the business contributed by these 

single-man headquarters for the half year is quite 

high.

Image 2

The Job Description of the PSR is as follows:

Job Role and Responsibilities:

Purpose: To deliver Business for the organization from 

Major Corporate Hospitals in the Region.

Key Responsibilities:

Ÿ Preparing Dr Call List.

Ÿ Meet ing the Surgeon / Pharmacy Heads 

/Purchase Heads

Ÿ Influence Rx Behaviour

Ÿ Work towards Market Shaping and Establishment 

New practice's

Ÿ Channel Management – Specially identifying New  

Devices  Distributor

Ÿ R e c o m m e n d a t i o n  f ro m  D r  –  Fo r m u l a r y 

Breakthrough in Corporate

Ÿ Relationship Management (CRM) – Driving 

Activities, CME/ In Hospital Meeting

Ÿ Identification of Top KOL – Early Adapters

Ÿ Identification of Thought Leaders /KOL – Who can 

Drive Messages through CME as Speakers

Ÿ Competitor Knowledge – Direct and Indirect Both 

and their Strength/ Weaknesses

Project Phases

Phase 1

Brand classification & competitor analysis

This phase gives a view of the therapy areas, brands and 

the process adopted to do the competitor analysis.

The competitor brands and companies of this company 

were identified. There are around 23 therapy areas and 

500 brands of company. The brands are classified under 

8 categories- Budding Future Winner, Essential Pearl, 

Winner Pearl, Mega Brand, Mega Essential, Future 

Winner, and OTC. Around 46 brands were chosen to be 

classified under the said brand categories.

The therapy areas are related to Gastric diseases, ulcers, 

Rheumatoid Arthritis, Osteoarthritis, Skin and hair 

related diseases, Heart Attack, BP, Allergic disorders 

Anaemia, Cancer, Diarrhoea and many others.

Process followed to do the competitor analysis:

Ÿ IMS database provides the information relating to 

services and technology in the healthcare industry. 

The information of the various brands and 

companies with the Q3 2016 sales figure was 

obtained from the respective teams.

Ÿ The companies and their brands that made the 

highest sales were identified.

Ÿ The top 5 competitors for each selected brands of 

this company were identified.

Ÿ Below is an example of the competitor analysis for 

the brand Atocor.

Table 3

Phase 2

Identify the critical headquarters

The next phase was to identify the various headquarters 

where the sales of products are done. The place where 

the PSR's of different locations report to is the 

Headquarter. For example: the PSR of Nizamabad, 

Warangal and Karimnagar report to the Hyderabad 

headquarters.

A single man territory is where only one PSR is assigned 

to a locality due to its small geography.

A pooled territory is where more than one PSRs are 

assigned to one location and they report into the same 

or different ASM.

The product line are the different brands and the 

therapy areas would be the therapy the product belongs 

to. Ex: Aspira is the product line and it belongs to the 

therapy area Respiratory.

PCPM stands for Per Capita per Man or Contribution per 

Man. For ex: If 25 lakhs is the cost for a pool of 5 people, 

the PCPM would be 5 lakhs.

42 43

S
e

g
m

e
n

t - 2

S
e

g
m

e
n

t 
- 

2



DRAFT

DRAFT

· Create a Market Intelligence tracker and key in the 

required fields. This tracker should be placed in a 

central repository and should be updated by 

recruiters frequently.

Below is the framework for developing the Effective 

Sourcing Strategy:

Image 3

Conclusion And Findings:

Recruitment is the prior and responsible job for HR 

departments and recruitment executives. The 

importance is not only for filling the positions with right 

talent but with promptness too. Right person for the right 

job at right time is the prior motto of a pro-active 

recruitment strategy. The use of technology is 

undoubtedly reducing the time and improving the 

quality of recruitment. This model does not only focus 

on the use of technology in recruitment, but also points 

out other factors found out from the study done at 

organization and the literature reviews. These other 

factors are - the use of data base, engage employee by 

using employer brand, and maintain the continuous 

relation with applicants even after eliminating them 

from one recruitment process. 

This framework is based on the information collected 

from the company and the available literature in 

recruitment or talent acquisition. This model may be 

used by the other pharma companies too, but since the 

current company has started using it, the validation of 

the success of model can be done through further 

study. The Recruitment team of the company is a strong 

one who have an updated knowledge about the 

business. The company is still not using technology for 

every task related to recruitment. Many of the manual 

tasks like documentation work and the approvals must 

be automated or digitized. There can be employee 

engagement activities conducted often to encourage 

team spirit and boost employee morale. Analytical tools 

that source and screen profiles can be used to find the 

suitable candidate.
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Ÿ The time taken for the PSR to settle and contribute 

effectively is around 45-60 days.

Ÿ Any vacancies in the single-man headquarters for 

more than 30 days costs the company a significant 

amount.

Effective sourcing strategy:

An effective sourcing strategy to populate the critical 

headquarters was to be devised. The strategy was to 

create a database or devise a way to source PSR level 

roles without any time lag which in turn would affect the 

business. 

From the competitor analysis done for all the brands in 

Phase 1, the PSRs should be sourced from the 

competitor companies of THIS COMPANY for the top ten 

single man headquarters.

The process suggested for the effective sourcing 

strategy is as follows:

Ÿ Build Proactive Database of PSRs through 

internal employees/social media/referrals 

during interview: 

 A database of all the referrals through internal 

employees should be collected with all the 

necessary information of both the referrer and the 

referee. The referred person should provide all the 

details such as his/her employee ID, contact 

number, Email ID and The person he/ she refers. 

Similarly the person referred should provide his / 

her details such as name, contact number, Email ID, 

work experience, therapy area he has an 

experience in, the areas he/she has covered, and 

also provide an ID proof (Pan card, Aadhar Card, 

Driver's license or Voter ID) which is mandatory.

 Following is the list of fields required.

Table 4

Ÿ Reward employees for building database:

 The employees who refer should be eligible for an 

incentive for every reference he/she gives. For the 

top 5 valid references that the employees gives out 

of 20 references, he gets a certain amount of 

incentive. This reference system can be reviewed 

every quarter. Following can be the incentive pay 

for the top 5 references. 

Table 5

Ÿ Engage with external candidates to build 

employer branding:

 The candidates generated from the database 

should be kept engaged through various means. 

The engagement platform should facilitate 

exchange information on the market trends, new 

opportunities in the market, knowledge sharing 

medium. Personal greetings on birthdays or special 

occasions of the candidates will create a strong 

employee branding.

Ÿ Flash the requirements to the data base:

 The requirements for candidates in specified 

location for a specified role or designation should 

be communicated in the database so that the 

interested candidates can apply for the position. 

This will save time in searching for the various 

profiles from the online job sites. This also results in 

candidates being aware of the roles and 

responsibilities and only the eligible one can apply.
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Abstract

The educational sector has been undergoing a major 

disruptive makeover over the past decade, where the 

unlimited and unfettered access to quality education 

appeared impossible to the masses. Education is fast 

evolving and emerging as an open, accessible, 

individualized model, breaking the stranglehold of the 

prevailing traditional university models. Massive Open 

Online Courses or MOOCs as it is commonly known, has 

sparked discussion about the future of education. Both 

academia and industry has recognised the role of 

MOOCs and its potential to deliver education around the 

globe on an unprecedented scale. But what needs to be 

observed is whether MOOCs is the way forward?

Into the world of MOOCs!

Henry Ford once said, “Anyone who stops learning is old, 

whether at twenty or eighty, and anyone who keeps 

learning stays young. It is aptly true that in a world where 

change has become the only constant, to stay relevant, 

stopping oneself from learning is a self-inflicted poor 

choice. The educational sector has been undergoing a 

major disruptive makeover over the past decade, where 

the unlimited and unfettered access to quality 

education appeared impossible to the masses. Driven 

by the forces of advancement in information and 

communication technologies, the tech-savvy learners 

of today are forcing educators and learners to break 

constraints of time, space and environment. Education is 

fast evolving and emerging as an open, accessible, 

individualized model, breaking the stranglehold of the 

prevailing traditional university models.

With changing lifestyle, most of us today live and 

breathe technology and internet. Today, for someone 

who truly yearns to learn, isn't the internet his/her 

favourite teacher?  The latest incarnations of 

technology in learning, as a game-changer would be 

the introduction of online learning platforms, known 

collectively as the Massive Open Online Courses, or 

MOOCs as it is commonly known. The adoption of these 

courses by prestigious universities worldwide has 

sparked discussion about the future of education, or at 

Into The World Of MOOCs!
- Rahul R Lexman
rahullex@gmail.com

the minimum, the future of academia's role in it. The 

modern educational systems have drastically changed 

from traditional brick and mortar classroom-based 

learning pedagogy to that of collaborative learning 

environments, where the instructors and the learners 

are mutually involved in the development and 

expansion of knowledge (Khan et al., 2017).

Digitization in the field of education has become 

ubiquitous and extensive with new developments in 

Information Technology (IT). There has been a paradigm 

shift in the learning environment of learners where 

traditional classrooms are transformed to diverse smart 

learn ing  env i ronments  that  has  a lso  led  to 

corresponding changes in the learners' objectives, 

learning psychology and behaviour. Over the last 

decade, academicians have taken interest in Massive 

Open Online Courses (MOOCs) and have recognised its 

potential to deliver education around the globe on an 

unprecedented scale. We do have to accept that today, 

Quality education is not only the prerogative of the rich. 

All you need is a computer or smartphone with an 

internet connection to have access to information and 

education. One has an option, where one can attend 

lectures online, take part in discussion forums, assess 

oneself and develop his/her career. MOOCs enable 

access, to world-class education at the doorsteps of 

learners geographically dispersed via the internet.  A 

learner irrespective of his socio-economic-cultural 

background is provided with opportunities to attend and 

learn through lectures of faculty from the best 

educational institutes across the globe.  But, though 

introduction of MOOCs was viewed as an educational 

innovation that could overcome the limitations of cost, 

and accessibility (Joo, So, & Kim, 2018) in the West, 

sceptics and several researchers have questioned the 

efficacy of MOOCs, mainly due to low retention and 

course completion rates.

Students who enrol for MOOCs have the opportunities 

to get exposed to video based lectures, broken into 

short videos, where the students can replay, pause or 

revisit topics at their convenience. Assessments are 

done through short quizzes and assignments that help 

learners to evaluate their progress. MOOCs ensure 
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- Manisha Kumari - Lushna Mahapatra
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Coursera:

Founded in the year 2009, this platform has 

revolutionized the mode of distance learning to a wider 

spectrum of learners. A home to 37 million people, 

Coursera is the largest MOOC provider in the world with 

over 3100 active courses. Founded by computer science 

professors Andrew Ng and Daphne Koller, from Stanford 

University, Coursera is a for-profit educational 

technology company that offers massive open online 

courses (MOOCs). Coursera works with different 

universities across the globe to make some of their 

courses available online, and offers courses in an array 

of domains, that includes physics, engineering, 

humanities, medicine, biology, social sciences, 

mathematics, business, computer science, and many 

more. Coursera is a free online learning tool, for 

everyone who has an account registered. Account 

registration is free of cost and all courses offered by 

Coursera are accessible for free. However if a learner 

requires a verified certificate, a nominal subscription fee 

needs to be paid. Courses on Courseera include 

recorded video lectures, auto-graded and peer-

reviewed assignments, and community discussion 

forums. On completion of a course, he/she receives a 
1sharable electronic Course Certificate.

edX:

As the home to over eighteen million learners across the 

globe, edX is the second-largest MOOC provider in the 

world. The platform currently runs over 2200 courses in 

different functional domains. Founded in 2012 with MIT 

and Harvard universities as the founding partners, some 

of their unique programs include University-credit 

programs and Micro-Masters. They also have the 'X-

series' courses that are a bunch of domain based 
2specialization courses.  

1. https://www.coursera.org/
2. https://www.edx.org/

students to gather better understanding of what's being 

explained through lectures apart from the weekly 

assignments, follow up activities and discussion forums 

to stay engaged in the learning process. The world 

around us is changing at a fast pace and we see the 

'Fourth industrial revolution' engulfing every sphere of 

our lives. With internet rapidly transforming the human 

minds, it has influenced the way people think, perceive 

and absorb information. We do have to realize that for 

the generation of today, the 'digital natives' as they are 

called, technology is an inevitable part of their lives.

(Adopted from: https://www.classcentral.com/ 

report/mooc-stats-2018/)

Over a span of seven years since its inception, the MOOC 

enrolment figures has crossed the 100 million mark. At 

the same time, there has been a key issue with respect 

to the completion rates and also the issue of the 

absence of the new learners signing up for courses. 

Most researches done in the area show a less than 10 

percent completion rate as the major challenge for the 

service providers.

A list of the top five MOOC providers by the registered 

users:

1. Coursera — 37 million

2. edX — 18 million

3. XuetangX — 14 million

4. Udacity — 10 million

5. FutureLearn — 8.7 million

Some of the major MOOC platforms (Country-wise) are 

as follows:
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universities across the globe to make some of their 

courses available online, and offers courses in an array 

of domains, that includes physics, engineering, 

humanities, medicine, biology, social sciences, 

mathematics, business, computer science, and many 

more. Coursera is a free online learning tool, for 

everyone who has an account registered. Account 

registration is free of cost and all courses offered by 

Coursera are accessible for free. However if a learner 

requires a verified certificate, a nominal subscription fee 

needs to be paid. Courses on Courseera include 

recorded video lectures, auto-graded and peer-

reviewed assignments, and community discussion 

forums. On completion of a course, he/she receives a 
1sharable electronic Course Certificate.

edX:

As the home to over eighteen million learners across the 

globe, edX is the second-largest MOOC provider in the 

world. The platform currently runs over 2200 courses in 

different functional domains. Founded in 2012 with MIT 

and Harvard universities as the founding partners, some 

of their unique programs include University-credit 

programs and Micro-Masters. They also have the 'X-

series' courses that are a bunch of domain based 
2specialization courses.  

1. https://www.coursera.org/
2. https://www.edx.org/

students to gather better understanding of what's being 

explained through lectures apart from the weekly 

assignments, follow up activities and discussion forums 

to stay engaged in the learning process. The world 

around us is changing at a fast pace and we see the 

'Fourth industrial revolution' engulfing every sphere of 

our lives. With internet rapidly transforming the human 

minds, it has influenced the way people think, perceive 

and absorb information. We do have to realize that for 

the generation of today, the 'digital natives' as they are 

called, technology is an inevitable part of their lives.

(Adopted from: https://www.classcentral.com/ 

report/mooc-stats-2018/)

Over a span of seven years since its inception, the MOOC 

enrolment figures has crossed the 100 million mark. At 

the same time, there has been a key issue with respect 

to the completion rates and also the issue of the 

absence of the new learners signing up for courses. 

Most researches done in the area show a less than 10 

percent completion rate as the major challenge for the 

service providers.

A list of the top five MOOC providers by the registered 

users:

1. Coursera — 37 million

2. edX — 18 million

3. XuetangX — 14 million

4. Udacity — 10 million

5. FutureLearn — 8.7 million

Some of the major MOOC platforms (Country-wise) are 

as follows:
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With the rapid pace of technological change, the 

potential for growth of MOOC platforms are limitless. In 

the age of digitalization, acceptance and usage rates of 

MOOCs across the globe shall increase manifold. But 

while MOOCs are recognized for its unique features, 

what needs to be observed is whether MOOCs are the 

future of learning? With the advent of an era of Big data, 

Block chain technologies, Internet of Things (IOT) and 

Artificial Intelligence, industries are moving the 

technology way to ensure delivery of enhanced value to 

the customers. With technology modifying the world 

into a unified marketplace and transforming the nature 

and design of jobs, leading to changes in the nature of 

work relationships, it is vital to know how virtual could 

careers be?
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edX courses can be taken through two options:

1. Audit: These courses could be taken free, where 

the user does not have to pay for auditing the 

course. But they would not earn a verified certificate 

for completing the course. 

2. Verified Certificate: To earn a certificate, the 

learner needs to pay a fee. Upon completion of the 

course, the user gets a verified certificate of 

completion which could be used as a credential of 

expertise or exposure in that field of study.

In addition to this edX also provides financial assistance 

for verified certificate, which as per the website could go 

up to 90% of the course fee. Based on the eligibility of the 

candidate which will be gauged through a financial aid 

form, the financial assistance will be provided. 

Future Learn 

Future Learn, a UK based MOOC platform offers a 

diverse selection of courses in collaboration with 

leading universities and cultural institutions from around 

the world. Future Learn works not only with the best 

universities but also with the best institutions with a 

huge archive of cultural and educational material, such 

as the British Council, the British Library, the British 

Museum, and the National Film and Television School. 

Apart from courses on technology and management, 

they also provide courses on creativity, humanities, 

healthcare and plenty more. It has over 8.7 million 

registered users, with over 1000 courses floated. 

Social interaction is the heart of what they do. They put 

an end to the loneliness of the long-distance learner by 

providing discussion opportunities and interact with 
3other learners.

SWAYAM

The national MOOCs portal developed by the 

Government of India, under the Ministry of Human 

Resource Development is called as SWAYAM (Study 

Webs of Active –Learning for Young Aspiring Minds). 

The SWAYAM provides learners with an opportunity to 

choose from hundreds of courses offered in various 

domains, delivered by the best of the teachers in India. A 

student who is studying in any college, could also utilize 

the provision of transferring the credits earned by taking 

these courses into their academic records. Seven 

national coordinators have been appointed under 
4SWAYAM, to ensure the best quality content offering.  

Udacity 

Udacity is noted more for the offering of skill-based 

platforms for professionals including the Nano degree 

programs and credentials that are industry-specific. It 

has more than 10 million students enrolled for various 

courses offered. The courses are designed and 

developed with input from education and industry 

experts. Currently, Udacity has over 50,000 students 

registered in paid Udacity Nano-degree programs, with 

more than half of those students outside of the U.S. 

Twelve percent of these students are scholarship 

recipients, many of whom are sponsored by Udacity's 

industry partners. The company has more than ten 

million students across its courses and Nano degrees. 

According to Udacity, these students have spent 768 

million minutes in the classroom and completed 350k 

projects in the last year. Their course formats include 

short videos, exercises, projects and mentoring. They 

offer tuition reimbursement and a job guarantee as a 
5part of certain Nano degrees.

The future

In a world where re-skilling and up-skilling has become 

the need of the hour, MOOCs act as a medium for 

continuous education. MOOCs through their specially 

designed courses also act as a platform for learners to 

earn certifications and aids in career enhancement.

Universities today have tie-ups and collaborations with 

multinational companies to design customized courses 

to cater to the changing needs and demands of the 

industry.

3. https://www.futurelearn.com/
4. https://swayam.gov.in/
5. https://www.udacity.com/
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huge archive of cultural and educational material, such 

as the British Council, the British Library, the British 

Museum, and the National Film and Television School. 
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healthcare and plenty more. It has over 8.7 million 

registered users, with over 1000 courses floated. 

Social interaction is the heart of what they do. They put 

an end to the loneliness of the long-distance learner by 

providing discussion opportunities and interact with 
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The national MOOCs portal developed by the 

Government of India, under the Ministry of Human 

Resource Development is called as SWAYAM (Study 

Webs of Active –Learning for Young Aspiring Minds). 

The SWAYAM provides learners with an opportunity to 

choose from hundreds of courses offered in various 
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student who is studying in any college, could also utilize 

the provision of transferring the credits earned by taking 

these courses into their academic records. Seven 

national coordinators have been appointed under 
4SWAYAM, to ensure the best quality content offering.  
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programs and credentials that are industry-specific. It 

has more than 10 million students enrolled for various 

courses offered. The courses are designed and 

developed with input from education and industry 

experts. Currently, Udacity has over 50,000 students 

registered in paid Udacity Nano-degree programs, with 

more than half of those students outside of the U.S. 
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recipients, many of whom are sponsored by Udacity's 

industry partners. The company has more than ten 
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According to Udacity, these students have spent 768 

million minutes in the classroom and completed 350k 

projects in the last year. Their course formats include 

short videos, exercises, projects and mentoring. They 

offer tuition reimbursement and a job guarantee as a 
5part of certain Nano degrees.
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In a world where re-skilling and up-skilling has become 

the need of the hour, MOOCs act as a medium for 

continuous education. MOOCs through their specially 

designed courses also act as a platform for learners to 

earn certifications and aids in career enhancement.

Universities today have tie-ups and collaborations with 
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to cater to the changing needs and demands of the 
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History of the Legislation: Legislative intent refers to why 

laws are created, and it is, therefore, an important 

element in understanding how laws are to be applied. 

Legislative history records are important resources for 

the interpretation of existing laws and for the shaping of 

new laws.

Applicability of the Act:

The Contract Labour (Regulation and Abolition) Act,1970 

applies to the following entities:

Ÿ It applies to any establishment in which twenty or 

more workmen are employed on any day of the of 

the accounting year as contract labour.

Ÿ� It applies to any contractor who employs or who 

employed twenty or more workers on any day of the 

accounting year.

Ÿ Also, it does not apply to the establishments if any 

work performed in the intermittent nature.

Ÿ It does not apply to the establishments if any work 

not performed for more than one-twenty days in a 

year.  It does not apply to the establishments 

situated in the special economic zone (SEZ).

Ÿ It does not apply to the establishments if any work 

performed in the seasonal nature for more than 

sixty days in a year.

Scheme of the Act: A Statutory Scheme means an 

elaborate and systematic plan of action on a particular 

topic provided in the statute itself. It can be a specific Act 

or legislation dealing with a particular subject.

Object of this article is to initiate in to industrial Relations 

Management.

a) What is industry?

b) What is dispute?

c) Key definitions.

a) What is Industry :

 “ Industry means any systematic activity carried on 

by co operation between an employer and his 

employee whether such workmen are employed by 

such employer directly or by or through any agency 

including a contractor for the production supply or 

distribution of goods or sources with a overview to 

satisfy human want or wishes (not being wants or 

wishes which are merely spiritual or religious in  

nature) whether or not  ( i )  any capital has been 

invested for the purpose of carrying on such activity 

or (ii) such activity is carried on with a motive to 

make aby gain or profit and includes any activity 

relating to the promotion of sales or business or 

both carried on by an establishment but does not 

include :

Ÿ  � Normal Agriculture operations.

Ÿ � Hospital, Dispensaries.

Ÿ � Educational, Scientific Research Training 

Institution.

Ÿ � Charitable Philanthropic Service.

Ÿ � Khadi Village Industries.

Ÿ � Domestic services etc.

 The essences of good industrial relation lies in the 

bringing up of good labour relations which gives a 

forum to understand each other (employer, 

employee) properly. Creates co-operative thinking 

and working to achieve the goal of the organization.

 A good industrial relations increases the morale 

of employers.

 The main reasons for industrial discard can be due 

to

Ÿ Misunderstanding or differences in perception.

Ÿ Lack of co operation real or imagined.

Ÿ Problems with authority.

b)  Industrial dispute Act (1947) :

 Ever expanding complex multi product/project 

companies with diverse and conflicting interest of 

workmen and employers,  growing labour 

consciousness, resulting in strikes and lockouts, 

lead to the outcome of Industrial dispute Act (1947).

Object of the Act: 'Labor Legislation' refers to all laws of 

the government to provide social and economic 

security to the workers. These acts are aimed at 

reduction of production losses due to industrial disputes 

and to ensure timely payment wages and other 

minimum amenities to workers.

Objectives of Industrial Relations:

Ÿ� To enhance economic status of worker.

Ÿ� To  a v o i d  i n d u s t r i a l  c o n f l i c t s  a n d  t h e i r 

consequences.

Ÿ� To extend and maintain industrial democracy.

Ÿ� To provide an opportunity to the worker to have a 

say in the management decision making.

Ÿ� To regulate production by minimizing conflicts.

Ÿ� To provide forum to the workers to solve their 

problems through mutual negotiations and 

consultations with management.

Ÿ� To encourage and develop trade union in order to 

develop workers collective strength.

Ÿ� Object of the Act. The Factories Act, 1948 was, 

therefore, enacted and came into force with the 

objective to provide adequate compensation to the 

affected persons. The Act extends to the whole of 

India and persons employed in factories, mines, 

plantation, construction, mechanically propelled 

vehicles and in some hazardous occupations are 

covered under the provisions of the Act. It is an Act 

to consolidate and amend the law regulating labour 

in factories (Preamble of the Act).

Ÿ� Law of Welfare & Working Condition of Service) Act, 

1996 Service, and Miscellaneous Provisions Act, 

1955. The Sexual Harassment of Women at 

Workplace (Prevention, Prohibition and Redressal) 

Act, 2013.

Ÿ� The Factories Act, 1948, The Contract Labour 

(Regulation and Abolition) Act, 1970 The Building 

and Other Constructions Workers' (Regulation of 

Employment and The Mines Act, 1952. The Weekly 

Holidays Act, 1942 The Working Journalists and 

Other Newspapers Employees (Conditions of The 

Child and Adolescent Labour (Prohibition and 

Regulation) Act, 1986

Trends In Industrial Relations And Labour Laws

- Chandrashekhar Vasant Kothawade
chandrashekar_vasant@rediffmail.com

Learning Objectives: Object of this article is to learn 

trends in  Industrial Relations and Labour Laws.

Introduction

Industrial Relations deals with the worker employee 

relation in any industry Government has attempted to 

make Industrial relations more health the by enacting 

Industrial Disputes Act 1947. To solve this dispute and to 

reduce the dispute this, in turn, improves the relations. 

“The fundamental principle of labour legislation is to 

guarantee the weaker party in the labour market 

protection and basic rights in order to be in a fair position 

when negotiating salary and working conditions.” That 

fact was recalled in 2006 by Marcello Malentacchi, 

General Secretary of the International Metalworkers 

Federation (IMF). The re-minder was addressed to the 

government of a member State of the International 

Labour Organization.

ILO (International Labour Organisation): In recent 

years, the government concerned has gained 

something of a reputation for legislating to dismantle 

the industrial relations system and weaken trade union 

rights – among other things, by promoting individual 

employment contracts, to the detriment of collective 

agreements negotiated between trade unions and 

employers. This disdain for the basic principles of labour 

law has already come in for serious criticism from the ILO 

supervisory bodies. The dossier is now being examined 

by the Committee on Freedom of Association, and 

further developments are likely. It is certainly a good 

illustration of the ambivalent interpretations of labour 

law.

Labour law's role, evolution, and prospects worldwide, 

as well as the means of getting it respected (see Labour 

Education, No. 140-141, 2005/3-4 on labour inspection), 

are clearly ILO business. In particular, they are covered 

by the core Conventions on freedom of association and 

the right Editorial Vito collective bargaining, which has 

become an essential source of labour law in many 

countries. 
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laws are created, and it is, therefore, an important 

element in understanding how laws are to be applied. 

Legislative history records are important resources for 

the interpretation of existing laws and for the shaping of 

new laws.
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Ÿ It applies to any establishment in which twenty or 

more workmen are employed on any day of the of 
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Ÿ� It applies to any contractor who employs or who 

employed twenty or more workers on any day of the 
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Ÿ Also, it does not apply to the establishments if any 
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Ÿ It does not apply to the establishments if any work 

not performed for more than one-twenty days in a 

year.  It does not apply to the establishments 

situated in the special economic zone (SEZ).

Ÿ It does not apply to the establishments if any work 

performed in the seasonal nature for more than 

sixty days in a year.
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topic provided in the statute itself. It can be a specific Act 

or legislation dealing with a particular subject.
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Ÿ � Hospital, Dispensaries.
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Ÿ � Charitable Philanthropic Service.
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 The essences of good industrial relation lies in the 

bringing up of good labour relations which gives a 

forum to understand each other (employer, 

employee) properly. Creates co-operative thinking 

and working to achieve the goal of the organization.
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of employers.
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further developments are likely. It is certainly a good 

illustration of the ambivalent interpretations of labour 
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example, it is generally not the rule closest to the 

top of the hierarchy which dominates, but the rule 

“most favourable to the worker”. 

 Industrial Relations Meanings, Discord, Conflict: 

Industrial conflict occurs when employees express 

their dissatisfaction with management over the 

current state of the management-employee 

relationship. The causes of such dissatisfaction are 

typically matters related to regular wage payment, 

wage increase or remunerations according to terms 

of the employment contract.

 c) Key issues in international industrial 
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Difference between industrial relations and Labour 

relations :

Broadly speaking, industrial relations focus on the 

relationships that exist between an employer and the 

employees collectively through their union, while 

employee relations refer to the analysis and 

management of work involving the individual.

Tripartite relationship :

The labour relationship is usually described as a 

tripartite relationship between employers, employees 

and the state. Labour relations is therefore about the 

dynamics between the parties to the relationship, the 

rules, and regulations governing the relationship, and 

the environment in which the relationship takes place.

Main aspects of industrial relations :

Traditionally, the term industrial relations is used to 

cover such aspects of industrial life as trade unionism, 

collective bargaining, workers' participation in 

management, discipline and grievance handling, 

industrial disputes and interpretation of rules and code 

of conduct.

Importance of the Industrial relations: The healthy 

industrial relations are key to the progress and success. 

Their significance may be discussed as under 

Uninterrupted production The most important benefit of 

industrial relations is that this ensures continuity of 

production. This means, continuous employment for all 

from manager to workers.

Related definitions concern to Industrial Relations 

and Labour Laws.

Collective agreement: A collective agreement is an 

agreement in writing between an employer and the 

trade union representing employees of the employer 

which contains provisions respecting conditions of 

employment, rates of pay, hours of work, and the rights 

and obligations of the parties to the agreement. 

Ordinarily, the agreement is for a definite period such as 

one, two or three years, but not less than twelve months. 

Under some conditions, amendments are made to 

agreements by mutual consent during the term of the 

agreement in order to deal with special circumstances.

Collective bargaining: Collective bargaining is the 

framework under which the negotiation of the collective 

 Main provisions of the Act are :

 Settlement Machinery :

Ÿ� Provides suitable machinery for investigation 

just equitable and peaceful settlement of 

industrial disputes and aims to provide justice 

both to employers and workmen.

Ÿ  Collective bargaining – negotiation

Ÿ  Aims at promoting security amity and good 

relations between employer and employee or 

between employers and workmen.

Ÿ Prevent illegal strikes and lockouts and explain 

the contingencies when these can be declared 

illegal or unlawful.

Ÿ Provide conditions and relief toe workmen in 

the matters of lay offs, retrenchment and 

dismissals and victimizations.

Ÿ Last in first out in a retrenchment case or 

specific reasons in the case of others.

Ÿ Provides condition under which an industrial 

unit can be closed down. (02 months notice 

period for in any undertaking and given 

compensation to workmen.)

Ÿ Get the workmen the right of collective 

bargaining and promote conciliation.

Ÿ Lists down unfair labour practices on the part of 

both parties introduced in 1984.

 Factors affecting employee relations :

Ÿ Militancy of unions – nationally or locally.

Ÿ The extend to which bargaining is carried out at 

national, local or plant level.

Ÿ The effectiveness of any national or local 

procedure agreements that may exist.

Ÿ Employment situation nationally or locally.

Ÿ� Legal framework within which IR exists.

 Role of Government :

 Ever expanding complex multi product/project 

 Government or state machinery regulates the 

relationship between workers' organizations and 

employers organizations.

 Approaches used to define Industrial Relations :

 Definitions of Human Resource Management: 

Contracts of employment (involving trade unions, 

worker collectives, labour courts, and government 

agencies), as well as management of conflict 

arising out of the personal interactions of individuals 

in the workplace, are part of labour management 

functions. (i.e. recruitment, selection, training, 

development, performance management, etc.

 Employment Relations (Employee Relations) :
 

 Contracts of employment (Involving trade unions, 

worker collectives, labour courts, and government 

agencies), as well as the management of conflict 

arising out of the personal interactions of individuals 

in the workplace,  are part of workplace relations, 

together with the normal functions of Human 

Resource Management.

 Causes of Industrial Disputes :
Ÿ

Ÿ Economic causes include.

Ÿ Non-economic causes include.

Ÿ  Progressive Management.

Ÿ Strong and Stable Union.

Ÿ Mutual Accommodation.

Ÿ Sincere Implementation of Agreements.

Ÿ Workers' Participation in Management.

Ÿ Sound Personnel Policies.

 So here are a few tips to help you to develop more 

positive and healthy relationships in all areas of 

your life:

Ÿ Accept and celebrate differences.

Ÿ Listen effectively.

Ÿ Give people your time.

Ÿ Develop your communication skills.

Ÿ Manage mobile technology.

Ÿ Learn to give and take feedback.

Ÿ Learn to trust more.

 Definitions of Related terms in I.R: The Industrial 

Relations or IR encompasses the relationship 

between the management and workmen and the 

role of a regulatory body to resolve any industrial 

dispute. Regulatory body to resolve industrial 

disputes. Collective Bargaining. The role of 

management, unions, and government. Labor 

Legislation.

 The sources of labour law The following sources of 

law are set out in a rough hierarchy. Generally 

speaking, the sources nearer to the top of this list 

will overrule conflicting provisions found in sources 

lower down the list, but the hierarchy is not valid for 

all countries or situations. In the French system, for 
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labour jurisdiction has been explained in the following 

table:

The Ministry of Labour and Employment seeks to 

protect and safeguard the interests of workers in general 

and those who constitute the poor, deprived and 

disadvantaged sections of the society, in particular, with 

due regard to creating a healthy work environment for 

higher production and productivity, and developing and 

coordinating vocational skill training and employment 

services. Government's attention is also focused on 

promotion of welfare activities and providing social 

security to the labour force both in the organised and 

unorganised sectors, in tandem with the process of 

liberalisation. These objectives are sought to be 

achieved through enactment and implementation of 

various labour laws, which regulate the terms and 

conditions of service and employment of workers.

The following are the thrust areas of the Government 

concerning labour laws:

Ÿ Labour policy and legislation;

Ÿ Safety, health, and welfare of labour;

Ÿ Social security of labour;

Ÿ Policy relating to special target groups such as 

women and child labour;

Ÿ Industrial relations and enforcement of labour laws 

in the central sphere;

Ÿ Adjudication of industrial disputes through Central 

Government Industrial Tribunals-cum-Labour 

Courts and National Industrial Tribunals;

Ÿ Workers' education;

Ÿ Labour and employment statistics;

Ÿ Emigration of labour for employment abroad;

Ÿ Employment services and vocational training;

Ÿ Administration of central labour and employment 

services; and

Ÿ I n te rnat iona l cooperat ion  in  labour and 

employment matters.

India has a number of labour laws that govern almost all 

the aspects of employment such as payment of wages, 

minimum wages, payment of bonus, payment of 

gratuity, contributions to provident fund and pension 

fund, working conditions, accident compensations, etc. 

The Government has enacted certain central 

legislations, viz, the Employees Provident Fund and 

Miscellaneous Provisions Act, Employees State 

Insurance Act, Payment of Wages Act, Minimum Wages 

Act, Equal Remuneration Act, Maternity Benefits Act, etc.

In addition, at the State level, the State Governments 

usually have a separate Labour Ministry, which seeks to 

ensure compliance with State labour laws (viz, State 

Shops and Establishments Act, Labour Welfare Fund 

Act, etc) through its Labour Department, which is 

generally operational at the district level.

The various labour legislations enacted by the Central 

Government can be classified into the following 

different broad categories:

Industrial Relations :

Ÿ The Industrial Disputes Act, 1947

Ÿ The Industrial Disputes (Central) Rules,1957

Ÿ The Plantation Labour Act, 1951

Ÿ The Industrial Employment (Standing Orders) 

Rules, 1946

agreement takes place. It is a process in which a trade 

union and an employer negotiate, in good faith, the 

rights and obligations of a first collective agreement or 

the renewal of a previous collective agreement. In this 

process, the parties usually focus on such issues as 

wages, working conditions, grievance procedures, and 

fringe benefits.

Who can participate in collective bargaining: Every 

employee (except managers; superintendents; and 

persons who in the opinion of the Labour and 

Employment Board are employed in a confidential 

capacity in matters relating to labour relations or who 

exercise management functions) has the right to be a 

member of a trade union and to participate in the union's 

lawful activities, including collective bargaining.

Unions get bargaining rights: There are two methods of 

gaining bargaining rights. The first is certification and the 

second is voluntary recognition.

Certification: Certification is the process whereby the 

Labour and Employment Board designates a trade 

union as the sole and exclusive bargaining agent for a 

group of employees, referred to as a bargaining unit, 

following proof that the bargaining agent has majority 

support among the employees in the bargaining unit.

Voluntary recognition: Voluntary recognition is where a 

trade union acquires the status of exclusive bargaining 

agent for a group of employees in a defined bargaining 

unit because an employer voluntarily agrees to 

recognize it as such.

When can a union apply for certification: Where no 

collective agreement is in force and no trade union is 

certified under the Act, an application for certification 

may be made at any time before the Labour and 

Employment Board.

How does collective bargaining begin: If a trade union 

has been certified and no collective agreement is in 

force, the trade union may give the employer written 

notice of its desire to bargain or the employer (or 

employer's organization) may give written notice to the 

trade union of its desire to bargain. According to the 

Industrial Relations Act, where a collective agreement is 

already in force, either party may within the period of the 

90th and 30th day before expiration of the agreement, 

give notice in writing to the other of its desire to bargain 

for the renewal or revision of the collective agreement. 

Once notice is given, both sides must meet as soon as 

possible, but no later than 20 days after the notice was 

given (unless extended upon mutual agreement of the 

parties), to commence bargaining and must make every 

reasonable effort to reach an agreement.

Rights arbitration: Referred to as "Grievance" arbitration 

it occurs where a difference arises between the parties 

relative to the interpretation, application or to the 

administration a collective agreement.

How are grievances settled: Every collective 

agreement must contain a grievance procedure for 

settling disagreements without work stoppages with 

respect to the application, interpretation, and 

administration of the agreement. Where a collective 

agreement does not contain such a provision, the 

Industrial Relations Act deems such a procedure to be 

included in the agreement. The grievance mediation 

procedure is a voluntary process which can be an 

effective alternative to grievance arbitration. Grievance 

mediation does not interfere with the rights of the 

parties to have access to the grievance and arbitration 

processes. The parties to a collective agreement 

through the assistance of a grievance mediator, attempt 

to resolve a grievance through negotiations, therefore 

allowing the parties to control and shape settlements. If 

no agreement is reached, the grievance may still be 

referred to Arbitration. The only expense incurred by the 

parties in grievance mediation is the cost of the facilities, 

if necessary. Arbitration is a process by which a third 

party makes a settlement decision that is final and 

binding on the parties. The Arbitrator is not familiar with 

the negotiations that have taken place between the 

parties. All he or she knows, and all he or she can base 

the decision on is what the Arbitrator hears and sees at 

the Arbitration.

How can a trade union and an employer receive 

assistance in settling a grievance: If the grievance 

procedure outlined in the collective agreement has 

been exhausted and the grievance has not been settled, 

the parties may submit the grievance to arbitration for a 

final and binding determination. Arbitration may be done 

by a sole arbitrator or by an arbitration board.

Summary :

"Labour" is a subject in the "Concurrent List" under the 

Constitution of India where both the Central and State 

Governments are competent to enact legislations 

subject, however, to reservation of certain matters for 

the Central Government. The constitutional status of 
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Ÿ� The Unorganised Workers Social Security Act 2008

Ÿ� The Unorganised Workers Social Security Act 2008

Ÿ� The Bonded Labour System (Abolition) Act, 1976

Ÿ� The Cine Workers' Welfare Fund Act, 1981

Ÿ� The Cine Workers and Cinema Theatre Workers 

(Regulation of Employment) Rules, 1984

Ÿ� The Cine Workers and Cinema Theatre Workers 

(Regulation of Employment) Act, 1981

Employment & Training :

Ÿ The Employment Exchanges (Compulsory 

Notification of Vacancies) Rule, 1960

Ÿ The Employment Exchanges (Compulsory 

Notification of Vacancies) Act, 1959

Labour Reforms :

Ÿ The code on wages

Ÿ The Occupational Safety, Health, and Working 

Conditions Code, 2019 As Introduced in Lok Sabha

Ÿ The Code on Social Security, 2019

Ÿ List of Enactments in the Ministry :

Ÿ Central Labour Acts

Ÿ The Employees Compensation Act, 1923

 - The Employees Compensation (Amendment) Act 

2017

Ÿ The Trade Unions Act, 1926

Ÿ The Payment of Wages Act, 1936

 -  The Payment of Wages (Amendment) Act 2017

Ÿ The Industrial Employment (Standing Orders) Act, 

1946.

 - Notification dated 07.10.2016 (Amendment to 

Schedule)

Ÿ The Industrial Disputes Act, 1947

Ÿ The Minimum Wages Act, 1948� 

'The Employees State Insurance Act, 1948

Ÿ The Factories Act, 1948

Ÿ The Plantation Labour Act, 1951

Ÿ The Mines Act, 1952

Ÿ T h e  E m p l o y e e s  P r o v i d e n t  F u n d s  a n d 

Miscellaneous Provisions Act, 1952

Ÿ The Working Journalists and Other Newspapers 

E m p l oye e s  (C o n d i t i o n s  o f  S e r v i c e )  a n d 

Miscellaneous Provisions Act, 1955

Ÿ The Working Journalists (Fixation of rates of Wages) 

Act, 1958

Ÿ The Employment  Exchange (Compulsory 

Notification of Vacancies) Act, 1959

Ÿ The Motor Transport Workers Act, 1961

Ÿ The Maternity Benefit Act, 1961

 - The Maternity Benefit (Amendment) Act 2017

Ÿ The Payment of Bonus Act, 1965

 - The Payment of Bonus (Amendment) Act 2015

Ÿ The Beedi and Cigar Workers (Conditions of 

Employment) Act, 1966

Ÿ The Contract Labour (Regulation and Abolition) Act, 

1970.

Ÿ The Payment of Gratuity Act, 1972

Ÿ The Limestone and Dolomite Mines Labour Welfare 

Fund Act, 1972

Ÿ The Bonded Labour System (Abolition) Act, 1976

Ÿ The Iron Ore Mines, Manganese Ore Mines and 

Chrome Ore Mines Labour Welfare (Cess) Act, 1976

Ÿ The Iron Ore Mines, Manganese Ore Mines and 

Chrome Ore Mines Labor Welfare Fund Act, 1976

Ÿ The Beedi Workers Welfare Cess Act, 1976

Ÿ The Beedi Workers Welfare Fund Act, 1976

Ÿ The Sales Promotion Employees (Conditions of 

Service) Act, 1976

Ÿ The Equal Remuneration Act, 1976

Ÿ The Inter-State Migrant Workmen (Regulation of 

Employment and Conditions of Service) Act, 1979

Ÿ The Cine Workers and Cinema Theatre Workers 

(Regulation of Employment) Act, 1981

Ÿ The Cine Workers Welfare Fund Act, 1981

Ÿ The Dock Workers (Safety, Health, and Welfare) Act, 

1986

Ÿ The Child and Adolescent Labour (Prohibition and 

Regulation) Act, 1986

Ÿ The Labour Laws (Exemption from Furnishing 

Returns and Maintaining Registers by Certain 

Establishments) Act, 1988

Ÿ The Amendment Act 2014

Ÿ 'The Building and Other Constructions Workers 

(Regulation of Employment and Conditions of 

Service) Act, 1996

Ÿ The Building and Other Construction Workers 

Welfare Cess Act, 1996

Ÿ 'The Unorganized Workers Social Security Act, 

2008

Ÿ The Industrial Employment (Standing Orders) Act, 

1946

Ÿ� The Trade Unions (Amendments) Act, 2001

Ÿ The Trade Unions Act, 1926.

Industrial Safety and Health :

Ÿ� The Factories Act, 1948

Ÿ The Factories Act, 1948

Ÿ The Mines Act, 1952

Ÿ The Dock Workers (Safety, Health & Welfare) Act, 

1986

Ÿ The Dock Workers (Safety, Health & Welfare) Act, 

1986

Child & Women Labour :

Ÿ Equal Remuneration Rules, 1976

Ÿ Notification to amend the Schedule (hazardous list) 

to the Child and Adolescent Labour (Prohibition & 

Regulation) Act, 1986

Ÿ Notification to amend the Schedule (hazardous list) 

to the Child and Adolescent Labour (Prohibition & 

Regulation) Act, 1986

Ÿ� S tandard Operat ing Procedure (SOP)  for 

Enforcement of the Child and Adolescent Labour 

(Prohibition and Regulation) Act, 1986

Ÿ� The Child and Adolescent Labour (Prohibition & 

Regulation) Act, 1986

Ÿ� Notification for enforcement of the Child Labour 

(P&R) Amendment Act, 2016

Ÿ� Notification of the Child Labour (Prohibition and 

Regulation) Amendment Rules, 2017

Ÿ� Constitution of the Committee for framing of SOP 

for effective enforcement of the Child and 

Adolescent Labour (P and R) Act, 1986

Ÿ� Constitution of the Committee for framing of SOP 

for effective enforcement of the Child and 

Adolescent Labour (P and R) Act, 1986

Ÿ Intent Notification for the Child Labour (Prohibition 

and Regulation) Amendment Rules, 2017.

Social Security :

Ÿ

Ÿ� The Payment of Gratuity Rules 1972

Ÿ The Payment of Gratuity Act, 1972

Ÿ Employees Compensation(Amendment) Act,2017

Ÿ Maternity Benefit(Amendment) Act,2017

Ÿ The Personal Injuries (Emergency) Provisions Act, 

1962

Ÿ The Personal Injuries (Compensation Insurance) 

Act, 1963

Ÿ The Maternity Benefit Act, 1961

Ÿ Employees liability act 1938

Ÿ The Employees' Provident Fund & Miscellaneous 

Provisions (Amendment) Act, 1996

Wages :

Ÿ� The Payment of Wages (Amendment) Act, 2017 

(No.1 of 2017)

Ÿ� The Payment of Wages (AMENDMENT) Act, 2005

Ÿ� The Payment of Wages Rules, 1937

Ÿ The Payment of Wages Act, 1936

Ÿ Bonus

Ÿ The Payment of Bonus (Amendment) Ordinance, 

2007

Ÿ The Payment of Bonus Rules, 1975

Ÿ The Payment of Bonus Act, 1965

Ÿ The Payment of Bonus (Amendment) Act, 2007

Ÿ The Payment of Bonus (Amendment) Act, 2015

Ÿ The Payment of Bonus (Amendment) Rules, 2014

Ÿ Corrigendum to GSR No.784(E) dated 10.11.2014

Ÿ The Payment of Bonus (Amendment) Rules, 2016

Working Journalists :

Ÿ The Working Journalists and Other Newspaper 

E m p l oye e s  (C o n d i t i o n s  o f  S e r v i c e )  a n d 

Miscellaneous Provisions Act, 1955

Ÿ Working Journalist (Conditions of service) and 

Miscellaneous Provisions Rules, 1957

Ÿ The Working Journalist (Fixation of Rates of Wages) 

Act, 1958

Ÿ Working Journalists (Fixation of Rates of Wages) 

Rules, 1958

Ÿ Working Journalists (Fixation of Rates of Wages ) 

Rules, 1958 amendment

Ÿ Supreme Court Judgement dt.19.6.2017

Minimum Wages :

Ÿ The Minimum Wages (Central) Rules, 1950

Ÿ The Minimum Wages Act, 1948

Labour Welfare :

Ÿ

Ÿ Unorganised Workers Social Security Rules, 2009

Ÿ� Unorganised Workers Social Security Rules, 2009

Ÿ� The Unorganised Workers Social Security Rules 

2008

Ÿ� The Unorganised Workers Social Security Rules 

2008

58 59

S
e

g
m

e
n

t - 2

S
e

g
m

e
n

t 
- 

2



DRAFT

DRAFT

Ÿ� The Unorganised Workers Social Security Act 2008

Ÿ� The Unorganised Workers Social Security Act 2008

Ÿ� The Bonded Labour System (Abolition) Act, 1976

Ÿ� The Cine Workers' Welfare Fund Act, 1981
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completed, thereafter, services such registrations, 

return and inspections would be integrated on the 

Shram Suvidha Portal so that business get an one-

stop shop for meet ing the i r compl iance 

requirements.

Conclusion :  

Ÿ Learning Objectives of trends in Industrial Relations 

and labour laws.

Ÿ History of the Legislation, Applicability of the Act,  

Scheme of the Act  Definitions, 

Ÿ Statutory Agencies  and thei r powers  for 

enforcement of the Act.

Ÿ Duties of Occupier/Manufacturer: Measures to be 

taken for health, safety and welfare of workers– 

Health– Safety– Provisions relating to Hazardous 

processes– Welfare– Working hours of adults– 

Employment of young persons– Annual leave with 

wages– Special provisions– Penalties and 

procedure.

Ÿ� Factories Act, 1948 is an act to consolidate and 

amend the law regulating labour in factories.  The 

main objective of the Act is to ensure adequate 

safety measures but also to promote health and 

welfare of the workers employed in factories as well 

as to prevent haphazard growth of factories. Section 

In Factories Act, 1948. The first Factories Act was 

enacted in 1881 which was replaced by the Act of 

1934. 

The 1934 Act revealed a number of defects and 

weaknesses which hampered effective administration 

of the Act, therefore the Factories Act, 1948 was passed. 

The Act is in tune with the spirit of the Constitution of 

India i.e. article 24, 39(e), 39(f), 42 and 48A. 

The Factories Act, 1948 has been amended from time to 

time, especially after the Bhopal gas disaster, which 

could have been prevented. The amendment 

demanded a shift away from dealing with disaster (or 

disease) to prevention of its occurrence. 

The Factories (Amendment) Act came into force on 

December 1, 1987. A special chapter on occupational 

health and safety to safeguard workers employed in 

hazardous industries was added. In this chapter, pre-

employment and periodic medical examinations and 

monitoring of the work environment are mandatory for 

industries defined as hazardous under the Act. A 

maximum permissible limit has been laid down for a 

number of chemicals. 

Bonded labour must be attacked from many fronts. 

Enforcement of the law is essential, but it is not enough. 

The bonded labour must have someplace else to go. 

The elimination of current debt bondage and the 

prevention of new or renewed bondage, therefore, 

require a combination of concerted government action 

and extensive community involvement. Bonded labour 

is a vast, pernicious, and longstanding social evil and the 

tenacity of the Bonded Labour System must be 

attacked with similar tenacity. Anything less than total 

commitment is certain to fail. 
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A. Laws relating to Working Hours, Conditions of 

Services and Employment

Ÿ Factories Act, 1948

Ÿ Industrial Employment (Standing Orders) Act, 

1946

Ÿ  Shops and Commercial Establishments Act (of 

respective States)

Ÿ Contract Labour (Regulation and Abolition) Act, 

1970

Ÿ Inter-State Migrant Workmen (Regulation of 

Employment and Conditions of Service) Act, 

1979

Ÿ Weekly Holiday Act, 1942

Ÿ National and Festival Holidays Act (of 

respective States) 1963

Ÿ The Plantation Labour Act, 1951

Ÿ The Mines Act, 1952

Ÿ The Dock Workers (Safety, Health & Welfare) 

Act, 1986

B. Laws relating to Equality and Empowerment of 

Women

 1. Equal Remuneration Act, 1976

 2. Maternity Benefits Act, 1961.

C. Prohibitive Labour Laws

 1. Bonded Labour System (Abolition), Act, 1976

 2. Child Labour (Prohibition & Regulation) Act, 

1986

 3. The Beedi and Cigar Workers (Conditions of 

Employment) Act, 1966

 4. The Sexual Harassment at the Workplace 

(Prevention, Prohibition and Redressal) Act, 

2013

D. Laws relating to Employment and Training

 1. Apprentices Act, 1961

 2. Employment  Exchanges (Compulsory 

Notification of Vacancies) Act, 1959

 

The unorganised workers' social security Act, 2008

Preliminary : (i) This Act may be called the unorganized 

Workers' Social Security Act, 2008. 

1. It extends to the whole of India.

2. It shall come into force on such date as the Central 

Government may, by notification in the Official 

Gazette, appoint.

2. In this Act, unless the context otherwise requires, -

(a) “employer” means a person or an association of 

persons, who has engaged or employed an 

unorganized worker either directly or otherwise for 

remuneration;

(b) “home-based worker” means a person or an 

association of persons, who has engaged or 

employed an unorganised worker.

Suggestions :

Ÿ� All the Labour Laws, including any amendment, 

should be available online on the website of Labour 

Department of the States,  Services such 

[Registration License, Return filing, Challan, Plan 

approval] should compulsorily be developed 

online.

Ÿ� Labour Department of the State / UT Governments 

may develop and launch an Online Platform Portal 

for industries and Workers operating in the State to 

offer various services such as [Online Inspection 

System, Online Inspection Report, Registration, 

License, Renewal, Amendment, Return filing 

including Common Annual Return, Challan, 

Approval of Plan and other services as possible.

Ÿ While developing such services, the following 

provisions may also be kept in view such as Fee 

Payment should be through online Payment 

Gateway,  Complete Onl ine Processing of 

documents and time bound online approval/ 

clearances cutting delay.

Ÿ Introduction of Online Common Annual Return, 

Online Self Certification Scheme, Online Common 

Application Form.

Ÿ Introduction of Online Inspection System should be 

a computerized system based on risk based criteria 

and along with provision of randomized allocation 

of inspections. In addition, provision for submission 

of Online Inspection Report within 48 hours on the 

State Portal.

Ÿ After that, the State Labour Portal will be integrated 

with the Shram Suvidha-Portal of the Government 

of India. But before that, at least an updated 

database of business units of the state which gets 

updated in real-time through an online registration 

service for users of the state on State Government 

Labour Portal is a must. Once this process is 
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completed, thereafter, services such registrations, 
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Shram Suvidha Portal so that business get an one-

stop shop for meet ing the i r compl iance 

requirements.

Conclusion :  

Ÿ Learning Objectives of trends in Industrial Relations 

and labour laws.

Ÿ History of the Legislation, Applicability of the Act,  

Scheme of the Act  Definitions, 

Ÿ Statutory Agencies  and thei r powers  for 
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Health– Safety– Provisions relating to Hazardous 
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Ÿ� Factories Act, 1948 is an act to consolidate and 
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safety measures but also to promote health and 

welfare of the workers employed in factories as well 

as to prevent haphazard growth of factories. Section 

In Factories Act, 1948. The first Factories Act was 

enacted in 1881 which was replaced by the Act of 
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The 1934 Act revealed a number of defects and 

weaknesses which hampered effective administration 

of the Act, therefore the Factories Act, 1948 was passed. 

The Act is in tune with the spirit of the Constitution of 

India i.e. article 24, 39(e), 39(f), 42 and 48A. 

The Factories Act, 1948 has been amended from time to 

time, especially after the Bhopal gas disaster, which 

could have been prevented. The amendment 

demanded a shift away from dealing with disaster (or 

disease) to prevention of its occurrence. 

The Factories (Amendment) Act came into force on 

December 1, 1987. A special chapter on occupational 

health and safety to safeguard workers employed in 

hazardous industries was added. In this chapter, pre-

employment and periodic medical examinations and 

monitoring of the work environment are mandatory for 

industries defined as hazardous under the Act. A 

maximum permissible limit has been laid down for a 

number of chemicals. 

Bonded labour must be attacked from many fronts. 

Enforcement of the law is essential, but it is not enough. 

The bonded labour must have someplace else to go. 

The elimination of current debt bondage and the 

prevention of new or renewed bondage, therefore, 

require a combination of concerted government action 

and extensive community involvement. Bonded labour 

is a vast, pernicious, and longstanding social evil and the 

tenacity of the Bonded Labour System must be 

attacked with similar tenacity. Anything less than total 

commitment is certain to fail. 
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Ÿ After that, the State Labour Portal will be integrated 
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Abstract

Recruitments have changed innovatively from past till 

date. Now it is days for Talent Acquisition, where Human 

Resource are seen as assets i.e. Talents. So, when we say 

asset, it need to be acquired, thus leading to a new 

coined term “Talent Acquisition”. Talent acquisition and 

engaging critical talent are top challenges for any 

organizations these days irrespective of the sectors. We 

understand that IT and Telecom companies take lot of 

efforts to innovate new practices in acquiring the talent. 

In order to sustain the current growth rates in the new 

knowledge economy sectors, the pool of technical 

talent needs to continue to grow, which is attracting 

private players into Higher education sector. With the 

increasing role of private institutions in technical 

education, the practices of Talent Acquisition are also 

expected to change. This paper attempts to study 

whether this new terminology “Talent Acquisition” has 

any impact on Higher education sector of India? Or do 

they still follow the traditional method of hiring? This 

paper is part of a wider study covering the various Talent 

Acquisition practices being followed in private higher 

education sector of India with special reference to 

institutes which provide technical education in the state 

of Tamilnadu in India. The study would use both 

qualitative and quantitative research methods for better 

interpretation of data which would be collected through 

questionnaire and personal interviews with the 

management members of private technical education 

Institutions. The outcome of this research would surely 

have a greater impact on the Higher Education sector 

which would make them to think about the ways and 

means to improvise their existing practices and to 

realize the embryonic need of the new innovative 

practices in the domain of Talent Acquisition.

Key words: Talent Acquisition, Technical Education, 

Private educational Institutions.

Introduction:

It's almost a decade now in India that Human Resources 

A Study On Talent Acquisition Practices & Acceptance Of 
Deloitte Maturity Model (With Special Reference To Private 

Engineering Colleges In Tamilnadu)

- Mohan Parthasarathy
mohanparthahr@gmail.com

- Dr. Sameer Pingle
sameer.pingle@nmims.edu

are being looked as “Talents” by corporate world and 

they often struggle hard to acquire and manage talent. 

When we speak about Talent Acquisition, it's all about 

strategy approach towards recruitment. We understand 

that corporate sectors are coming up with innovative 

strategies for hiring a right talent. But when coming to 

Higher Technical Education sector, there is a lot to be 

looked upon. The demand for technical education in our 

country has traditionally been large. With the growth of 

knowledge based industries and the IT sector, this 

demand increased even more. This led to most states 

allowing private colleges in the field of technical 

education, a step that was necessary as government-

aided colleges could not cope with the demand. There 

are over 2,500 engineering colleges in the country, 

producing over 7 lakh graduates every year and to cater 

these many students, One of the Director of a private 

engineering college said that “we are always in a search 

of quality professors and bringing them to our system is 

highly challenging”. Thus, “How do these institutions find 

their talent?” is a big question which needs to be 

explored. Henceforth this paper tries to analyse the 

existing Talent Acquisition practices been followed by 

higher education sector in India with special reference to 

private engineering colleges in the state of Tamilnadu.

Objective:

1. To study the existing Talent Acquisition (TA) 

practices being followed by private engineering 

colleges in Tamilnadu.

2. To understand the preferred TA Practices 

3. To analyse the acceptance level of Deloitte's 

Maturity Model of TA by Educationists. 

Literature Review:

Talent acquisition is the process of finding and acquiring 

skilled human labor for organizational needs and to 

meet any labor requirement. Talent is a whole set of 

intuition, reasoning, insights, experiences related to 

customers, products, processes, markets, competition 

and so on that enable effective action. It is a systematic, 

organized, explicit and deliberate ongoing process of 

creating, disseminating, applying, renewing and 

updating the knowledge for achieving organizational 

objectives. Finding talent both on and Off Balance Sheet 

has moved far beyond Traditional recruiting to 

encompass the broader scope of Talent Acquisition 

(Deshpande, 2018).  From the literature and research in 

the area of Talent Acquisition, We could categorize 

Talent Acquisition basically in three fields: talent 

p lann ing  and deployment ,  human resource 

management reputation, and aggressive talent 

sourcing. The use of social media as a sourcing tool 

throws up some opportunities and challenges for 

employers. Social media potentially offers speed, 

efficiency and the ability to target and attract specific, 

particularly apposite candidates in the recruitment 

process. (Sharma, Singh, 2018)

The role of talent planning is to identify future talent 

needs and is important at all levels of the organization 

(Cheese 2010).  Research here focuses on the type of 

competencies (knowledge, skills, abilities and 

personality) that will be needed in various locations, 

using existing attrition and retirement data of the current 

employees in conjunction with the business plans of the 

firm. The goal of talent planning is to have an optimal 

level of talent positioning, which refers to having the 

right talent at the right place at the right time with the 

needed competencies and motivation at all levels and 

all locations of the firms (Guthridge et al., 2008). In 

addition, organizations are also concerned about the 

issue of developing a global talent deployment 

strategy, which refers to how companies formulate 

strategies to position leadership talent across the 

organizations in various regions and countries  . Talent 

acquisition professionals are usually skilled not only in 

sourcing tact ics,  candidate assessment,  and 

compliance and hir ing standards, but also in 

employment branding practices and corporate hiring 

initiatives. Talent acquisition as a function has become 

closely aligned with marketing and PR as well as Human 

Resources (Kumudha, Priyadarshini, 2016).

Organizations have to focus on characteristics that 

make themselves more attractive to a pool of potential 

applicant. Several organizations are focusing on 

improving their human resource reputations to attract 

talent  . Human resource reputation refers to the 

impression applicants have regarding the organization's 

image as an employer, which can be positive, neutral, or 

negative.  It is important for organizations to view 

employer brand as a marketing function  and treat 

potential applicants as customers, identify and analyze 

competitor employers, and focus on organizational 

characteristics that  matter most to specific types of 

recruits (Hieronimus et al., 2005).  Also, organisations 

have started using modern hiring techniques like e-

recruitment, social media recruitment, mobile 

recruitment etc. but at the same time an integration of 

traditional and modern hiring techniques can ensure 

quality talent getting hired. (Pandita, 2019). When 

speaking about modern hiring, Artificial Intelligence is 

also another area which is being explored. Even though 

AI is not widely used for talent acquisition today, but 

usage is expected to jump dramatically over the next 

two years. (HR.com, 2019)

There is  a  general assumption in  the talent 

management literature that most talented individuals 

are, in general, always employed, so a challenge for 

organizations is how to reach this talent pool. The 

traditional sourcing strategies may not work. Another 

challenge for multinational organizations is to counter 

the threat of local talent being more attracted to a local 

organization rather than a multinational organization  .  

When understanding the literature with respect to 

higher education, we understand that very few 

researches have been there with respect to their TA 

practices.  A nation is built to a large extent in its 

educational institutions – in its classrooms, laboratories, 

l ibrar ies and play ing f ie lds .  With increasing 

competitiveness among educational institutions, 

campus leaders and human resources departments 

need to strategically face hiring shortages and talent 

management challenges. It is been predicted that the 

turnover rate of faculties will be more than 50% among 

senior higher education administrators within the next 

five to ten years, This shows very clearly that our  focus 

on attracting and retaining talent is becoming critically 

important - particularly with key decision makers and 

administrators in higher education approaching 

retirement.

Educational institutes not only produce highly skilled 

and enlightened manpower needed for the political, 

economic and social transformation and development 

of our country but also shoulder the responsibility of 

lending dynamism, resourcefulness and intellectuality 

to it. The professors are the backbone of the educational 

system, the maker of mankind and the architect of 

society. A nation grows with the teachers and with the 

education imparted to the people. It is in this respect 

that the role of the teachers acquires significance in 
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Abstract

Recruitments have changed innovatively from past till 

date. Now it is days for Talent Acquisition, where Human 

Resource are seen as assets i.e. Talents. So, when we say 

asset, it need to be acquired, thus leading to a new 

coined term “Talent Acquisition”. Talent acquisition and 

engaging critical talent are top challenges for any 

organizations these days irrespective of the sectors. We 

understand that IT and Telecom companies take lot of 

efforts to innovate new practices in acquiring the talent. 

In order to sustain the current growth rates in the new 

knowledge economy sectors, the pool of technical 

talent needs to continue to grow, which is attracting 

private players into Higher education sector. With the 

increasing role of private institutions in technical 

education, the practices of Talent Acquisition are also 

expected to change. This paper attempts to study 

whether this new terminology “Talent Acquisition” has 

any impact on Higher education sector of India? Or do 

they still follow the traditional method of hiring? This 

paper is part of a wider study covering the various Talent 

Acquisition practices being followed in private higher 

education sector of India with special reference to 

institutes which provide technical education in the state 

of Tamilnadu in India. The study would use both 

qualitative and quantitative research methods for better 

interpretation of data which would be collected through 

questionnaire and personal interviews with the 

management members of private technical education 

Institutions. The outcome of this research would surely 

have a greater impact on the Higher Education sector 

which would make them to think about the ways and 

means to improvise their existing practices and to 

realize the embryonic need of the new innovative 

practices in the domain of Talent Acquisition.

Key words: Talent Acquisition, Technical Education, 

Private educational Institutions.

Introduction:

It's almost a decade now in India that Human Resources 
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are being looked as “Talents” by corporate world and 

they often struggle hard to acquire and manage talent. 

When we speak about Talent Acquisition, it's all about 

strategy approach towards recruitment. We understand 

that corporate sectors are coming up with innovative 

strategies for hiring a right talent. But when coming to 

Higher Technical Education sector, there is a lot to be 

looked upon. The demand for technical education in our 

country has traditionally been large. With the growth of 

knowledge based industries and the IT sector, this 

demand increased even more. This led to most states 

allowing private colleges in the field of technical 

education, a step that was necessary as government-

aided colleges could not cope with the demand. There 

are over 2,500 engineering colleges in the country, 

producing over 7 lakh graduates every year and to cater 

these many students, One of the Director of a private 

engineering college said that “we are always in a search 

of quality professors and bringing them to our system is 

highly challenging”. Thus, “How do these institutions find 

their talent?” is a big question which needs to be 

explored. Henceforth this paper tries to analyse the 

existing Talent Acquisition practices been followed by 

higher education sector in India with special reference to 

private engineering colleges in the state of Tamilnadu.

Objective:

1. To study the existing Talent Acquisition (TA) 

practices being followed by private engineering 

colleges in Tamilnadu.

2. To understand the preferred TA Practices 

3. To analyse the acceptance level of Deloitte's 

Maturity Model of TA by Educationists. 

Literature Review:

Talent acquisition is the process of finding and acquiring 

skilled human labor for organizational needs and to 

meet any labor requirement. Talent is a whole set of 

intuition, reasoning, insights, experiences related to 

customers, products, processes, markets, competition 

and so on that enable effective action. It is a systematic, 

organized, explicit and deliberate ongoing process of 

creating, disseminating, applying, renewing and 

updating the knowledge for achieving organizational 

objectives. Finding talent both on and Off Balance Sheet 

has moved far beyond Traditional recruiting to 

encompass the broader scope of Talent Acquisition 

(Deshpande, 2018).  From the literature and research in 

the area of Talent Acquisition, We could categorize 

Talent Acquisition basically in three fields: talent 

p lann ing  and deployment ,  human resource 

management reputation, and aggressive talent 

sourcing. The use of social media as a sourcing tool 

throws up some opportunities and challenges for 

employers. Social media potentially offers speed, 

efficiency and the ability to target and attract specific, 

particularly apposite candidates in the recruitment 

process. (Sharma, Singh, 2018)

The role of talent planning is to identify future talent 

needs and is important at all levels of the organization 

(Cheese 2010).  Research here focuses on the type of 

competencies (knowledge, skills, abilities and 

personality) that will be needed in various locations, 

using existing attrition and retirement data of the current 

employees in conjunction with the business plans of the 

firm. The goal of talent planning is to have an optimal 

level of talent positioning, which refers to having the 

right talent at the right place at the right time with the 

needed competencies and motivation at all levels and 

all locations of the firms (Guthridge et al., 2008). In 

addition, organizations are also concerned about the 

issue of developing a global talent deployment 

strategy, which refers to how companies formulate 

strategies to position leadership talent across the 

organizations in various regions and countries  . Talent 

acquisition professionals are usually skilled not only in 

sourcing tact ics,  candidate assessment,  and 

compliance and hir ing standards, but also in 

employment branding practices and corporate hiring 

initiatives. Talent acquisition as a function has become 

closely aligned with marketing and PR as well as Human 

Resources (Kumudha, Priyadarshini, 2016).

Organizations have to focus on characteristics that 

make themselves more attractive to a pool of potential 

applicant. Several organizations are focusing on 

improving their human resource reputations to attract 

talent  . Human resource reputation refers to the 

impression applicants have regarding the organization's 

image as an employer, which can be positive, neutral, or 

negative.  It is important for organizations to view 

employer brand as a marketing function  and treat 

potential applicants as customers, identify and analyze 

competitor employers, and focus on organizational 

characteristics that  matter most to specific types of 

recruits (Hieronimus et al., 2005).  Also, organisations 

have started using modern hiring techniques like e-

recruitment, social media recruitment, mobile 

recruitment etc. but at the same time an integration of 

traditional and modern hiring techniques can ensure 

quality talent getting hired. (Pandita, 2019). When 

speaking about modern hiring, Artificial Intelligence is 

also another area which is being explored. Even though 

AI is not widely used for talent acquisition today, but 

usage is expected to jump dramatically over the next 

two years. (HR.com, 2019)

There is  a  general assumption in  the talent 

management literature that most talented individuals 

are, in general, always employed, so a challenge for 

organizations is how to reach this talent pool. The 

traditional sourcing strategies may not work. Another 

challenge for multinational organizations is to counter 

the threat of local talent being more attracted to a local 

organization rather than a multinational organization  .  

When understanding the literature with respect to 

higher education, we understand that very few 

researches have been there with respect to their TA 

practices.  A nation is built to a large extent in its 

educational institutions – in its classrooms, laboratories, 

l ibrar ies  and play ing f ie lds .  With increasing 

competitiveness among educational institutions, 

campus leaders and human resources departments 

need to strategically face hiring shortages and talent 

management challenges. It is been predicted that the 

turnover rate of faculties will be more than 50% among 

senior higher education administrators within the next 

five to ten years, This shows very clearly that our  focus 

on attracting and retaining talent is becoming critically 

important - particularly with key decision makers and 

administrators in higher education approaching 

retirement.

Educational institutes not only produce highly skilled 

and enlightened manpower needed for the political, 

economic and social transformation and development 

of our country but also shoulder the responsibility of 

lending dynamism, resourcefulness and intellectuality 

to it. The professors are the backbone of the educational 

system, the maker of mankind and the architect of 

society. A nation grows with the teachers and with the 

education imparted to the people. It is in this respect 

that the role of the teachers acquires significance in 
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shaping society and in bringing revolutionary changes in 

the development of the country (Shikha 2012). Acquiring 

this community in educational system is very much 

essential and also the need of the day. 

According to Daley, Recruitment and retention of 

teachers is the important factor where there is a need to 

create a pipeline and also to develop a concept of 

succession planning as it becomes necessary if any 

faculty member leaves the institute in the mid-session. 

In most of the institutes the new teachers cannot keep 

up with the experienced and highly qualified old faculty 

members. In Western countries, where sufficient 

numbers of teachers are prepared, many newly 

prepared teachers either choose not to teach at all or 

leave teaching within a few years. Many of the 

researchers found that in United States around 60% of 

students that are interested for teaching actually 

choose to go into teaching after graduation. 

Approximately 40% of teachers leave the teaching 

profession in United States within the first three years. 

(Daley et al., 2006).

India faces a huge challenge in terms of skilled human 

resource capacity, which has a debilitating effect on its 

ability to make strides in the areas of socio-economic 

and political development. While various efforts have 

been made to address the problem, there seems to be 

little progress, due to a variety of reasons, particularly, 

the inadequate investment in education and other 

training programs. To make matters worse, even the 

narrow high skill base that exists is being eroded at a 

very fast rate by the outflow of professionals to more 

developed countries of the world (Ndulu, 2004).

We also understand that there is a tremendous growth 

in number of technical educational institutions which are 

mushrooming with an increased intake of students 

leading to an imperative need to understand the 

process of management of these institutions. In recent 

past regulating agencies and stake holders in the 

society has been expressing their anguish on the way 

these institutions were administered. The paper also 

discusses on the characteristics and skills sets required 

for hiring a suitable talent. (Chinthala & Rao, 2017).  

Prof.Jadal in his article on “Talent Management in faculty 

working in Non-grant” cited that Talents in Educational 

Institutions are categorized into four levels: 1st- 

Management of the Institution, 2nd – Head of the 

Institutions (Principals and Directors), 3rd – Faculties of 

the Institutions (Teaching and Non Teaching) and 4th – 

Students of the Institutions. Managing of Talent at level 3 

and level 4 is highly challenging for the level 1 and level 2 

talents [5]. Unlike corporate, here the talent pool is of 

different levels and binding them towards same 

organisation's vision and mission is very difficult. (Jadel, 

2011)

There are lot of research been done in USA with respect 

to the challenges faced by universities regarding Talent 

Acquisition. Fracture lines can be seen everywhere in 

America's higher education system, from skyrocketing 

tuition costs and mounting student debt to a significant 

mismatch between the skills employers seek and those 

students possess upon graduation. To close the skills 

gap, businesses must shift their hiring practices to 

accept both traditional and alternative credentials in 

order to expand the pool of talent. (Sledge & Fishman 

2014)

Recently Deloitte came up with a roadmap for optimized 

Talent Acquisition and derived a maturity model. Based 

on their study of 297 companies, they found that the 

majority (35 percent) of organizations were at Level 1 TA 

maturity, 29 percent at Level 2, 23 percent at Level 3, and 

13 percent at Level 4. Key characteristics for each level 

are defined below: 

Level 1: Reactive Tactical Recruiting. At this level, 

candidates are sourced on an as-needed basis across 

business units. Level 1 recruiters function primarily as 

order-takers for hiring managers and positions are 

posted on an as-needed basis. Hiring processes are not 

well defined, minimal hiring standards are adhered to, 

and there is no strategic focus on candidate experience. 

Level 2: Standardized Operational Recruiting. At this level, 

processes and technology are standardized across the 

organization. Recruiters are beginning to develop strong 

relationships with hiring managers and typically have an 

effect ive assessment framework to measure 

candidates against job requirements. Organizations are 

beginning to manage their employment brand and to 

define an employee value proposition.

Level 3: Integrated Talent Acquisition. Here the TA 

function is fully integrated with the HR and talent 

management functions. Level 3 organizations tend to 

have effective social media campaigns and powerful 

employment brands, as well as robust TA programs in 

place, including alumni networks and formalized 

employee referral programs. 

Level 4: Optimized Talent Acquisition. At this level, the TA 

function is considered to be a strategic enabler and 

partner within the business. The strategic focus of Level 

4 organizations centers on forecasting external forces 

and remaining agile. These organizations are also 

committed to investing in new TA products and services 

to stay competitive. (Erickson, 2014)

Research Methodology:

As this paper is a pilot study towards our original work of 

Talent Acquisition practices, we decided to consider 

only private engineering colleges of Tamilnadu under 

our scope. As per the Anna University, (technical 

university which approves engineering colleges in 

Tamilnadu,) we have 570 Engineering colleges in 

Tamilnadu. Hence we considered to get a sample of 10% 

atleast. By the way we could collect data from 66 

Engineering colleges. The respondents were Principals, 

HOD's or Management Members of Private Engineering 

colleges who were the part of decision making with 

respect to Talent Acquisit ion.  Out of total 61 

respondents, 15 were female and 51 were male 

respondents. We also segregated the age of the 

Institution and the city for the ease of statistical 

evaluation as per the below mentioned criteria. We used 

questionnaire method and Interview method to collect 

necessary data. A careful statistical analysis was done 

based on the data received from which we had drawn 

several conclusions.

Table 1: Age Classification of Institutions

Table 2: City Classifications

Results and Analysis:

Since we have considered different talent acquisition 

practices which are been followed in universities 

abroad, we wanted to know is there any relevancies of 

the same here in India. As we restricted ourselves to the 

state of Tamilnadu and that too private engineering 

college, we collected data from different cities like 

Chennai, Coimbatore, Trichy, Salem, Madurai, Hosur, 

Tirunelveli, Tuticorin, Thanjavur, Kumbakonam etc. From 

the Table 3, we can understand that the private 

engineering colleges from Tier 1 cities are inclined 

towards innovat ive pract ices (62 .5% of total 

respondents) of acquiring the talent. With respect to Tier 

2 and Tier 3 Cities, we could find a gradual shift in the 

m i n d s e t s  o f  t h e  d e c i s i o n  m a ke r s  t o w a rd s 

understanding the importance of Innovative practices.

Table 3: Cities Classification and their preferred TA Practices

We used both Interview method and Questionnaire 

method to collect the data. The decision makers from 

whom we collected data were College Management 

Members or Principals or Head of Department who were 

the part of decision making in terms of hiring faculties. 

From Table 4, We understand that Head of Departments 

(36.84% of HOD's in compare to 18.52% of Principals and 

10% of Management members) have more bent towards 
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shaping society and in bringing revolutionary changes in 

the development of the country (Shikha 2012). Acquiring 

this community in educational system is very much 

essential and also the need of the day. 

According to Daley, Recruitment and retention of 

teachers is the important factor where there is a need to 

create a pipeline and also to develop a concept of 

succession planning as it becomes necessary if any 

faculty member leaves the institute in the mid-session. 

In most of the institutes the new teachers cannot keep 

up with the experienced and highly qualified old faculty 

members. In Western countries, where sufficient 

numbers of teachers are prepared, many newly 

prepared teachers either choose not to teach at all or 

leave teaching within a few years. Many of the 

researchers found that in United States around 60% of 

students that are interested for teaching actually 

choose to go into teaching after graduation. 

Approximately 40% of teachers leave the teaching 

profession in United States within the first three years. 

(Daley et al., 2006).

India faces a huge challenge in terms of skilled human 

resource capacity, which has a debilitating effect on its 

ability to make strides in the areas of socio-economic 

and political development. While various efforts have 

been made to address the problem, there seems to be 

little progress, due to a variety of reasons, particularly, 

the inadequate investment in education and other 

training programs. To make matters worse, even the 

narrow high skill base that exists is being eroded at a 

very fast rate by the outflow of professionals to more 

developed countries of the world (Ndulu, 2004).

We also understand that there is a tremendous growth 

in number of technical educational institutions which are 

mushrooming with an increased intake of students 

leading to an imperative need to understand the 

process of management of these institutions. In recent 

past regulating agencies and stake holders in the 

society has been expressing their anguish on the way 

these institutions were administered. The paper also 

discusses on the characteristics and skills sets required 

for hiring a suitable talent. (Chinthala & Rao, 2017).  

Prof.Jadal in his article on “Talent Management in faculty 

working in Non-grant” cited that Talents in Educational 

Institutions are categorized into four levels: 1st- 

Management of the Institution, 2nd – Head of the 

Institutions (Principals and Directors), 3rd – Faculties of 

the Institutions (Teaching and Non Teaching) and 4th – 

Students of the Institutions. Managing of Talent at level 3 

and level 4 is highly challenging for the level 1 and level 2 

talents [5]. Unlike corporate, here the talent pool is of 

different levels and binding them towards same 

organisation's vision and mission is very difficult. (Jadel, 

2011)

There are lot of research been done in USA with respect 

to the challenges faced by universities regarding Talent 

Acquisition. Fracture lines can be seen everywhere in 

America's higher education system, from skyrocketing 

tuition costs and mounting student debt to a significant 

mismatch between the skills employers seek and those 

students possess upon graduation. To close the skills 

gap, businesses must shift their hiring practices to 

accept both traditional and alternative credentials in 

order to expand the pool of talent. (Sledge & Fishman 

2014)

Recently Deloitte came up with a roadmap for optimized 

Talent Acquisition and derived a maturity model. Based 

on their study of 297 companies, they found that the 

majority (35 percent) of organizations were at Level 1 TA 

maturity, 29 percent at Level 2, 23 percent at Level 3, and 

13 percent at Level 4. Key characteristics for each level 

are defined below: 

Level 1: Reactive Tactical Recruiting. At this level, 

candidates are sourced on an as-needed basis across 

business units. Level 1 recruiters function primarily as 

order-takers for hiring managers and positions are 

posted on an as-needed basis. Hiring processes are not 

well defined, minimal hiring standards are adhered to, 

and there is no strategic focus on candidate experience. 

Level 2: Standardized Operational Recruiting. At this level, 

processes and technology are standardized across the 

organization. Recruiters are beginning to develop strong 

relationships with hiring managers and typically have an 

effect ive assessment framework to measure 

candidates against job requirements. Organizations are 

beginning to manage their employment brand and to 

define an employee value proposition.

Level 3: Integrated Talent Acquisition. Here the TA 

function is fully integrated with the HR and talent 

management functions. Level 3 organizations tend to 

have effective social media campaigns and powerful 

employment brands, as well as robust TA programs in 

place, including alumni networks and formalized 

employee referral programs. 

Level 4: Optimized Talent Acquisition. At this level, the TA 

function is considered to be a strategic enabler and 

partner within the business. The strategic focus of Level 

4 organizations centers on forecasting external forces 

and remaining agile. These organizations are also 

committed to investing in new TA products and services 

to stay competitive. (Erickson, 2014)

Research Methodology:

As this paper is a pilot study towards our original work of 

Talent Acquisition practices, we decided to consider 

only private engineering colleges of Tamilnadu under 

our scope. As per the Anna University, (technical 

university which approves engineering colleges in 

Tamilnadu,) we have 570 Engineering colleges in 

Tamilnadu. Hence we considered to get a sample of 10% 

atleast. By the way we could collect data from 66 

Engineering colleges. The respondents were Principals, 

HOD's or Management Members of Private Engineering 

colleges who were the part of decision making with 

respect to Talent Acquisit ion.  Out of total 61 

respondents, 15 were female and 51 were male 

respondents. We also segregated the age of the 

Institution and the city for the ease of statistical 

evaluation as per the below mentioned criteria. We used 

questionnaire method and Interview method to collect 

necessary data. A careful statistical analysis was done 

based on the data received from which we had drawn 

several conclusions.

Table 1: Age Classification of Institutions

Table 2: City Classifications

Results and Analysis:

Since we have considered different talent acquisition 

practices which are been followed in universities 

abroad, we wanted to know is there any relevancies of 

the same here in India. As we restricted ourselves to the 

state of Tamilnadu and that too private engineering 

college, we collected data from different cities like 

Chennai, Coimbatore, Trichy, Salem, Madurai, Hosur, 

Tirunelveli, Tuticorin, Thanjavur, Kumbakonam etc. From 

the Table 3, we can understand that the private 

engineering colleges from Tier 1 cities are inclined 

towards innovat ive pract ices (62 .5% of total 

respondents) of acquiring the talent. With respect to Tier 

2 and Tier 3 Cities, we could find a gradual shift in the 

m i n d s e t s  o f  t h e  d e c i s i o n  m a ke r s  t o w a rd s 

understanding the importance of Innovative practices.

Table 3: Cities Classification and their preferred TA Practices

We used both Interview method and Questionnaire 

method to collect the data. The decision makers from 

whom we collected data were College Management 

Members or Principals or Head of Department who were 

the part of decision making in terms of hiring faculties. 

From Table 4, We understand that Head of Departments 

(36.84% of HOD's in compare to 18.52% of Principals and 

10% of Management members) have more bent towards 
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conventional method of hiring the talent and 

Management members (35% of Management members 

in compare to 33.33% of Principals and 26.32% of HOD's) 

have more inclination towards innovative practices. But 

still significant percentage of decision makers believes 

that both conventional and innovative practices need to 

go hand in hand so that the Talent Acquisition would be 

effective.

Table 4: Decision Makers and their TA preferences

Table 5: TA Practices * Age of Institution Cross tabulation

We also wanted to know is there any significant 

association between TA practices and the age of the 

Institution. 

Hypothesis: There is a signification association between 

TA practices and the age of the Institution.

To test this hypothesis, we performed cross tabulation 

and chi square test the result of which is shown in Table 5 

and 6 respectively. Table 5 reveals the cross tabulation 

between age of the Institution and their preferred TA 

practices. The Chi square test basically validated our 

hypothesis. From the Chi-square test output table, we 

see that a significance level of 0.034 has been achieved. 

This means the Chi-square test is showing a significant 

association between the above two variables at 96.6% 

confidence level (100-3.4).  Thus the small value of 

Pearson's Chi square Test i.e. 0.034 clearly states that 

there exist a significant association between TA 

practices and the age of the Institution.

Table 6: Chi-Square Tests

a. 3 cells (33.3%) have expected count less than 5. The minimum expected count is 2.76.

Also from the Table 7, the value of Lambda is 0.114. This 

means there is an 11.4% error reduction. This is a 

moderate or small value and therefore we can conclude 

that there is a moderate relationship between the two 

variables, but that is statistically significant (from the 

earlier result of chi-square test). Similarly From Table 8, 

we obtain contingency coefficient (C) of 0.370 from 

which we can infer that there is weak correlation 

between the variables. Similar tests were conducted to 

understand the association between TA practices Vs 

Decision maker's gender, Decision Makers designation, 

Place of Educational Institution but we couldn't find any 

significant association.

 Table 7: Directional Measures

a. Not assuming the null hypothesis.

b. Using the asymptotic standard error assuming the null hypothesis.

c. Based on chi-square approximation

 Table 8: Symmetric Measures

a. Not assuming the null hypothesis.

b. Using the asymptotic standard error assuming the null hypothesis.

c. Based on chi-square approximation

Respondents also ranked their preferred Talent 

Acquisition strategy and the results of the same are 

mentioned in Table 9A and 9B. From Table 9B, we can 

understand that Employee referrals and paper 

advertisements are most preferred practices in sourcing 

the candidates. This implies that both conventional and 

innovational practices are accepted among most 

decision makers and the higher education is in a 

transition phase where we can clearly observe the shift 

in the mindsets of educationalist.

Table 9A: Rank Analysis
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With respect to least preferred strategy, Social 

Recruitment and Mobile Recruitment are the one which 

has not seen much penetration in Education industry. 

They are still to be seen as one of the innovative 

practices of hiring Talents. When had discussions with 

Educationalists, we could understand that they were 

even not aware about these concepts. That was the 

reason for ranking it as a least preferred choice.

Table 9B: Mostly preferred and Least Preferred TA Practices

Table 10: Level of Agreement towards TA Practices

Table 11: Level of Agreement towards Deloitte's Maturity Model Variables

The ranking of Employee referrals as the most preferred 

choice of TA practices has also been cross verified when 

the educationalists were asked about their level of 

acceptance on these practices. We got an average 

score of 1.758 (from Table 10) who believes in motivating 

the existing employees to refer candidates. This reveals 

that most of the educationalists agree that Employee 

Referrals is one of the best ways of acquiring talents. 

Similarly we got an average score of 2.061 (from Table 10) 

who believes that candidate's experience contributes to 

employer brand ing .   Th is  a lso  revea ls  that 

educationalists agree to this view.  Internal Recruitment 

is also mostly practiced in engineering colleges of 

Tamilnadu which is revealed by an average score of 

2.182. When speaking about job portals the average 

score of 3.379 revealed that educationalist do believe in 

Job portals for hiring their talent. Similarly ranking of 

social recruitment as one of the least preferred choices 

could be verified when we see the average score of the 

same as 3.591. Also, they don't consider social media for 

taking any decisions with respect to talent acquisition as 

the level of acceptance average score was 3.924.

Level of Acceptance towards Deloitte Maturity 

Variables:

As we understood the literature of Deloitte Maturity 

model, we tried to check the acceptance level of 

educationalists towards its variables. Most of the 

Educationalists understood that Employer branding 

contributes significantly towards talent acquisition as 

the level of average acceptance score was 1.864.

But most of them not accepted the fact that their hiring 

process is not well defined (Level of Average 

Acceptance score: 3.621). They feel that they adhere to 

maximum standards (Level of Average Acceptance 

score: 3.742 towards minimal standards). Majority of 

them prefer to focus strategically on candidate's 

experience ((Level of Average Acceptance score: 3.606 

towards non preference). But when speaking about fully 

integrated HR System or Talent Acquisition system, 

many of them had a different opinion all together. The 

Average Acceptance score was 3.045 which was a clear 

indication of the non-acceptance of such practices. 

Even though they understand employee branding and 

candidate's experience are important factors which 

would support in acquiring talent, the Average 

Acceptance score for the effective social media 

campaign is 3.273. This again highlights that they 

understand the importance of innovative practices but 

when it comes to implementation, they find it 

challenging.  So from this we could understand that the 

educational institutions rate themselves at the Level 3 of 

the maturity model but when it comes to actual reality, 

the same need to be validated with suitable audit which 

can fetch totally different results. We may not consider 

to be rated with the Level 4 of the maturity model as the 

Average acceptance score for commitment towards 

investment in TA products is just only 2.552 which is not 

that much reliable value. 
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Managerial Implications:

While discussing with few of the management 

members, we could understand that this research is 

highly significant for academic administrators and 

representatives of top management. Its great time for 

them to understand and improvise the existing 

practices which are been followed in acquiring Talents. 

As the institution's age increases, there is obviously a 

need for a paradigm shift in the mindsets of decision 

makers towards innovative approaches for talent 

acquisition. Even though we are not still familiarized with 

social recruitment or mobile recruitment, managers 

need to understand that the days are not far to accept 

these trends as we could see the implication of the 

same by corporate world. Also, one should recognize 

that there is a difference between what we feel and what 

we implement. From this research outcome, it's clear 

that most of the decision makers feel that they have 

better practices but when comes to implementation; 

they differ from their view point. This outlook also need 

to be changed and decision makers need to come 

forward to invest more in talent acquisition products for 

better flexibility and accountability. It's a great time for 

decision makers in institutes of higher education sector 

to optimize their talent acquisition function and need to 

be more agile so that they can sustain in this competitive 

market. 

Conclusion:

Thus from this study, we can understand the various 

Talent Acquisition practices that are been followed by 

Higher Education sector in India especially with respect 

to private engineering colleges in the state of 

Tamilnadu. Overall, we can see a shift, which is under 

process, in the mindsets of Educationalists towards 

acquiring talent, from conventional practices to 

innovative practices of Talent Acquisition. Also, One can 

understand that there is a significant association 

between the age of the institution and the acquisition 

practices they prefer which is been proved statistically 

here in this paper. Educationalists have understood the 

importance of innovative practices like employee 

referrals, employer branding and candidate experience 

which significantly contribute in sourcing a right talent 

and there is still a long way to go in accepting social 

recruitment and mobile recruitment since the 

educationist doesn't feel the relevance of it in the 

professor's job market. Also the decision makers feel 

that there is less flexibility in the existing education 

system which needs to be relooked. 

Scope for further research:

As this was just a pilot study, considering approximately 

10% of the total private engineering colleges in the state 

of Tamilnadu, We can expand the research further by 

collecting more samples and including other 

demographic locations too. Also, when speaking about 

higher education, we restricted ourselves to only 

engineering colleges whereas we also have other 

higher education which can be considered for future 

research. There is also a huge scope for analyzing the 

individual Talent Acquisition practice and its association 

with different independent variables. With respect to the 

deloitte maturity level model, we have limited it to the 

agreement level of the respondents rather studying the 

existing process and find the exact number of 

institutions falling under each Maturity level. This can be 

also taken up as a separate research study which will 

help us to compare Higher education sector with other 

sectors.
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Abstract

Bell curve system of performance appraisal is a forced 

ranking system imposed on the employees by the 

management. Through this system the organization 

tries to segregate the high performer 20%, Average 

Performer (middle) 70% and, below average performers 

10%. This segregation is based on relative comparison of 

the performance of the workforce against those 

engaged in similar activity and ranking them 

accordingly.

Disadvantages of the Bell curve model is that the 

manager can give only a limited number of employees 

in the top performers category, employees who have 

actually performed exceedingly well through the year 

might be forced to be categorised in the Average 

performers' category for some valid Bell curve 

requirements. This will lead to loss of morale among the 

employees.

In recent years, the companies such as, GE, Microcosft, 

CISCO, Wipro, Infosys have moved away from Bell 

Curve. Due to technological changes and the increase 

of millennials in the workforce, the concept of 

performance management has changed drastically. 

Millennials believe in immediate feedback and now 

Companies moving towards weekly or monthly 

feedback system of appraisal. This paper concentrates 

on new methods of appraisal system used by the 

companies. 

Key words: Bell Curve, Forced Choice, Feedback, 

Segregation, High, Average & Below Average performer 

, MBO, KRA

Introduction

Typically, the Bell Curve segregates all employees into 

distinct baskets- top, average and bottom performer 

with vast majority being treated as average performers. 

Compensation also based on the rating given for any 

financial year. Therefore, Indian Companies are now 

moving increasingly moving away from the Bell Curve 

System of appraisal and looking at a more holistic 

appraisal process based on individual performance.

What Next After Bell Curve In 
Performance Management Systems

- Durgesh Bhatt
durgeshbhatt@gmail.com, 

Objectives of the study

1) To find new and practical ways of appraising 

performance

2) To appraise people on the basis of their contribution 

to the organisation.

3) To move beyond the Bell Curve Method

Need of the study:

As employees are dissatisfied with Bell Curve Appraisal 

System due it's limitation and hence it is fading away. 

Many Companies are moving away from Bell Curve 

Method Appraisal. Therefore, to show the ways of 

upward mobility of employees through effective 

performance appraisal method.

Methodology of the study:

The study has been conducted through the following 

method:

1) Literature Review of existing content and research

2) Qualitative Information collected from Senior HR 

Practioners about prevailing practices. 

Limitation of the Study:

The study is limited to practices of three organisations 

namely Xalted, Pricewaterhouse Coopers and MNC 

company in Engineering, IT and infrastructure. 

Review of Related Literature:

Thomas J. Watson Jr. quotes that the real difference 

between success and failure in a corporation can be 

very often traced to question of how well the 

organisation brings out the great energies and talents of 

its people.

Today, many organisations, view employees as their 

assets and believe that they make a difference in 

Company's performance. Therefore, to assess the 

organisations' performance vis a vis employees' 

performance, they have to define objectives and the 

ways to measure the achievement of objectives. By this 
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measure, one can improve the utilization of manpower 

and reward those employees who contribute more in 

achieving Company's objective. Therefore, Company 

has to find various appraisal system to analyse 

employees' contribution to meet the Company's 

objective.

In the year 2002, Colorcon discarded annual reviews and 

focused on instant feedback, tying to individuals' goals, 

and handling out small weekly bonuses to employees.

Many technology companies like Microsoft, IBM, 

Deloitte had abandon traditional appraisal process.  

The main objection or limitation of annual reviews is that 

it is based on past behaviour that employees had shown 

in particular year in the review and heavy emphasis on 

financial rewards and punishment at the end of the year. 

Employees held accountable for their past behaviour 

and expects to improve the performance by providing 

development plan for the future which are very 

important for any organisation for long term survival. 

However, regular feedback about performance and 

development will change the focus to build the 

workforce the organisation need to be competitive both 

today and for the future needs. Business researcher 

Josh Bersin estimates that about 70% of multinational 

companies are moving toward this model, even if they 

haven't arrived quite yet.

When we hire people do we get what we want and focus 

on motivating the strong ones and getting rid of weak 

ones? Can you change the way they perform through 

effective coaching and management and intrinsic 

rewards such as personal growth and sense of progress 

on the job?

First, though, let's consider how we got to this 

point—and how companies are faring with new 

approaches.

Theoretical Framework and Background

A) HBR Performance Management Revolutions

Historical and economic context has played a large role 

in the evolution of performance management over the 

decades. When human capital was plentiful, the focus 

was on which people to let go, which to keep, and which 

to reward—and for those purposes, traditional 

appraisals (with their emphasis on individual 

accountability) worked pretty well. But when talent was 

in shorter supply, as it is now, developing people 

became a greater concern—and organizations had to 

find new ways of meeting that need

The tug-of-war between accountabi l i ty and 

development over the decades

 w Accountability

 w Development

 w A hybrid “third way”

WWI (Accountability)

The U.S. military created merit-rating system to flag and 

dismiss poor performers.

WWII (Development)

The Army devised forced ranking to identify enlisted 

soldiers with potential to become officers.

1940s (Accountability)

About 60% of U.S. companies were using appraisals to 

document workers' performance and allocate rewards.

1950s (Development)

Social psychologist Douglas McGregor argued for 

engaging employees in assessments and goal setting.

1960s (Hybrid)

Led by General Electric, companies began splitting 

appra isa ls  in to  separate  d iscuss ions  about 

accountability and growth, to give development its due.

1970s (Accountability)

Inflation rates shot up, and organizations felt pressure to 

award merit pay more objectively, so accountability 

again became the priority in the appraisal process.

1980s (Accountability)

Jack Welch championed forced ranking at GE to reward 

top performers, accommodate those in the middle, and 

get rid of those at the bottom.

1990s (Accountability)

McKinsey's War for Talent study pointed to a shortage of 

capable executives and reinforced the emphasis on 

assessing and rewarding performance.

2000 (Accountability)

Organizations got flatter, which dramatically increased 

the number of direct reports each manager had, making 

it harder to invest time in developing them.

2012 (Development)

Adobe ended annual performance reviews, in keeping 

with the famous “Agile Manifesto” and the notion that 

annual targets were irrelevant to the way its business 

operated.

2016 (Hybrid)

Deloitte, PwC, and others that tried going numberless 

are reinstating performance ratings but using more than 

one number and keeping the new emphasis on 

developmental feedback.

B) Management by objectives (MBO) 

The use of management objectives was first widely 

advocated in the 1954 by the noted management 

theorist Peter Drucker. 

It is a tool for performance management and strategic 

planning. The MBO technique requires the supervisor 

and the employee to develop and agree on realistic, 

achievable and measurable objectives; to determine 

how those objectives will be met; and to agree on how 

results will be measured. In a true MBO plan, strategic 

objectives are established for the organization and are 

then broken into divisional and departmental objectives, 

and finally into individual objectives. This cascading of 

objectives throughout the organization is intended to 

put the full weight of all employees' efforts behind 

achieving the same organizational goals and to help 

each employee understand his or her contribution to the 

organization's success.

C) Bell Curve Method

Jack Welch championed forced ranking at GE to reward 

top performers, accommodate those in the middle, and 

get rid of those at the bottom. 

Bell curve system of performance appraisal is a forced 

ranking system imposed on the employees by the 

management. Through this system the organization 

tries to segregate the best, mediocre and worst 

performers and nurture the best and discard the worst. 

And this segregation is based on relative comparison of 

the performance of the workforce against those 

engaged in similar activity and ranking them 

accordingly.

Bell curve method assumes that employees in a 

company can be divided into groups such as:

 w High Performers – Top 20%

 w Average Performers – The middle 70%

 w Non-Performers or Below Average Performers 

– The bottom 10%.

Figure   Bell Curve https://empxtrack.com/blog/bell-

curve-for-performance-appraisal/

The bell curve system of appraisal provides the 

momentum to the employees to push them forward, 

aiming higher. This system also the criteria that are 

essential to drive the organisation to forward. For 

instance, it is stated that GE has identified 4E's as the 

measuring standards, namely, high energy level, the 

ability to energise others towards Company's goals, the 

edge to take crucial yes/no decisions, and skill to 

execute and deliver the promise on time. These 

standard help to recognise the key talents who 

contribute to the overall objective of the organisation.  

This forced method of ranking the employees has its 

own advantages and disadvantages.

It is always important to identify the top-performers and 

reward them substantially. This helps organization to 

retain the top talent with them. This way both the 

employee and the organization grow.

Bell curve is probably the only method by which 

managers in the organization can implement leniency or 

strictness of ratings. If the managers implement 

leniency in their rating a large majority of employees will 

fall in the high rating group. If the managers implement 

strictness in their rating a large majority of the 

employees will fall in the low rating group, which will 

demotivate the employees. So on average most 

managers tend to rate on a lenient scale.

This evaluation system helps identify suitability of 

employees in a job position. By doing forced ranking 

with adequate analysis and HR Interventions, we can 

identify the strengths and areas of improvement of the 

employees and place them in positions which map 

better to their capabilities.
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measure, one can improve the utilization of manpower 

and reward those employees who contribute more in 

achieving Company's objective. Therefore, Company 
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employees' contribution to meet the Company's 
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today and for the future needs. Business researcher 

Josh Bersin estimates that about 70% of multinational 

companies are moving toward this model, even if they 

haven't arrived quite yet.

When we hire people do we get what we want and focus 

on motivating the strong ones and getting rid of weak 
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About 60% of U.S. companies were using appraisals to 

document workers' performance and allocate rewards.

1950s (Development)

Social psychologist Douglas McGregor argued for 

engaging employees in assessments and goal setting.

1960s (Hybrid)

Led by General Electric, companies began splitting 
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And this segregation is based on relative comparison of 

the performance of the workforce against those 

engaged in similar activity and ranking them 

accordingly.

Bell curve method assumes that employees in a 

company can be divided into groups such as:

 w High Performers – Top 20%

 w Average Performers – The middle 70%

 w Non-Performers or Below Average Performers 

– The bottom 10%.
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The bell curve system of appraisal provides the 
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aiming higher. This system also the criteria that are 

essential to drive the organisation to forward. For 

instance, it is stated that GE has identified 4E's as the 

measuring standards, namely, high energy level, the 

ability to energise others towards Company's goals, the 

edge to take crucial yes/no decisions, and skill to 

execute and deliver the promise on time. These 

standard help to recognise the key talents who 

contribute to the overall objective of the organisation.  

This forced method of ranking the employees has its 

own advantages and disadvantages.

It is always important to identify the top-performers and 

reward them substantially. This helps organization to 

retain the top talent with them. This way both the 

employee and the organization grow.

Bell curve is probably the only method by which 

managers in the organization can implement leniency or 

strictness of ratings. If the managers implement 

leniency in their rating a large majority of employees will 

fall in the high rating group. If the managers implement 

strictness in their rating a large majority of the 

employees will fall in the low rating group, which will 

demotivate the employees. So on average most 

managers tend to rate on a lenient scale.

This evaluation system helps identify suitability of 

employees in a job position. By doing forced ranking 

with adequate analysis and HR Interventions, we can 

identify the strengths and areas of improvement of the 

employees and place them in positions which map 

better to their capabilities.
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Disadvantages of Bell curve in Performance appraisal:

1) Time frame is too long say one year and as we are in 

VUCA (Volatile, Uncertainty, Complexity and 

Ambiguity) world, the goals may shift and difficult to 

measure

2) Managers can give limited number of employees in 

top performer category and hence loss of moral of 

those who performed well but pushed to average 

category

3) Halo Effect- manager give higher rating to those 

who likes them

4) Performance actually declined when people were 

rated relative to others

5) The increase of Millennials in the work force. They 

are oblivious to annual review process as they are 

uncertain about how their performance is 

quantified at the end of the year. Further, their 

average time to stay at a job reduce to 2-3 years, a 

year is too late to find out their development areas 

and contribution.

Surveys shows that Managers hate doing reviews. Willis 

Towers Watson found that  

Ÿ Less than half (45%) of employers say that 

performance management programs are effective.

Ÿ Forty-three percent of organizations have already 

introduced or plan to introduce new technology to 

enable better processes.

Ÿ Over half (56%) of companies say that managers 

lack necessary skills and time to manage 

performance really well.

Findings from the study: 

Study of prevailing performance appraisal system in 

some organisation 

Information was obtained from the three Senior HR 

leaders ie Head/Directors of the organisation to get in 

depth idea of how they have moved away from the Bell 

Curve and implemented better system of appraising 

employees. 

Please note that HR professional from Xalted and 

Pricewaterhouse Coopers has given permission to 

mention their names in the paper while one Company 

which is an MNC into IT, Engineering and Infrastructure 

has advice to maintain confidentiality.

Case 1 Ms. Deepa Shetty Head Human Resources – Xalted 

Information Systems Pvt.Ltd.

About the Company:

Xalted is a leading global provider of end-to-end 

Proactive Intelligence and Analytics solutions that 

empower Government Agencies and Business Units to 

make smarter and informed decisions – thereby 

enabling them to solve complex problems by providing 

valuable insights.

Xalted channelizes years of research, innovation and 

expertise to design domain specific solutions that 

effectively manage big data by employing advanced 

techniques of collecting, filtering, curating and 

analyzing data. These sollutions save the analyst time, 

make sense of oceans of data and create actionable 

intelligence.

Designed with the best of breed architecture, Xalted's 

solutions are truly scalable and flexible to take in oceans 

of data without compromising on performance. These 

solutions are powerful tools for analysts to access 

disparate open source information and structured data, 

correlate data across domains, create a 360-degree 

holistic view, and find the needle in the haystack. It helps 

analysts transform oceans of data to actionable 

intelligence.

Objectives of Annual Performance Appraisal

1. Review individual's performance during last year, in 

alignment to Job based Tasks and Responsibilities 

assigned.

2. Opportunity to recognize employee's contribution.   

3. Provide individuals feedback about their strengths 

and areas of improvement

4. Provide a Career Roadmap which is aligned to 

Business objective.

5. To assess current skills, knowledge and behavior 

and  plan for enhancement,  aligned to one's career 

aspirations

6. Review compensation based on the performance & 

value add to Business 

7. Identify Non Performers & Initiate Performance 

Improvement Plan or Exit Plan.

Appraisal Process

At the beginning of the year, the KRA's /Goals and 

learning initiatives are finalised with the time frame by 

the members with their superior.

The review and feedback meeting will be held at the 

end of each quarter in which how an employee is 

performing will be discussed and if required the project 

may be carried forward in the next quarter.

Step 1: Appraisee will fill the Annual Performance 

Appraisal Form (APAF) (Self Assessment) & Submit it to 

Reporting Manager for review.

Step 2: Reporting Manager will review the form, have 

one to one discussion with the appraise.

Step 3: HOD will fill their comments/ recommendations 

post discussion with the appraisee.

Step 4: HR and HOD will conclude on the assessment.

Annual Performance Appraisal Assessment

Parameters for Performance Evaluation

Segment Details

Section 1 Job Related – Achievements

Section 2 Value Added Assessment

Section 3 Self-Assessment

Section 4 Technical Competency

Section  5 Development and Career Plan

Section 1

Job Related – Goals met as per KRA / Role : 

Ÿ In this section the appraise needs to highlight 

his/her top key 10 achievements which you have 

achieved in this year. 

Ÿ This is related to your defined KRA's as per your 

current Job Profile. 

Ÿ Highlight goals accomplished before your set 

target date of completion

Section 2 

Value Added Assessment – Achievements: 

Ÿ In this section the appraise needs to highlight 

his/her top key 5 achievements which has added 

value towards the growth of XIS. 

Ÿ Your contribution which has resulted in increased 

business / enhanced process, project / New 

Initiatives Your significant inputs could be within 

your department or outside your department. 

Ÿ You can also include examples of helping other 

department in achieving their goals / objectives 

Ÿ Kindly note points mentioned in Section 1 cannot be 

repeated in this section

Section 3 

Self-Assessment: 

Ÿ In this section the appraise needs to do self 

introspection & list actions to improve his/her 

current level performance, which will help in 

moving to the next role.  

Ÿ List your new skills which you have acquired. 

Initiative is doing the right thing without being told. It 

is so important to try new things and push yourself 

out of your comfort zone. The potential benefits are 

really huge 

Ÿ Mention the challenges faced, this will lead 

him/her for better guidance from his seniors 

Ÿ List additional responsibilities which you are 

capable of managing & would like to pursue moving 

forward in your career.

Section 4  

 Technical Competency / Skills: 

Ÿ Every employee needs to fill in their respective 

technical skills (Java, PLSQL, MS Office etc..) & give 

Self Ratings. (Kindly fill in all skills that you possess). 

Ÿ During the Annual Performance review meetings 

the Manager / HOD can add the required skills. 

Ÿ HOD will rate the technical skills

Section 5 

Development and Career Plan:  

Ÿ This section is essential and mandatory for all 

employees. Post discussion with Manager, 

Employee has to mention development plan after 

taking into consideration the career aspirations and 

individual development.

Ÿ The Development Method includes any one of the 

following:   Self Development Activities (SDA), On-

the-Job Training (OJT), Coaching & Mentoring 

(C&M), Formal Classroom Training (FCT) 

Ÿ HOD & HR will review & (dis)approve the Learning & 

Development needs  

Ÿ Individual goals and action plan for each goal needs 

to be identified along with the development tool & 
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introduced or plan to introduce new technology to 
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expertise to design domain specific solutions that 

effectively manage big data by employing advanced 

techniques of collecting, filtering, curating and 

analyzing data. These sollutions save the analyst time, 

make sense of oceans of data and create actionable 

intelligence.

Designed with the best of breed architecture, Xalted's 

solutions are truly scalable and flexible to take in oceans 

of data without compromising on performance. These 

solutions are powerful tools for analysts to access 

disparate open source information and structured data, 

correlate data across domains, create a 360-degree 

holistic view, and find the needle in the haystack. It helps 

analysts transform oceans of data to actionable 
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timeline to achieve it. The plan needs to be 

monitored by the manager and discussed 

periodically with the employee.   

Important Note:

Xalted has started this system last year. Earlier, they 

have performance appraisal system based on KRA only. 

This KRA based system is now matured and they felt that 

this system needs change. Therefore, they introduced 

Value Added Assessment along with their own 

development plan. 

Due to these employees motivated and feel happy that 

they contribute to the organisation compare to earlier 

system of appraisal.

Case 2 Mr. Sanjeev Parkar, Senior Director Human Capital 

– Pricewaterhouse Coopers (PwC)

PwC, is a network of firms in 157 countries with more 

than 223,000 people who are committed to delivering 

quality in assurance, advisory and tax services. 

The process involves the following steps:

Step 1: Goal Setting: an employee has to set the 

development plan, revenue generation and how that 

will add value to the company. The second part will be of 

their own personal goal setting, and their growth plan.

Step 2: Feedback: An employee get feedback on 

monthly and quarter ly bas is  regarding their 

performance. At this stage no rating is given to 

employees. On completion of project, Manager will give 

feedback on behavioural competency, how they have 

added value to organisation.

Step 3: Midterm review: This review is done after six 

months. During midterm review, all feedback forms are 

collated and they evaluate on their progress of the 

projects on how and what they doing. 

Anyone who is not performing then any counselling or 

performance improvement plan is given to employee at 

this stage

Step 4: Final Review: In the final review, all feedback form 

and midterm report are collated, and evaluation on the 

work done by an employee in the last 12 months. Then 

calibration and rating will be given in the moderation 

meeting.

Increment value will be discussed separately.

Important Note:

Unlike in Bell Curve, there is no comparison of 

employees and based on the contribution made by an 

employee for adding value to organisation, ratings and 

increment will be given to individual employees.   

Employees are happy due to its transparency, and 

compensation related score of employee engagement 

survey went up slightly.

Case 3 :  MNC company in Engineer ing,  IT and 

infrastructure 

It has practice of allocating different salary revision 

budgets for the respective businesses (Engineering, IT 

and Infrastructure) based on the business performance, 

market and economic conditions etc. Each business 

leader is empowered to distribute the increases based 

on employee performance as well as the market 

benchmarking for the respective position. 

Discussion / Significant Observation

Laszlo Bock in in his book Work Rules! Insights from 

inside Google that will transform how you live and lead 

shares,” Performance management as practices by 

most organisations has become a rule-based, 

bureaucratic process, existing as an end in itself rather 

shaping performance.”

The approach to performance management has 

changed over recent years and it is now recognised that 

enhancing individual and team performance will 

contribute to bottom-line results.

The change is also about Agility. There is cascading 

effect of goals/ projects as against appraising 

employees on yearly goals once in a year. 

As observed in Xalted case, they handle the 

performance management in Agile way. If the project or 

goal not completed in particular quarter or year then it is 

carried over next quarter / year. Manager is free to set 

revised goal/ target for an employee.  

The Agile Manifesto created by software developers in 

2001, outlined several key values—favouring, for 

instance, “responding to change over following a plan.” It 

emphasized principles such as collaboration, self-

organization, self-direction, and regular reflection on 

how to work more effectively, with the aim of 

prototyping more quickly and responding in real time to 

customer feedback and changes in requirements. 

So it makes sense that the first significant departure 

from traditional reviews happened at Adobe, in 2011. The 

company was already using the agile method, breaking 

down projects into “sprints” that were immediately 

followed by debriefing sessions. Adobe explicitly 

brought this notion of constant assessment and 

feedback into performance management, with frequent 

check-ins replacing annual appraisals. Juniper Systems, 

Dell, and Microsoft were prominent followers.

Conclusion and Recommendations: 

It has been observed that the Companies are moving 

away from Bell Curve in their Performance Appraisal 

Method. They have developed the system of goal 

setting at the beginning of the year, continuous 

feedback mechanism. Now the Company focused on 

what employee brings value addition to the organisation 

rather than appraising on annual basis approach. The 

Company focus on development of employees by way 

of coaching / counselling for their development. 

Following recommendation while moving from rating 

base appraisal to rating less appraisal: 

1) Analyse whether this new system help to improve 

bottom line of the organisation

2) Def ine performance outcomes and dr ive 

performance 

3) There should be trust and open culture as Line 

Manager responsible in this system.

4) Talent differentiation in absolute terms and no 

comparison of any employee with other employees 

5) There will be no discussion regarding monetary 

benefits or rating while carrying out feedback on 

monthly / quarterly basis. 

6) Any discussion regarding increment will be done 

separately.

7) The training program must be on continuous basis. 

If any training program not conducted during any 

quarter or in financial year, must be carried out in the 

next quarter/ financial year.
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timeline to achieve it. The plan needs to be 

monitored by the manager and discussed 

periodically with the employee.   

Important Note:

Xalted has started this system last year. Earlier, they 

have performance appraisal system based on KRA only. 

This KRA based system is now matured and they felt that 

this system needs change. Therefore, they introduced 

Value Added Assessment along with their own 

development plan. 

Due to these employees motivated and feel happy that 

they contribute to the organisation compare to earlier 

system of appraisal.

Case 2 Mr. Sanjeev Parkar, Senior Director Human Capital 

– Pricewaterhouse Coopers (PwC)

PwC, is a network of firms in 157 countries with more 

than 223,000 people who are committed to delivering 

quality in assurance, advisory and tax services. 

The process involves the following steps:

Step 1: Goal Setting: an employee has to set the 

development plan, revenue generation and how that 

will add value to the company. The second part will be of 

their own personal goal setting, and their growth plan.

Step 2: Feedback: An employee get feedback on 

monthly and quarter ly bas is  regarding their 

performance. At this stage no rating is given to 

employees. On completion of project, Manager will give 

feedback on behavioural competency, how they have 

added value to organisation.

Step 3: Midterm review: This review is done after six 

months. During midterm review, all feedback forms are 

collated and they evaluate on their progress of the 

projects on how and what they doing. 

Anyone who is not performing then any counselling or 

performance improvement plan is given to employee at 

this stage

Step 4: Final Review: In the final review, all feedback form 

and midterm report are collated, and evaluation on the 

work done by an employee in the last 12 months. Then 

calibration and rating will be given in the moderation 

meeting.

Increment value will be discussed separately.

Important Note:

Unlike in Bell Curve, there is no comparison of 

employees and based on the contribution made by an 

employee for adding value to organisation, ratings and 

increment will be given to individual employees.   

Employees are happy due to its transparency, and 

compensation related score of employee engagement 

survey went up slightly.

Case 3 :  MNC company in Engineer ing,  IT and 

infrastructure 

It has practice of allocating different salary revision 

budgets for the respective businesses (Engineering, IT 

and Infrastructure) based on the business performance, 

market and economic conditions etc. Each business 

leader is empowered to distribute the increases based 

on employee performance as well as the market 

benchmarking for the respective position. 

Discussion / Significant Observation

Laszlo Bock in in his book Work Rules! Insights from 

inside Google that will transform how you live and lead 

shares,” Performance management as practices by 

most organisations has become a rule-based, 

bureaucratic process, existing as an end in itself rather 

shaping performance.”

The approach to performance management has 

changed over recent years and it is now recognised that 

enhancing individual and team performance will 

contribute to bottom-line results.

The change is also about Agility. There is cascading 

effect of goals/ projects as against appraising 

employees on yearly goals once in a year. 

As observed in Xalted case, they handle the 

performance management in Agile way. If the project or 

goal not completed in particular quarter or year then it is 

carried over next quarter / year. Manager is free to set 

revised goal/ target for an employee.  

The Agile Manifesto created by software developers in 

2001, outlined several key values—favouring, for 

instance, “responding to change over following a plan.” It 

emphasized principles such as collaboration, self-

organization, self-direction, and regular reflection on 

how to work more effectively, with the aim of 

prototyping more quickly and responding in real time to 

customer feedback and changes in requirements. 

So it makes sense that the first significant departure 

from traditional reviews happened at Adobe, in 2011. The 

company was already using the agile method, breaking 

down projects into “sprints” that were immediately 

followed by debriefing sessions. Adobe explicitly 

brought this notion of constant assessment and 

feedback into performance management, with frequent 

check-ins replacing annual appraisals. Juniper Systems, 

Dell, and Microsoft were prominent followers.

Conclusion and Recommendations: 

It has been observed that the Companies are moving 

away from Bell Curve in their Performance Appraisal 

Method. They have developed the system of goal 

setting at the beginning of the year, continuous 

feedback mechanism. Now the Company focused on 

what employee brings value addition to the organisation 

rather than appraising on annual basis approach. The 

Company focus on development of employees by way 

of coaching / counselling for their development. 

Following recommendation while moving from rating 

base appraisal to rating less appraisal: 

1) Analyse whether this new system help to improve 

bottom line of the organisation

2) Def ine performance outcomes and dr ive 

performance 

3) There should be trust and open culture as Line 

Manager responsible in this system.

4) Talent differentiation in absolute terms and no 

comparison of any employee with other employees 

5) There will be no discussion regarding monetary 

benefits or rating while carrying out feedback on 

monthly / quarterly basis. 

6) Any discussion regarding increment will be done 

separately.

7) The training program must be on continuous basis. 

If any training program not conducted during any 

quarter or in financial year, must be carried out in the 

next quarter/ financial year.
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Abstract

While organizations are waking up to the importance of 

employee engagement, there is still a long way to go 

before India tops the list of countries with a 100 percent 

'fully engaged' workforce. The term employee 

engagement relates to the level of an employee's 

commitment and connection to an organization. 

Employee engagement has emerged as a critical driver 

of business success in today's competitive marketplace. 

High levels of engagement promote retention of talent, 

foster customer loyalty and improve organizational 

performance and stakeholder value. While lot of points 

have been discussed in the article as to how to foster 

employee engagement, the role of L&D is most 

important in view of the ever changing organizational 

dynamics today and the fast pace of technological 

disruptions happening everywhere. The digital 

transformation is the reimagining and refurbishing the 

way businesses operate , aided by today's advanced 

technology. L&D can ease the digital transformation by 

developing the right mindset, putting together the right 

people, focusing on the right processes and supporting 

with the right software. 

Key words: employee engagement, organizational 

performance, training, technology, learning.

Introduction:

Let us try to understand what is employee engagement:

Ÿ Employee engagement is  the emotional 

attachment employees feel towards their place of 

work, job role, position within the company, 

colleagues and culture and the affect this 

attachment has on wellbeing and productivity.

Ÿ From an employer's point-of-view, employee 

engagement is concerned with using new 

measures and initiatives to increase the positive 

emotional attachment felt  and therefore 

productivity and overall business success.

Ÿ Those employees who feel emot ional ly 

connected to their positions are more likely to go 

the extra mile, remain loyal and perform to the 

best of their ability.

Fostering Employee Engagement And The Role Of L&D
- Suman Rastogi
sumanrastogicolour@gmail.com

Ÿ Our business is a community – for us, our team, our 

managers and our employees. And communities 

thrive best when everyone in it feels they are 

included, valued and trusted. The more engaged 

our employees are, the more productive they 

become, and we get something money just can't 

buy – a happy workplace!

Ÿ The term employee engagement relates to the 

level of an employee's commitment and 

connection to an organization. Employee 

engagement has emerged as a critical driver of 

business success in today's competit ive 

marketplace. High levels of engagement promote 

retention of talent, foster customer loyalty and 

improve organizational performance and 

stakeholder value. 

Ÿ Employees want to feel valued and respected; 

they want to know that their work is meaningful 

and their ideas are heard. Highly engaged 

employees are more productive and committed 

to the organizations in which they work.

Ÿ Engaged employees might report feeling focused 

and intensely involved in the work they do. They 

are enthusiastic and have a sense of urgency. 

Engagement levels are largely in direct control or 

significantly influenced by the employee's 

manager (through job assignments, trust, 

recognition, day-to-day communications, etc.). 

Behaviors of engaged and disengaged employees:

In short,employees  who are engaged, feel :

Ÿ        empowered

Ÿ        involved

Ÿ        consulted

Ÿ        supported

Ÿ        valued

Ÿ        a sense of belonging

They also cite collaboration and meaningful work as 

really important to them. In fact, feeling valued and 

doing meaningful tasks stand out above material 

rewards.

Engaging employees is  crucial – but i t  isn' t 

straightforward. In fact, it's multifaceted, deeply cultural, 

and likely to keep changing as the ways we work and use 

digital technologies.

According to a 2017 Dale Carnagie study, "Just 26%of 

leaders surveyed say that (employee engagement) is a 

very important part of what they think about, plan, and 

do every day. Another 42% say they work on it frequently, 

and the rest only occasionally, rarely or never.

So how can HR grapple with this challenge, and what 

role does L&D play?

The employee engagement approach has to be 

designed to ensure that employees are committed to 

their organization's goals and values, motivated to 

contribute to organizational success, and are able at the 

same time to enhance their own sense of well-being.

The key ways in which organizations can foster 

employee engagement through L&D - 

Ÿ Promote a culture of Learning : 

 Organizations must work with L&D professional to 

identify the kind of learning culture they want to 

develop, one that is in sync with the organizational 

values and larger business goals. Learning culture 

can be facilitated by tools and systems that enable 

continuous learning that's accessible, just-in-time, 

relevant and personalized for the learners.

Ÿ Emphasize Onboarding & Training :

 Employees are often frustrated and annoyed when 

they are not aware of their responsibilities since the 

beginning and end up playing catch up. Newly 

appointed employees need to be properly oriented 

into the business processes. Here, employee 

onboarding programs are one of the primery steps 

Organizations can apply. Along with a strong 

onboarding program, training programs upskill and 

help the employees stay competent and the 

business, successful.  L&D professionals can thus 

not only help the organization retain employees but 

also help them learn faster and become (and stay) 

more productive.

Ÿ Prioritize Employee Growth & Development: 

 According to a recent poll, 87% millennials and 69% 

non-millennials value career development in their 

jobs. Employees desire both professional and 

personal growth opportunities while deciding to 

join an organization. They want to learn new skills 

and seek newer challenges, which in turn lead to 

higher engagement, as employees are constantly 

productive. L&D professionals need to set up 

effective training programs to engage their 

employees in their job roles and the workplace as a 

whole. Training programs ensure that employees 

are aware of their KRAs and have the required skill-

set to achieve them, and progressively upskill them 

to meet the demands of the evolving workplaces 

and technological advancements.

 Collaboration:

 Engagement is not a standalone term. It is an 

amalgamation of many factors ranging from 

interest, involvement to collaboration and 

consultation. And, L&D personnel can take this as a 

cue for promoting social learning and informal 

learning. 

 L&D professionals also need to be the icebreakers 

and jump-start the conversations within different 

teams and groups, just like in any social setting, and 

encourage ways to foster online discussions and 

collaboration

Ÿ Use Learning Technology as the Enabler: 

 L&D professionals should also focus on employing 

the right kind of learn-tech tools that fit their specific 

training and engagement requirements. It is the 

correct mixture of content,  learning,  and 

technology that will produce long term results and 
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While organizations are waking up to the importance of 

employee engagement, there is still a long way to go 

before India tops the list of countries with a 100 percent 

'fully engaged' workforce. The term employee 

engagement relates to the level of an employee's 

commitment and connection to an organization. 

Employee engagement has emerged as a critical driver 

of business success in today's competitive marketplace. 

High levels of engagement promote retention of talent, 

foster customer loyalty and improve organizational 

performance and stakeholder value. While lot of points 

have been discussed in the article as to how to foster 

employee engagement, the role of L&D is most 

important in view of the ever changing organizational 

dynamics today and the fast pace of technological 

disruptions happening everywhere. The digital 

transformation is the reimagining and refurbishing the 

way businesses operate , aided by today's advanced 

technology. L&D can ease the digital transformation by 

developing the right mindset, putting together the right 

people, focusing on the right processes and supporting 

with the right software. 
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Let us try to understand what is employee engagement:
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attachment employees feel towards their place of 

work, job role, position within the company, 

colleagues and culture and the affect this 

attachment has on wellbeing and productivity.

Ÿ From an employer's point-of-view, employee 

engagement is concerned with using new 
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emotional attachment felt  and therefore 

productivity and overall business success.
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the extra mile, remain loyal and perform to the 

best of their ability.
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thrive best when everyone in it feels they are 

included, valued and trusted. The more engaged 

our employees are, the more productive they 

become, and we get something money just can't 

buy – a happy workplace!
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marketplace. High levels of engagement promote 

retention of talent, foster customer loyalty and 

improve organizational performance and 

stakeholder value. 

Ÿ Employees want to feel valued and respected; 

they want to know that their work is meaningful 

and their ideas are heard. Highly engaged 

employees are more productive and committed 

to the organizations in which they work.

Ÿ Engaged employees might report feeling focused 

and intensely involved in the work they do. They 

are enthusiastic and have a sense of urgency. 

Engagement levels are largely in direct control or 

significantly influenced by the employee's 

manager (through job assignments, trust, 

recognition, day-to-day communications, etc.). 
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leaders surveyed say that (employee engagement) is a 

very important part of what they think about, plan, and 

do every day. Another 42% say they work on it frequently, 
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So how can HR grapple with this challenge, and what 
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contribute to organizational success, and are able at the 

same time to enhance their own sense of well-being.

The key ways in which organizations can foster 
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identify the kind of learning culture they want to 

develop, one that is in sync with the organizational 

values and larger business goals. Learning culture 

can be facilitated by tools and systems that enable 

continuous learning that's accessible, just-in-time, 

relevant and personalized for the learners.

Ÿ Emphasize Onboarding & Training :

 Employees are often frustrated and annoyed when 

they are not aware of their responsibilities since the 

beginning and end up playing catch up. Newly 

appointed employees need to be properly oriented 

into the business processes. Here, employee 

onboarding programs are one of the primery steps 

Organizations can apply. Along with a strong 

onboarding program, training programs upskill and 

help the employees stay competent and the 

business, successful.  L&D professionals can thus 

not only help the organization retain employees but 

also help them learn faster and become (and stay) 

more productive.

Ÿ Prioritize Employee Growth & Development: 

 According to a recent poll, 87% millennials and 69% 

non-millennials value career development in their 

jobs. Employees desire both professional and 

personal growth opportunities while deciding to 

join an organization. They want to learn new skills 

and seek newer challenges, which in turn lead to 

higher engagement, as employees are constantly 

productive. L&D professionals need to set up 

effective training programs to engage their 

employees in their job roles and the workplace as a 

whole. Training programs ensure that employees 

are aware of their KRAs and have the required skill-

set to achieve them, and progressively upskill them 

to meet the demands of the evolving workplaces 

and technological advancements.

 Collaboration:

 Engagement is not a standalone term. It is an 

amalgamation of many factors ranging from 

interest, involvement to collaboration and 

consultation. And, L&D personnel can take this as a 

cue for promoting social learning and informal 

learning. 

 L&D professionals also need to be the icebreakers 

and jump-start the conversations within different 

teams and groups, just like in any social setting, and 

encourage ways to foster online discussions and 
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 L&D professionals should also focus on employing 

the right kind of learn-tech tools that fit their specific 

training and engagement requirements. It is the 
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help achieve the collective learning goals.

 Corporate training has gone through drastic 

evolution over the past decade, moving away from 

the very limiting classroom-based training to a 

more flexible online process. Learning technology, 

wi th  innovat ions l ike  v i r tual c lassrooms, 

Gamification and Artificial Intelligence, has 

transformed training delivery strategies. Learning 

analytics has recently emerged as an irreplaceable 

tool when it comes to improving engagement, as it 

enables organizations to analyze the data (learning 

behavior, patterns, completion rates etc.) and 

customize the training programs to suit the needs of 

the employees.

 

 Organizations need to invest in the L&D function 

and provide them with the right learn-tech tools 

that can become an effective driving force behind 

improving employee. 

Ÿ Taking advantage of team learning to infuse value 

into work life. Companies can shift the focus from 

individual performance to team learning by sharing 

good case practices that provide challenges, 

resources, and feedback. Enabling employees to 

perform as a part of team where they can maximize 

the strength of every member and achieve better 

results will increase their ability to mold their 

personality in a dynamic context and also evolve as 

an individual entity at the same time.

Ÿ Encouraging collaboration through social 

platforms and informal learning activities. 

Helping employees build meaningful relationships 

with each other using technology platforms that 

facilitate informal communication on a day-to-day 

basis. These technology platforms strengthen and 

streamline communication across the board 

through fun and easy-to-use apps that work much 

faster than e-mails and the intranet. 

Ÿ Capitalizing on coaching for improved corporate. 

This to invest time, effort, and resources in helping 

employees grow in their career.  Different 

employees have different career goals and 

motivations, so organizations can use mentoring 

and coaching to facilitate professional skill 

improvement. Mentoring also encourages the 

formation of purposeful, professional relationships 

that convey that the company is committed to the 

professional development of its employees and 

How do we define digital transformation? We could term 

it as the reimagining and refurbishing of the way 

businesses operate, aided by today's advanced 

technology.The power of digital is immense and most 

organizations have realized that digital platforms have 

enabled and stimulated innovative forms of work and 

talent management and are dominating most sections– 

from productivity to workforce composition, hiring 

decisions to business analytics and performance 

management systems to learning content .

How L&D can approach digital transformation:

1. Developing the right mindset : 

 The first step in any process has to be setting out a 

clear, ambitious vision. This is not just about 

values their contribution.

Ÿ Providing leadership training to create a culture 

of productivity and personal satisfaction. 

Leadership skills are essential to creating a 

performance-driven culture where employees are 

empowered to bring better results and grow. The 

m a n a g e m e n t  c a n  i n i t i a t e  l e a r n i n g  a n d 

development programs that provide behavioral 

training and conduct leadership development 

workshops that aim to boost productivity. 

Ÿ Promoting ubiquitous learning to engage 

employees across the board. Let employees learn 

anytime and anywhere they want with easy access 

to resources that are relevant to their professional 

needs. Companies can offer a personalized 

learning experience through self-explanatory e-

learning modules or through peer-generated 

content that is socially shared. Technology 

platforms can be leveraged for this purpose, and 

employees can be encouraged to join discussion 

forums or portals with tangible rewards as 

incentives.

Digital Transformation:

developing a technological mindset. It is about 

understanding what learning objectives the 

organization wants to achieve, what its training 

targets are and then decide on how technology fits 

into each of these brackets. Then it is about having 

every single person in the company come on board 

for the process, which means calling for complete 

c o m m i t m e n t  a n d  d e d i c a t i o n  w i t h i n  t h e 

organization. It may mean revamping existing 

strategies and re-training staff for the new process. 

Also, there needs to be transparency in the plan, 

especially with the team so that people can offer 

opinions. There is nothing to hide because failures 

are a part and parcel of a new process. So, just as 

success is shared, shortcomings too have to be 

shared.

 Putting together the right people :

 There may be people within the organization who 

can spearhead the whole transformation process 

and they may have to be zeroed in on. Else, there 

may be a need to look outside the organization for 

an external person who can guide the teams, 

handhold and lead the whole process. The IT team, 

of course, plays the most crucial role, so they have 

to be well-versed with the idea. 

 

 It is crucial  to disseminate proper knowledge 

among the employees who will form a key part of 

the whole transformation process. 

2. Focusing on the process(es) :

 It's not about having big goals and targets. It's all 

about taking small steps and achieving one thing at 

a time. Problems have to be fixed before moving on. 

There needs to be a strong research team that 

ensures good ground work.Several steps in the 

digital transformation process may be based on trial 

and error. So if something is not working or showing 

results, it is better to stop that or put efforts to 

improvise it. 

3. Supporting with the right software : 

 Cloud is a vital cog in the wheel of digital 

transformation. The cloud model provides 

immediate, on-demand access to the latest 

solutions and approaches and ready-to-deploy 

environments for creating and delivering the 

innovative business strategies and products. It also 

ensures that teams can work from anywhere, 

anytime without having to stick to office hours and 

location. Specific solutions have to be created for 

learning and development programs that address 

the training challenges in that organization. Once 

the system is in place, it is good to let everyone 

know how it is progressing, perhaps by putting up a 

live dashboard of current performance somewhere 

in  a  prominent  place in  the of f ice .  Only 

implementing does not help if it can't be supported 

and maintained for a long time.

Conclusion :

Engaging employees across the board and creating a 

culture of empowerment, trust, and collaboration is key 

to thriving as a business and keeping hold of talent. It's 

vital that Organizations' learning cultures match this 

approach, and set themselves up to be able to move 

with the times and with the needs of their audiences. HR 

and L&D teams need to work together to consider the 

'experience' they can offer, embracing digital 

technologies as a key enabler of cultural change.
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analytics has recently emerged as an irreplaceable 

tool when it comes to improving engagement, as it 

enables organizations to analyze the data (learning 

behavior, patterns, completion rates etc.) and 

customize the training programs to suit the needs of 

the employees.

 

 Organizations need to invest in the L&D function 

and provide them with the right learn-tech tools 

that can become an effective driving force behind 

improving employee. 

Ÿ Taking advantage of team learning to infuse value 

into work life. Companies can shift the focus from 

individual performance to team learning by sharing 

good case practices that provide challenges, 

resources, and feedback. Enabling employees to 

perform as a part of team where they can maximize 

the strength of every member and achieve better 

results will increase their ability to mold their 

personality in a dynamic context and also evolve as 

an individual entity at the same time.

Ÿ Encouraging collaboration through social 

platforms and informal learning activities. 

Helping employees build meaningful relationships 

with each other using technology platforms that 

facilitate informal communication on a day-to-day 

basis. These technology platforms strengthen and 

streamline communication across the board 

through fun and easy-to-use apps that work much 

faster than e-mails and the intranet. 

Ÿ Capitalizing on coaching for improved corporate. 

This to invest time, effort, and resources in helping 

employees grow in their career.  Different 

employees have different career goals and 

motivations, so organizations can use mentoring 

and coaching to facilitate professional skill 

improvement. Mentoring also encourages the 

formation of purposeful, professional relationships 

that convey that the company is committed to the 

professional development of its employees and 

How do we define digital transformation? We could term 

it as the reimagining and refurbishing of the way 

businesses operate, aided by today's advanced 

technology.The power of digital is immense and most 

organizations have realized that digital platforms have 

enabled and stimulated innovative forms of work and 

talent management and are dominating most sections– 

from productivity to workforce composition, hiring 

decisions to business analytics and performance 

management systems to learning content .

How L&D can approach digital transformation:

1. Developing the right mindset : 

 The first step in any process has to be setting out a 

clear, ambitious vision. This is not just about 

values their contribution.

Ÿ Providing leadership training to create a culture 

of productivity and personal satisfaction. 

Leadership skills are essential to creating a 

performance-driven culture where employees are 

empowered to bring better results and grow. The 

m a n a g e m e n t  c a n  i n i t i a t e  l e a r n i n g  a n d 

development programs that provide behavioral 

training and conduct leadership development 

workshops that aim to boost productivity. 

Ÿ Promoting ubiquitous learning to engage 

employees across the board. Let employees learn 

anytime and anywhere they want with easy access 

to resources that are relevant to their professional 

needs. Companies can offer a personalized 

learning experience through self-explanatory e-

learning modules or through peer-generated 

content that is socially shared. Technology 

platforms can be leveraged for this purpose, and 

employees can be encouraged to join discussion 

forums or portals with tangible rewards as 

incentives.

Digital Transformation:

developing a technological mindset. It is about 

understanding what learning objectives the 

organization wants to achieve, what its training 

targets are and then decide on how technology fits 

into each of these brackets. Then it is about having 

every single person in the company come on board 

for the process, which means calling for complete 

c o m m i t m e n t  a n d  d e d i c a t i o n  w i t h i n  t h e 

organization. It may mean revamping existing 

strategies and re-training staff for the new process. 

Also, there needs to be transparency in the plan, 

especially with the team so that people can offer 

opinions. There is nothing to hide because failures 

are a part and parcel of a new process. So, just as 

success is shared, shortcomings too have to be 

shared.

 Putting together the right people :

 There may be people within the organization who 

can spearhead the whole transformation process 

and they may have to be zeroed in on. Else, there 

may be a need to look outside the organization for 

an external person who can guide the teams, 

handhold and lead the whole process. The IT team, 

of course, plays the most crucial role, so they have 

to be well-versed with the idea. 

 

 It is crucial  to disseminate proper knowledge 

among the employees who will form a key part of 

the whole transformation process. 

2. Focusing on the process(es) :

 It's not about having big goals and targets. It's all 

about taking small steps and achieving one thing at 

a time. Problems have to be fixed before moving on. 

There needs to be a strong research team that 

ensures good ground work.Several steps in the 

digital transformation process may be based on trial 

and error. So if something is not working or showing 

results, it is better to stop that or put efforts to 

improvise it. 

3. Supporting with the right software : 

 Cloud is a vital cog in the wheel of digital 

transformation. The cloud model provides 

immediate, on-demand access to the latest 

solutions and approaches and ready-to-deploy 

environments for creating and delivering the 

innovative business strategies and products. It also 

ensures that teams can work from anywhere, 

anytime without having to stick to office hours and 

location. Specific solutions have to be created for 

learning and development programs that address 

the training challenges in that organization. Once 

the system is in place, it is good to let everyone 

know how it is progressing, perhaps by putting up a 

live dashboard of current performance somewhere 

in  a  prominent  place in  the of f ice .  Only 

implementing does not help if it can't be supported 

and maintained for a long time.

Conclusion :

Engaging employees across the board and creating a 

culture of empowerment, trust, and collaboration is key 

to thriving as a business and keeping hold of talent. It's 

vital that Organizations' learning cultures match this 

approach, and set themselves up to be able to move 

with the times and with the needs of their audiences. HR 

and L&D teams need to work together to consider the 

'experience' they can offer, embracing digital 

technologies as a key enabler of cultural change.
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World over people are curious and fascinated by 

leaders and their success stories. The various reasons 

for their success can be attributed to many factors such 

as their personality, attitude, industriousness, or even 

academic excellence. The list is endless.

Management studies revolve around the quest to find 

out various attributes and significance about leaders 

and how they lead .  The  s tudy involves  the 

understanding of traits of leaders. Trait leadership is 

def ined  as  in tegrated  pat terns  of  persona l 

characteristics that reflect a range of individual 

differences and foster consistent leader effectiveness 

across a variety of group and organizational situations ( 

Zaccaro, Kemp, & Bader, 2004).

How well do you ask questions? This is a phenomenal 

question. The various interactions I have had with 

managers and leaders, most managers do not think 

about the art of questioning as a special trait or a 

parameter for managerial success. “The ability to ask 

questions” is not found on any list of managerial 

competencies nor is it an explicit part of the curriculum 

of business schools or executive education programs. 

The art of asking questions effectively is a major part of a 

managers or leaders job which suggests that it might be 

worth giving this skill a little more focus.( HBR,Ron 

Ashkenas 2011)

Mahan Khalsa states that “the art and science of asking 

effective questions are critical to help leaders succeed 

and becoming successful. The questions we ask of 

others and of ourselves largely determine the quality of 

our interactions, the effectiveness of our solutions, the 

exactness of our evaluation and the breadth of our 

creativity.” (2015)

Leadership traits 

The theory of leadership proposed by Thomas Carlyle 

(The trait theory of leadership, 1980) According to 

Carlyle, history is shaped by extraordinary leaders. This 

ability to lead was something that people were simply 

born with, Carlyle's ideas inspired early research on 

leadership, which entirely focused on inheritable traits. 

Questioning And Inquiry, A Study On Leaders

- Minakshi Balkrishna
minakshi31@hotmail.com

Some of the implications of the trait theory of leadership 

are that: Certain traits produce certain patterns of 

behaviour, these patterns are consistent across different 

situations, and People are born with these leadership 

traits. Shriberg and Shriberg (Practicing leadership 

Principles and Applications 2011) state that, “certain 

innate traits are common to leaders. Although the 

identified traits vary, the most common are intelligence, 

self-confidence, determination, integrity,  and 

sociability."

This study thus aims to provide systematic evidence of 

the implications of organizational identification by 

positioning it in the framework of attitude–behaviour 

relations (Ajzen & Fishbein, 1977; Bentler & Speckart, 

1981; Fishbein & Ajzen, 1975; Glasman & Albarracín, 

2006), a classic theoretical lens, finally providing meta-

analytic evidence that organizational identification 

uniquely affects behaviours in organizations, above and 

beyond the effects of attitudes.

One might say that our thirst for information keeps us 

stuck in a cycle of single loop learning, a pattern that 

Argyris and Schon (1978) identified as endemic to 

organizations. Argyris posited a shift to double loop 

learning to support improved knowledge generation 

and decision making. Gadamer (1993) referred to this 

contextual learning as a fusion of horizons or the process 

of  en la rg ing  one's  hor i zon  th rough  a  deep 

understanding and ability to embrace the horizon of 

another. We see the process of generative inquiry as this 

type of ontological learning process, a way of being 

together, as well as an epistemological process of 

generating knowledge through inquiry, reflecting on it 

within a context, acting on it, inquiring and reflecting on 

the learning, and generating new inquiry to continuously 

support learning and change.

The Art of Asking QuestionEvery entity needs to have a 

fundamental sense of identity, “Who am I?” or “Who are 

we?” to appropriately and meaningfully relate to others 

and surrounding social contexts (Gioia, 1998; Jenkins, 

2008). In a salient social domain in modern society (i.e., 

organizations; Haslam, 2004; Hogg & Terry, 2000), 

organizational identification reflects this sense of 

identity by capturing a psychological state wherein one 

defines one's self by the same attributes that one 

believes define one's organization (Dutton, Dukerich, & 

Harquail, 1994; Pratt, 1998). Organizational identification 

has often been highlighted as central because it 

involves the very essential definition of entities (i.e., 

individual and organizational identities), constituting a 

fundamental subtext based on which attitudes and 

behaviours in organizations are developed (Albert, 

Ashforth, & Dutton, 2000; Hogg & Terry, 2001; van 

Knippenberg & van Schie, 2000). 

Just as leadership does not mean having the authority to 

tell others what to do, advocacy does not mean telling 

other people what you do or believe. Advocacy is not a 

marketing campaign about your own priorities. Instead, 

advocacy means focusing on the priorities of others and 

developing a continuous and strategic effort to facilitate 

changes in behavior, beliefs, and attitudes that will 

enable others to reach their goals. A culture of 

intellectual freedom, through equitable access and 

freedom of expression empowers individuals to grow 

and change. (Barbara K. Stripling, Knowledge Quest 

American library Association Volume 44, No. 1   

September/October 2015)

Transformative learning and questioning

The art of asking questions by Stanley Payne and 

Mezirow theory, “every individual has a particular view 

point.” Learners make their own meaning through 

transformative learning and questioning which was one 

the key elements of Socratic / Rhetoric method to find 

about the unknown.

Edgar Schien Sloan school professor believed in helping 

human systems through humble inquiry. Schein moves 

on from his key formative learning experiences to 

focusing on humble inquiry as the key to building and 

maintaining the helping relationship. Comprised of both 

a helper's attitude and behaviour, humble inquiry 

embodies “accessing one's ignorance” and becoming 

open to what the helper and the helped may learn from 

each other through observation, genuine empathic 

questioning, careful listening, and suspension of 

judgment. Schein not only identifies several challenges 

within management research, practice, and education, 

but also offers provocative recommendations to those 

involved. 

In Schein's vision, these scholar– practitioners know how 

to collaborate with practitioners in a joint inquiry and 

learning process aiming at formulating joint problem 

definitions and developing new and meaningful 

knowledge to the benefit of both academic and 

practitioner communities (see also Bradbury & 

Lichtenstein, 2000; Coghlan & Shani, 2009)

In Schein's vision, these scholar– practitioners know how 

to collaborate with practitioners in a joint inquiry and 

learning process aiming at formulating joint problem 

definitions and developing new and meaningful 

knowledge to the benefit of both academic and 

practitioner communities (see also Bradbury & 

Lichtenstein, 2000; Coghlan & Shani, 2009)

Jan Reed's has used  Appreciative Inquiry as a research 

framework to connect aims of research and human 

systems to be inspiring and liberating theoretical 

perspective and the research methodology “that takes 

social construction of reality to its positive extreme” 

(Cooper rider and Whitney, 2005) in its affirmative 

approach to cooperative capacity building. It was 

believed that their modus operandi was aligned to the 

basic proposition of social constructivism, “we construct 

the world through our relationships, interactions and 

dialogue as we continuously seek to make sense of the 

world” (Gergen and Gergen, 2004). 

The Art of Asking QuestionEvery entity needs to have a 

fundamental sense of identity, “Who am I?” or “Who are 

we?” to appropriately and meaningfully relate to others 

and surrounding social contexts (Gioia, 1998; Jenkins, 

2008). In a salient social domain in modern society (i.e., 

organizations; Haslam, 2004; Hogg & Terry, 2000), 

organizational identification reflects this sense of 

identity by capturing a psychological state wherein one 

defines one's self by the same attributes that one 

believes define one's organization (Dutton, Dukerich, & 

Harquail, 1994; Pratt, 1998). Organizational identification 

has often been highlighted as central because it 

involves the very essential definition of entities (i.e., 

individual and organizational identities), constituting a 

fundamental subtext based on which attitudes and 

behaviours in organizations are developed (Albert, 

Ashforth, & Dutton, 2000; Hogg & Terry, 2001; van 

Knippenberg & van Schie, 2000)

Humble inquiry , innovative Appreciative Inquiry  

therefore emphasizes collaborative approaches with 

the aim of collating information for the leader.

Leadership remains one of the most researched and 

discussed topics in Organizational behaviour. However, 
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World over people are curious and fascinated by 

leaders and their success stories. The various reasons 

for their success can be attributed to many factors such 

as their personality, attitude, industriousness, or even 

academic excellence. The list is endless.

Management studies revolve around the quest to find 

out various attributes and significance about leaders 

and how they lead .  The  s tudy involves  the 

understanding of traits of leaders. Trait leadership is 

def ined  as  in tegrated  pat terns  of  persona l 

characteristics that reflect a range of individual 

differences and foster consistent leader effectiveness 

across a variety of group and organizational situations ( 

Zaccaro, Kemp, & Bader, 2004).

How well do you ask questions? This is a phenomenal 

question. The various interactions I have had with 

managers and leaders, most managers do not think 

about the art of questioning as a special trait or a 

parameter for managerial success. “The ability to ask 

questions” is not found on any list of managerial 

competencies nor is it an explicit part of the curriculum 

of business schools or executive education programs. 

The art of asking questions effectively is a major part of a 

managers or leaders job which suggests that it might be 

worth giving this skill a little more focus.( HBR,Ron 

Ashkenas 2011)

Mahan Khalsa states that “the art and science of asking 

effective questions are critical to help leaders succeed 

and becoming successful. The questions we ask of 

others and of ourselves largely determine the quality of 

our interactions, the effectiveness of our solutions, the 

exactness of our evaluation and the breadth of our 

creativity.” (2015)

Leadership traits 

The theory of leadership proposed by Thomas Carlyle 

(The trait theory of leadership, 1980) According to 

Carlyle, history is shaped by extraordinary leaders. This 

ability to lead was something that people were simply 

born with, Carlyle's ideas inspired early research on 

leadership, which entirely focused on inheritable traits. 

Questioning And Inquiry, A Study On Leaders

- Minakshi Balkrishna
minakshi31@hotmail.com

Some of the implications of the trait theory of leadership 

are that: Certain traits produce certain patterns of 

behaviour, these patterns are consistent across different 

situations, and People are born with these leadership 

traits. Shriberg and Shriberg (Practicing leadership 

Principles and Applications 2011) state that, “certain 

innate traits are common to leaders. Although the 

identified traits vary, the most common are intelligence, 

self-confidence, determination, integrity,  and 

sociability."

This study thus aims to provide systematic evidence of 

the implications of organizational identification by 

positioning it in the framework of attitude–behaviour 

relations (Ajzen & Fishbein, 1977; Bentler & Speckart, 

1981; Fishbein & Ajzen, 1975; Glasman & Albarracín, 

2006), a classic theoretical lens, finally providing meta-

analytic evidence that organizational identification 

uniquely affects behaviours in organizations, above and 

beyond the effects of attitudes.

One might say that our thirst for information keeps us 

stuck in a cycle of single loop learning, a pattern that 

Argyris and Schon (1978) identified as endemic to 

organizations. Argyris posited a shift to double loop 

learning to support improved knowledge generation 

and decision making. Gadamer (1993) referred to this 

contextual learning as a fusion of horizons or the process 

of  en la rg ing  one's  hor i zon  th rough  a  deep 

understanding and ability to embrace the horizon of 

another. We see the process of generative inquiry as this 

type of ontological learning process, a way of being 

together, as well as an epistemological process of 

generating knowledge through inquiry, reflecting on it 

within a context, acting on it, inquiring and reflecting on 

the learning, and generating new inquiry to continuously 

support learning and change.

The Art of Asking QuestionEvery entity needs to have a 

fundamental sense of identity, “Who am I?” or “Who are 

we?” to appropriately and meaningfully relate to others 

and surrounding social contexts (Gioia, 1998; Jenkins, 

2008). In a salient social domain in modern society (i.e., 

organizations; Haslam, 2004; Hogg & Terry, 2000), 

organizational identification reflects this sense of 

identity by capturing a psychological state wherein one 

defines one's self by the same attributes that one 

believes define one's organization (Dutton, Dukerich, & 

Harquail, 1994; Pratt, 1998). Organizational identification 

has often been highlighted as central because it 

involves the very essential definition of entities (i.e., 

individual and organizational identities), constituting a 

fundamental subtext based on which attitudes and 

behaviours in organizations are developed (Albert, 

Ashforth, & Dutton, 2000; Hogg & Terry, 2001; van 

Knippenberg & van Schie, 2000). 

Just as leadership does not mean having the authority to 

tell others what to do, advocacy does not mean telling 

other people what you do or believe. Advocacy is not a 

marketing campaign about your own priorities. Instead, 

advocacy means focusing on the priorities of others and 

developing a continuous and strategic effort to facilitate 

changes in behavior, beliefs, and attitudes that will 

enable others to reach their goals. A culture of 

intellectual freedom, through equitable access and 

freedom of expression empowers individuals to grow 

and change. (Barbara K. Stripling, Knowledge Quest 

American library Association Volume 44, No. 1   

September/October 2015)

Transformative learning and questioning

The art of asking questions by Stanley Payne and 

Mezirow theory, “every individual has a particular view 

point.” Learners make their own meaning through 

transformative learning and questioning which was one 

the key elements of Socratic / Rhetoric method to find 

about the unknown.

Edgar Schien Sloan school professor believed in helping 

human systems through humble inquiry. Schein moves 

on from his key formative learning experiences to 

focusing on humble inquiry as the key to building and 

maintaining the helping relationship. Comprised of both 

a helper's attitude and behaviour, humble inquiry 

embodies “accessing one's ignorance” and becoming 

open to what the helper and the helped may learn from 

each other through observation, genuine empathic 

questioning, careful listening, and suspension of 

judgment. Schein not only identifies several challenges 

within management research, practice, and education, 

but also offers provocative recommendations to those 

involved. 

In Schein's vision, these scholar– practitioners know how 

to collaborate with practitioners in a joint inquiry and 

learning process aiming at formulating joint problem 

definitions and developing new and meaningful 

knowledge to the benefit of both academic and 

practitioner communities (see also Bradbury & 

Lichtenstein, 2000; Coghlan & Shani, 2009)
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to collaborate with practitioners in a joint inquiry and 

learning process aiming at formulating joint problem 

definitions and developing new and meaningful 

knowledge to the benefit of both academic and 

practitioner communities (see also Bradbury & 

Lichtenstein, 2000; Coghlan & Shani, 2009)

Jan Reed's has used  Appreciative Inquiry as a research 

framework to connect aims of research and human 

systems to be inspiring and liberating theoretical 

perspective and the research methodology “that takes 

social construction of reality to its positive extreme” 

(Cooper rider and Whitney, 2005) in its affirmative 

approach to cooperative capacity building. It was 

believed that their modus operandi was aligned to the 

basic proposition of social constructivism, “we construct 

the world through our relationships, interactions and 

dialogue as we continuously seek to make sense of the 

world” (Gergen and Gergen, 2004). 

The Art of Asking QuestionEvery entity needs to have a 

fundamental sense of identity, “Who am I?” or “Who are 

we?” to appropriately and meaningfully relate to others 

and surrounding social contexts (Gioia, 1998; Jenkins, 

2008). In a salient social domain in modern society (i.e., 

organizations; Haslam, 2004; Hogg & Terry, 2000), 

organizational identification reflects this sense of 

identity by capturing a psychological state wherein one 

defines one's self by the same attributes that one 

believes define one's organization (Dutton, Dukerich, & 

Harquail, 1994; Pratt, 1998). Organizational identification 

has often been highlighted as central because it 

involves the very essential definition of entities (i.e., 

individual and organizational identities), constituting a 

fundamental subtext based on which attitudes and 

behaviours in organizations are developed (Albert, 

Ashforth, & Dutton, 2000; Hogg & Terry, 2001; van 

Knippenberg & van Schie, 2000)

Humble inquiry , innovative Appreciative Inquiry  

therefore emphasizes collaborative approaches with 

the aim of collating information for the leader.
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while theories have been proposed, and scales and 

measurements have been developed to measure the 

construct in diverse contexts, leadership remains an 

enigma (Prince, 2005). Researchers, for example, Meindl 

(1990) suggested that the focus on leadership is just an 

illusion; and that leadership might be a form of creation 

in the minds of the led or followers than it is actually a 

trait of individuals occupying a certain position. Not only 

that, some researchers have even argued for and 

supported the motion that leaders do not need 

Emotional Intelligence  (Antonakis, Ashkanasy, & 

Dasborough, 2009).

Apart from inquiry, leaders also develop several traits. 

What are those traits that leaders have that make them 

lifelong learners or other traits that make them 

successful? 

A transformational pedagogy (Baxter Magolda, 1998; 

Brown, 2004; Cranton, 2002; Mezirow, 1997) addresses 

both what leaders know and how they know it, or 

informational and transformational learning. Kegan 

(2000) and Drago-Severson (2004) suggest that learning 

involves increased knowledge and skills, which are 

important in learners' capacities to change attitudes and 

competencies. Transformational learning theory 

provides a framework to develop adults' capacities to 

integrate the complexities of leadership (Collay & 

Cooper, 2008)

However leaders' ability to be creative and innovative in 

their leadership traits also resort to flexible ideas and 

thinking.

According to Wallas, G. (1926) creativity is the main force 

of human evolution, because only the person who used 

this ability was able to adapt to a rapidly changing 

environment. Amabile, T. (1996) proposes that creativity 

is creation of new ideas. However, given definitions also 

have common similarities. “Flexible thinking and fluently 

developed ideas are important components of the 

definition of creativity. However, the most important 

feature of creativity is originality. Creative work is 

original, appropriate, reasonable and in a sense elegant 

or just good. So, creativity is a talent or activity, the result 

of which is ideas, theories, and products of art or 

science.” (Gage, N. L., Berliner, D.C., 1994)

Simultaneously, humans have become ever more 

curious and knowledgeable about the processes of 

leadership and how leaders create and use 

organizations to manufacture and distribute products, 

create and deliver services, and develop and process 

information in new and valuable ways. While the study 

and practice of leadership are thousands of years old 

and ancient texts from China and Greece (Waley, 1989; 

Plato, 1999) continue to provide guidance and insight 

into the thoughts and practices of Confucius, Socrates, 

Plato, Aristotle, and others, it was the onset of the 

industrial revolution and the creation of modern 

reductionist science that led to the literal explosion in 

the scientific study of leadership and organizational 

behaviour (Kilburg & Donohue, 2011). The knowledge 

base that has arisen is extraordinarily deep and wide, 

offering scholars and practitioners a tremendous array 

of concepts and findings to guide both research and 

daily leadership activities. Despite this extensive 

knowledge base, many mysteries and questions still 

exist concerning how leaders create and sustain 

organizational structures and processes and use them 

to do work.

How a leader functions of leadership and how leaders 

form, sustain, and utilize organizational structures. This 

is a matter of considerable interest in theory and 

practice (Chemers, 1997; Drath, 2001; Kilburg & 

Donohue, 2011; and Rost, 1991). Indeed, the last 30 years 

have seen the rise of many different forms and types of 

organizations that both compliment and compete with 

traditional, hierarchically structured bureaucracies, 

including alliances, networks, and virtual communities 

using the Internet for all sorts of exchanges and 

processes.

Questioning and the art of asking questions

Questioning is one of the key elements of Socratic 

Method (Overholser, 1993). According to him Socratic 

Method encompasses other things, such as inductive 

reasoning and active learning. He also argued that the 

method is a complex interplay of questions, content and 

process. Proponents of Socratic Method also refer to it 

as Socratism, which emphasizes high-level cognitive 

reasoning, and content that induces independent 

problem-solving skills (Kearney and Beazley, 1991; 

Seeskin, 1987). 

The method requires collaborative interaction between 

the leader and the organizational leadership. 

Mezirow's theory, expressed in lay terms, every 

individual has a particular view of the world. The 

particular worldview may or not be well articulated but it 

is usually based on a set of paradigmatic assumptions 

that derive from the individual's upbringing, life 

experience, culture or education. When asked to explain 

their worldview most individuals say, in effect, 'The 

world is this way because'. Their explanation is, in turn, 

based on a set of causal assumptions that are often 

ingrained and well rehearsed. If the individual is 

especially committed to his or her worldview it is highly 

likely that a proselytising element will creep in. In that 

case the individual may argue that 'The world should be 

this way', which is a position grounded in a set of 

prescriptive assumptions. Mezirow claimed that 

individuals have difficulty changing because their 

worldviews become unconscious frames of reference 

constructed of habits of the mind. He argues that 

particular points of view can become so ingrained that it 

takes a powerful human catalyst, a forceful argument or 

what he calls a disorienting dilemma to shake them. 

On the basis of this early study, Mezirow, in dialogue and 

debate with other adult theorists, has postulated, 

ref ined,  and,  at  t imes,  revised his  theory of 

transformative learning. An essential element of 

Mezirow's theory is the need to develop communicative 

skills so that internal and external conflicts, which result 

from changes in perspective, can be resolved via 

rational discourse rather than force. Mezirow has argued 

the insistence on rationality as a key to 'Communicative 

Action' and eventual transformation has been a 

contested aspect of transformation theory. He states 

how the relationship between the two can be symbiotic. 

Taylor also states (2007), that the combination can 

'ultimately result…in a more informed practice for 

fostering transformative learning and an effective 

leadership

Essential Questions 

The Bottom Line is to develop the habit of always 

critiquing the essential questions. High level inquiries 

and questioning yield some of the greatest gains. 

Getting the questions right takes discipline, skill, and 

artfulness. But it's well worth the effort to ensure that 

inquiries   are important, intriguing, and revealing. (Grant 

Wiggins and Denise Wilbur 2003) 

Do successful leaders have it I them?

  “In searching for common denominators among [the 

world's] brilliant change-makers, one thing I kept finding 

was that many of them were exceptionally good at 

asking questions”   (Warren Berger, W. (2014) Cris Tovani  

)   

Keywords:  questioning, inquiry, leadership, traits, 

decision making
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while theories have been proposed, and scales and 

measurements have been developed to measure the 
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individuals have difficulty changing because their 

worldviews become unconscious frames of reference 

constructed of habits of the mind. He argues that 

particular points of view can become so ingrained that it 

takes a powerful human catalyst, a forceful argument or 

what he calls a disorienting dilemma to shake them. 

On the basis of this early study, Mezirow, in dialogue and 

debate with other adult theorists, has postulated, 

ref ined,  and,  at  t imes,  revised his  theory of 

transformative learning. An essential element of 

Mezirow's theory is the need to develop communicative 

skills so that internal and external conflicts, which result 

from changes in perspective, can be resolved via 

rational discourse rather than force. Mezirow has argued 

the insistence on rationality as a key to 'Communicative 

Action' and eventual transformation has been a 

contested aspect of transformation theory. He states 

how the relationship between the two can be symbiotic. 

Taylor also states (2007), that the combination can 

'ultimately result…in a more informed practice for 

fostering transformative learning and an effective 

leadership

Essential Questions 

The Bottom Line is to develop the habit of always 

critiquing the essential questions. High level inquiries 

and questioning yield some of the greatest gains. 

Getting the questions right takes discipline, skill, and 

artfulness. But it's well worth the effort to ensure that 

inquiries   are important, intriguing, and revealing. (Grant 

Wiggins and Denise Wilbur 2003) 

Do successful leaders have it I them?

  “In searching for common denominators among [the 

world's] brilliant change-makers, one thing I kept finding 

was that many of them were exceptionally good at 

asking questions”   (Warren Berger, W. (2014) Cris Tovani  
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55, Number 1.

Ÿ Nora Cate Schaeffer1 andStanley Presser,(2003) The 

Science of asking questions,02 Annu. Rev. Sociol. 

2003 .  29 :65–88 doi :  10 .1146/annurev.soc . 

29.110702.110112

Ÿ Nancy L. Southern, Jorge Taborga, and Mara Zabari 

2013 ,11/27 – Shifting from Knowledge Power to 

Generat ive Inquiry :  Creat ing the Field for 

Transformative Learning in Healthcare and 

Business, August-November 2013 / Feature Articles

Ÿ Ron Ashkenas 2011,Teams That Only Think They 

Collaborate ,Harvard Business Review 

Ÿ The Art of Asking Questions, 1936-1985 Author(s): 

Tom W. Smith Source: The Public Opinion Quarterly , 

Vol. 51, Part 2: Supplement: 50th Anniversary Issue 

(1987), pp. S95-S108 Published by: Oxford University 

Press on behalf of the American Association for 

Public Opinion Research American Association for 

Public Opinion (JSTOR) Company Profile : 

Rashtriya Chemicals and Fertilizers Ltd., a leading Public 

Sector Undertaking in India, is engaged for the past five 

and half decades in the production of various 

Nitrogenous, Phosphatic Fertilizers and various 

Industrial Chemicals at Chembur, Mumbai and Thal, 

Raigad district, Maharashtra and marketing of these 

products in India. Our company has been in the forefront 

of Green revolution and has been serving the farmers of 

the state and the country for last several decades.  

 

RCF has always striven for upkeep of the plants through 

modernizing and upgrading technology. Revamping 

and de-bottlenecking is the secret that has kept the 

company striving for five decades. This has facilitated 

plants to sustain operations, reduce efficiency, lower 

energy consumption and to do better than  the 

environmental norms. It has also resulted in company 

achieving the highest standards of safety and product 

quality. The company is maintaining ISO 14000 

accreditation for environment since the last fifteen 

years. Both the manufacturing units are accredited with 

ISO 9000 for quality and OHSAS 18000 for Occupational 

Health and Safety. 

 

RCF LTD. has taken various employee involvement 

initiatives like Quality Circle, Suggestion Scheme, Kaizen 

and Five-S along with various other productivity 

improvement initiatives. RCF LTD. has  conducted 

'Organizational Climate and Employee Satisfaction 

Survey' in the years 2012 and 2016 and also participated 

in the 'Best Companies to Work for – 2013 study' 

conducted by the Great Place to Work Institute, for 

finding out / to measure the effectiveness of existing HR 

practices and alignment of HR strategy, HR policies, 

systems, processes and practices in order to improve 

the same. RCF has been rated at PCMM Level 2 in the 

assessment conducted in January, 2015.  

 

Industry:  Fertilizers and Industrial Chemicals  

   

Case Study: Project Scope and Details  

 

Case Study

RCF People Capability Maturity Model Implementation Case Study

Sanjeev S Doshi
DGM (HR), RCF Ltd
Doctoral Level Research Scholar, TISS

1. Please include the full scope of the project 

(including budget and size of organization).    

 

Implemented 'People Capability Maturity Model 

(PCMM) - Level 2' across RCF LTD.'s    various Offices / 

Sites. (Entire Organization which includes Corporate 

Offices, Trombay  Factory, Thal Factory, Fertilizer 

Marketing and Industrial Products Division. 

 

Duration of the Work was  planned and executed over a 

eighteen month period (starting  with 1st August 2014 as 

zero date and SCAMPI A results on 23rd January, 2015) in  

consultation with the senior management of RCF to 

cover two units of RCF located at  Trombay and Thal 

(Alibaug) and the Marketing Division  consisting of 

nation-wide  network, for all the six process areas 

contained within the PCMM framework at the  maturity 

level two, including acceptance of SCAMPI Class A 

report by Software  Engineering Institute.  

2. What capabilities in your organization did you 

target for improvement?  

 

  The PCMM Maturity Level 2 Processes namely  

    Staffing 

    Communication and Coordination 

    Work Environment 

    Performance Management 

    Training and Development 

    Compensation 

 

3. Explain the goals for this implementation. What 

challenges or problem did you address?   

 

As a part of the endeavor to achieve organizational 

excellence by leveraging the Human Capital, RCF Ltd 

intended to benchmark its HR systems and people 

practices to PCMM  Level 2 framework.  

 

Since this was the first attempt by any Public Sector 

Organization / larger organization in the manufacturing 

sector in India, no references of Scope of Work, 

roadmap, etc was available. 
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The teams involved had to contribute around 25% of 

time towards this developmental acitivity.  

4. What CMMI model(s) did you use for this specific 

deployment?  

 

  People Capability Maturity Model Level 2 

5. How did CMMI help achieve your desired results?

  The following resources of CMMI have helped us in 

attaining the maturity level 2: 

  PCMM Manual / Handbooks,  

  PCMM affiliated Trainers,  

  PCMM affiliated Lead Assessors,    

  Official Training on Overview of PCMM,  

  Official Training of ATM,  

  Interactive website of SEI / CMMi institute 

   Details on the website of Country wide details of 

Transition Partners 

 Details of PARS and other information on the 

website of SEI 

  SEI authorized PCMM app developed by AKS 

Consulting  service 

6. What was your process before CMMI was 

deployed? 

 

Definitely there was a huge gap in the Communication 

process with the employees.  Process of HR going to the 

shop floor and having structured interactions with 

employees  could be set up. 

 

We could move from Performance Appraisal to 

Performance Management by adding up  components 

like Critical Incident Diary, Performance Counseling, 

Performance  Improvement Plan, etc  

 

The practices in Work Environment could be 

consolidated since earlier there were  different 

departments for different activities like furniture 

allotment, grievances  pertaining to workplace facilities, 

etc 

 

System of conducting short training programs at the 

workplace of the employees have   been initiated  

 

Timelines for enhancing the various entitlements such 

as TA/ DA, Medical  reimbursement rates, etc have been 

framed. 

System of sensitization of committee members in 

recruitment has been started.   

7. What lessons can others learn from your 

approach? How does the model provide a 

competitive advantage for your organization? 

 

There is a general and unfounded perception even 

amongst the top level executives of various Public  

Sector Enterprises that it is very difficult to have change 

management in  the public sector scenario and lot of 

resistance is perceived from employees in driving  them 

to do the activities which are beyond 'must do'. However, 

if proper stimulus is   p r o v i d e d ,  o r g a n i z a t i o n s 

irrespective of the sector and   industry can undertake 

such   init iat ives and benefit  by demonstrating 

'employee first' approach which in turn virtually   w o r k s 

out to be 'customer first' approach 

 

It is noted that some organizations start with ambitious 

aspirations of achieving  multiple maturity levels 

simultaneously and struggle for a very long time for 

achieving  the same. The steady approach adopted by 

RCF of achieving each maturity level  progressively can 

be better in the long run and moreover considerable 

attention can be  given to improvements in the 

prescribed processes. 

 

Some organizations do adopt PCMM but shy away from 

formal SCAMPI assessments. By  doing so, they deprive 

themselves of Methodical Process Improvements. 

 

Some organizations have the scope of PCMM 

implementation for a very limited area.  Though they can 

flaunt that they are PCMM rated, the benefits of PCMM 

cannot get  accrued at the entire enterprise level.   

   

High employee morale, excellent working environment 

enhance the net worth of the  employees and it is a 

universal fact that People are the only differentiators. 

 

8. Why should this deployment be considered 

successful or unique? (the Aha moment) 

 

RCF Ltd is the first and only organization in the Indian 

Public Sector to be rated at PCMM   Maturity Level 2. 

 

RCF Ltd is the first and only organization in the Indian 

Fertilizer Industry to be rated at PCMM  Maturity Level 2. 

RCF Ltd, at the global context, most probably is the only 

organization with a legacy of   over five decades to be  

rated at PCMM Maturity Level 2. 

   

PCMM was adopted at the Enterprise Level, ie all the 

Units of the Organization have   been covered in the 

implementation. 

 

Implementation of PCMM Level 2 was done in full letter 

and spirit and with no  compromise / second level 

alternatives. eg SCAMPI A and SCAMPI B was 

conducted  though the system permitted SCAMPI like 

appraisal for A and B.  

 

The company has adopted steady approach with phase 

wise implementation of PCMM  maturity levels.  

9. How was the effectiveness of the project 

specifically measured (metrics, ROI)? Please 

provide specific examples where you are able.  

 

Before (September, 2012) and after (February, 2016) 

rolling out PCMM Level 2, RCF Ltd  has conducted 

'Organizational Climate and Employee Satisfaction 

Survey' through  reputed third party agency of national 

repute.   

 

The sample size was 60% of the total strength of 

employees. 

 

Shri Ram Centre for Industrial Relations, Human 

Resources, Economic and Social  Development, New 

Delhi has conducted the survey in 2012 whereas in 2016, 

the survey  was conducted by HR Anexi Private Limited, 

Mumbai 

   

The Employee Satisfaction Index before and after 

PCMM Level 2 rollout is as follows: 

9. Please include any final thoughts that should be 

highlighted in the case study.  

 

The various best practices of People Management can 

get implemented in a structured    manner on steady 

and progressive implementation of PCMM. 

PCMM implementation support by Transition Partners 

should also include mapping the   various processes in 

ERP system / online systems. 

 

Unlike the general perception that PCMM is mostly for IT 

Companies, this model works   well for manufacturing 

industry also. 

 

Implementing PCMM is like undergoing a Executive 

Management Program offered by   n a t i o n a l  / 

international level institutes such as Indian Institute of 

Management, etc and   considerably increases the 

employability of executives involved in the rollout. 

 

The concern for employees demonstrated through 

PCMM refined people practices do   a d d  q u a n t u m 

amount of customer delight to employees and can act 

as a effective barter    in times of turbulent industrial 

relations, etc. 

11. Please provide a quote from a key person in your 

organization (e.g. appraisal sponsor, division 

head) that speaks to their experience with CMMI 

and how the work improved their organizational 

performance. Note: this quote will be used in the 

c a s e  s t u d y .   S e e  e x a m p l e s  a t 

http://cmmiinstitute.com/who-uses-cmmi  

 

Earlier HR was perceived by the employees as 

unapproachable and only as a Law  enforcing 

department. Now employees feel that HR Department 

has come closer  to them - Chairman and Managing 

Director, RCF Ltd. 
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The teams involved had to contribute around 25% of 

time towards this developmental acitivity.  

4. What CMMI model(s) did you use for this specific 

deployment?  

 

  People Capability Maturity Model Level 2 

5. How did CMMI help achieve your desired results?

  The following resources of CMMI have helped us in 

attaining the maturity level 2: 

  PCMM Manual / Handbooks,  

  PCMM affiliated Trainers,  

  PCMM affiliated Lead Assessors,    

  Official Training on Overview of PCMM,  

  Official Training of ATM,  

  Interactive website of SEI / CMMi institute 

   Details on the website of Country wide details of 

Transition Partners 

 Details of PARS and other information on the 

website of SEI 

  SEI authorized PCMM app developed by AKS 

Consulting  service 

6. What was your process before CMMI was 

deployed? 
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process with the employees.  Process of HR going to the 

shop floor and having structured interactions with 

employees  could be set up. 
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Performance Management by adding up  components 

like Critical Incident Diary, Performance Counseling, 

Performance  Improvement Plan, etc  

 

The practices in Work Environment could be 

consolidated since earlier there were  different 

departments for different activities like furniture 

allotment, grievances  pertaining to workplace facilities, 

etc 

 

System of conducting short training programs at the 

workplace of the employees have   been initiated  

 

Timelines for enhancing the various entitlements such 

as TA/ DA, Medical  reimbursement rates, etc have been 

framed. 

System of sensitization of committee members in 
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if proper stimulus is   p r o v i d e d ,  o r g a n i z a t i o n s 

irrespective of the sector and   industry can undertake 

such   init iat ives and benefit  by demonstrating 

'employee first' approach which in turn virtually   w o r k s 

out to be 'customer first' approach 

 

It is noted that some organizations start with ambitious 

aspirations of achieving  multiple maturity levels 

simultaneously and struggle for a very long time for 

achieving  the same. The steady approach adopted by 

RCF of achieving each maturity level  progressively can 

be better in the long run and moreover considerable 

attention can be  given to improvements in the 
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themselves of Methodical Process Improvements. 
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cannot get  accrued at the entire enterprise level.   

   

High employee morale, excellent working environment 

enhance the net worth of the  employees and it is a 

universal fact that People are the only differentiators. 

 

8. Why should this deployment be considered 

successful or unique? (the Aha moment) 

 

RCF Ltd is the first and only organization in the Indian 

Public Sector to be rated at PCMM   Maturity Level 2. 

 

RCF Ltd is the first and only organization in the Indian 

Fertilizer Industry to be rated at PCMM  Maturity Level 2. 
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rated at PCMM Maturity Level 2. 

   

PCMM was adopted at the Enterprise Level, ie all the 
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employees. 
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PCMM refined people practices do   a d d  q u a n t u m 

amount of customer delight to employees and can act 

as a effective barter    in times of turbulent industrial 

relations, etc. 

11. Please provide a quote from a key person in your 

organization (e.g. appraisal sponsor, division 

head) that speaks to their experience with CMMI 

and how the work improved their organizational 

performance. Note: this quote will be used in the 

c a s e  s t u d y .   S e e  e x a m p l e s  a t 

http://cmmiinstitute.com/who-uses-cmmi  

 

Earlier HR was perceived by the employees as 

unapproachable and only as a Law  enforcing 

department. Now employees feel that HR Department 

has come closer  to them - Chairman and Managing 

Director, RCF Ltd. 
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Introduction

All Human Resources Development interventions aim 

at, ultimately, enhancing performance.  There are a 

large number of such interventions.  We acknowledge 

that each one of these has its place in impacting 

performance of individuals, teams, organisations and 

communities.  Without commenting on these 

interventions, we share a learning process that has 

enabled a variety of people in a variety of organisations 

cause unbelievably high performance outcomes in a 

variety of aspects of interest to organisations.  At the 

time of writing this case study, more than 250 such 

results have been caused over a period of about five 

years since training on the “Causing Incredible 

Performance (CIP)” Framework began.  A brief note on 

the experiences with CIP during its early stages was 

published (see Creating Incredible Performance, 

Perfect Manager, Issue 12, May-August 2015, 9-12).  The 

CIP Framework was considered a “Promising HR 

Research” when it was shared in the HR Showcase Event 

held by the Bangalore Chapter of the National HRD 

Network in 2015.  A session on CIP was a part of 

Ahmedabad Management Association's conference on 

“Innovations in Performance Management & Employee 

Engagement” in February 2019.

Development of the CIP Framework

The CIP Framework was developed based, mainly, on 

over 150 'breakthrough' results produced by participants 

of a training program to develop people management 

skills for line managers (see Developing People 

Managers: Sharing the Experience of Symphony 

Services Corporation, NHRD Network Journal, Vol 3, No 

3, 2010, 23-28).  Additionally, some of the results 

produced by the author during his academic and work 

life were also reflected upon.  Existing literature was also 

consulted primarily to strengthen the framework with 

theoretical base.  The contents are being continually 

enriched by the experiences gained during educating, 

training and coaching people for causing incredible 

performance.  Thus, the CIP Framework is based on the 

Case Study

Training For Causing Incredible Performance:
Sharing The Learning Process, Outcomes And Lessons Learnt

Prof C Balaji
HRD Consultant, Inventor CIP

Education programs

The intention of these programs are to make people 

'know' the CIP Framework at a cognitive level.  Durations 

of these programs have ranged from two hours to four 

days.  The depth to which people have 'known' the 

framework would vary depending on the duration of the 

programs they attended: participants of programs 

lasting for a few hours (say about three hours) would 

have, at the most, become acquainted with the CIP 

Framework; those who attended programs of a few days 

intimate understanding that the author has of the real-

life experiences of normal people producing extra-

ordinary results.

Salient Features of the CIP Framework

The CIP Framework is based the following three 

premises:

1. Only tangible results against predetermined goals 

matter

2. Only actions produce results

3. Only individuals have goals and take actions

The CIP Framework comprises ten Action Principles 

(see adjoining box), actions to apply each of these Action 

Principles, and some tools to aid taking these actions.  

The actions can be found in https://causingincredible 

performance.in/ten-action-principles/

Training on the CIP Framework

From mid-2013 when the CIP Framework was firmed up, 

two types of programs have been conducted:

1. Education programs

2. Training programs

We will provide brief details about the former, and 

elaborate the latter more.

duration would have gained deeper knowledge of the 

CIP Framework.

Through these programs, over 2500 people have been 

exposed to the CIP Framework.  Those who have 

participated in these programs have included corporate 

executives, leaders of NGOs, students (from 10th 

standard to post-graduate programs), home makers, , 

entrepreneurs and academicians.  

A few of the participants of these programs have 

informed us that after the program they caused 

incredible performance:

Ÿ A Program Manager (who attended a three day 

program) and his team in a rural development 

organisation completed watershed development 

work in 174 (1 hectare = 2.5 acres) hectares in 13 days.  

The normal belief amongst leaders of NGOs in the 

same geographical region was that in two weeks 30 

to 40 acres of land can be brought under watershed 

development.  Thus, the result which this Program 

Manager produced was over 10 times what normal 

thinking would have produced.

Ÿ The time to clean the wet dryer of a 60 tons-per-day 

milk powder plant of a dairy cooperative was 

brought down from 28 hours to 18 hours over a 

period of 13 years.  This was brought down to 13 

hours in one shot, and had remained so for many 

months; the cleaning time has further reduced to 

12.5 hours.  The executive who anchored this 

initiative attended a four day program, and about 75 

leaders and executives of this cooperative went 

through a three-day program before this result was 

caused.

Ÿ The India Center of a USA-based company was 

going through a severe cost cutting initiative: each 

senior leader had to cut cost of her/his function.  

The head of HR reduced the HR cost by Rs 1.27 

crores by changing policies, processes, practices 

and systems.  Had she not one through the one-day 

CIP session, she said, she would have reduced the 

cost by a maximum of Rs 75 lakhs.

Ÿ A MBA student who attended a two-hour session 

set a goal of getting a job with a salary of Rs 30,000 

per month.  He got such a job, while his classmates 

either got jobs that paid much lesser or did not get 

jobs at all soon after their graduation.

Such instances show that by attending even these 

'education programs' it is possible for participants to 

cause incredible performance.  However, these 

instances are likely to be rare and chancy.  

Training programs

In the training programs, participants not only become 

knowledgeable about the CIP Framework, but also are 

enabled to actually cause incredible performance.  

These programs comprise:

1. Knowing the CIP Framework

2. Applying the CIP Framework in real-life situations

3. Sharing experiences with the CIP Framework

The duration and design of each of the above have 

varied across training programs, depending on what 

worked for the organisations and participants.  Based on 

these experiences, we now train people through two 

Modules:

Module 1: Understanding the CIP Framework

Module 2: Applying the CIP Framework

Module 1: Understanding the CIP Framework

1. Intention: Participants understand the framework 

for Causing Incredible Performance

2. Duration: 3 or 4 days

3. Learning methods: Primarily activities-based 

(indoor and outdoor), supplemented by inputs at 

appropriate times; small group discussions; sharing 

examples of CIP application; referring to the CIP 

Handbook

Module 2: Applying the Framework

1. I n te nt i o n :  Pa r t i c i p a nt s  c a u s e  i n c re d i b l e 

performance and learn to apply the actions under 

the ten Action Principles to cause incredible 

performance.

2. Learning the CIP Framework through application 

are in real-life projects at work.  Details of the 

projects are:

 a. .The duration has ranged from six weeks to five 

months, depending upon what the client 

prefers

 b. Projects are individual projects

 c. Projects are on aspects that are of strategic 

90 91

S
e

g
m

e
n

t - 3

S
e

g
m

e
n

t 
- 

3



DRAFT

DRAFT

Introduction
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that each one of these has its place in impacting 

performance of individuals, teams, organisations and 

communities.  Without commenting on these 

interventions, we share a learning process that has 

enabled a variety of people in a variety of organisations 

cause unbelievably high performance outcomes in a 

variety of aspects of interest to organisations.  At the 

time of writing this case study, more than 250 such 

results have been caused over a period of about five 

years since training on the “Causing Incredible 

Performance (CIP)” Framework began.  A brief note on 

the experiences with CIP during its early stages was 

published (see Creating Incredible Performance, 

Perfect Manager, Issue 12, May-August 2015, 9-12).  The 

CIP Framework was considered a “Promising HR 

Research” when it was shared in the HR Showcase Event 

held by the Bangalore Chapter of the National HRD 

Network in 2015.  A session on CIP was a part of 

Ahmedabad Management Association's conference on 
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Engagement” in February 2019.
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over 150 'breakthrough' results produced by participants 

of a training program to develop people management 

skills for line managers (see Developing People 
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Services Corporation, NHRD Network Journal, Vol 3, No 

3, 2010, 23-28).  Additionally, some of the results 

produced by the author during his academic and work 

life were also reflected upon.  Existing literature was also 

consulted primarily to strengthen the framework with 

theoretical base.  The contents are being continually 

enriched by the experiences gained during educating, 

training and coaching people for causing incredible 

performance.  Thus, the CIP Framework is based on the 
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The intention of these programs are to make people 

'know' the CIP Framework at a cognitive level.  Durations 

of these programs have ranged from two hours to four 

days.  The depth to which people have 'known' the 

framework would vary depending on the duration of the 

programs they attended: participants of programs 

lasting for a few hours (say about three hours) would 

have, at the most, become acquainted with the CIP 

Framework; those who attended programs of a few days 

intimate understanding that the author has of the real-

life experiences of normal people producing extra-
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Salient Features of the CIP Framework

The CIP Framework is based the following three 

premises:

1. Only tangible results against predetermined goals 

matter

2. Only actions produce results
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The CIP Framework comprises ten Action Principles 

(see adjoining box), actions to apply each of these Action 

Principles, and some tools to aid taking these actions.  

The actions can be found in https://causingincredible 
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Training on the CIP Framework

From mid-2013 when the CIP Framework was firmed up, 

two types of programs have been conducted:

1. Education programs

2. Training programs

We will provide brief details about the former, and 

elaborate the latter more.

duration would have gained deeper knowledge of the 

CIP Framework.

Through these programs, over 2500 people have been 

exposed to the CIP Framework.  Those who have 

participated in these programs have included corporate 

executives, leaders of NGOs, students (from 10th 

standard to post-graduate programs), home makers, , 

entrepreneurs and academicians.  

A few of the participants of these programs have 

informed us that after the program they caused 

incredible performance:

Ÿ A Program Manager (who attended a three day 

program) and his team in a rural development 

organisation completed watershed development 

work in 174 (1 hectare = 2.5 acres) hectares in 13 days.  

The normal belief amongst leaders of NGOs in the 

same geographical region was that in two weeks 30 

to 40 acres of land can be brought under watershed 

development.  Thus, the result which this Program 
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brought down from 28 hours to 18 hours over a 

period of 13 years.  This was brought down to 13 

hours in one shot, and had remained so for many 

months; the cleaning time has further reduced to 
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initiative attended a four day program, and about 75 
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through a three-day program before this result was 
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Ÿ The India Center of a USA-based company was 
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senior leader had to cut cost of her/his function.  

The head of HR reduced the HR cost by Rs 1.27 

crores by changing policies, processes, practices 

and systems.  Had she not one through the one-day 

CIP session, she said, she would have reduced the 

cost by a maximum of Rs 75 lakhs.
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set a goal of getting a job with a salary of Rs 30,000 

per month.  He got such a job, while his classmates 

either got jobs that paid much lesser or did not get 

jobs at all soon after their graduation.

Such instances show that by attending even these 

'education programs' it is possible for participants to 

cause incredible performance.  However, these 

instances are likely to be rare and chancy.  

Training programs

In the training programs, participants not only become 

knowledgeable about the CIP Framework, but also are 

enabled to actually cause incredible performance.  

These programs comprise:

1. Knowing the CIP Framework

2. Applying the CIP Framework in real-life situations

3. Sharing experiences with the CIP Framework

The duration and design of each of the above have 

varied across training programs, depending on what 

worked for the organisations and participants.  Based on 

these experiences, we now train people through two 

Modules:

Module 1: Understanding the CIP Framework
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3. Learning methods: Primarily activities-based 
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appropriate times; small group discussions; sharing 

examples of CIP application; referring to the CIP 
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1. I n te nt i o n :  Pa r t i c i p a nt s  c a u s e  i n c re d i b l e 

performance and learn to apply the actions under 

the ten Action Principles to cause incredible 

performance.

2. Learning the CIP Framework through application 

are in real-life projects at work.  Details of the 

projects are:

 a. .The duration has ranged from six weeks to five 

months, depending upon what the client 

prefers

 b. Projects are individual projects

 c. Projects are on aspects that are of strategic 

90 91

S
e

g
m

e
n

t - 3

S
e

g
m

e
n

t 
- 

3



DRAFT

DRAFT

importance to their roles – preferably on one of 

the KRAs

 d. We strongly suggest that the participant and 

her/his manager agree on what the project will 

be about (i.e., which KRA)

 2 Typically, for each activity, the steps for learning 

have been:

 1. Receive instructions for the activity (for 

adventure activities, instructions include safety 

instructions)

 2. Perform the activity

 3. Reflect on how the participants performed 

(including the Facilitators sharing their 

observations as feedback) and draw lessons 

about CIP

 Note that it is the last step (reflection) that enables 

participants to understand the CIP Framework.  To 

enable this, participants have been invited to go 

through the CIP Handbook and identify

 1. Actions under various Action Principles they did

 2. Actions under various Action Principles they 

could have done but did not do

 The impacts of the above on the results they 

produced in the activity

 e. There are one or two meetings during this 

period of all those who are doing projects. In 

this meeting, participants share their project 

work and experiences of doing the project. 

They are also coached in the group.

 f. Participants make presentations of the projects 

at the end of each project; guidelines for the 

presentation are given to the participants.

 g. Usually, there is an event to celebrate 

completion of the program.

3. During the project work, participants are coached to 

apply the CIP Framework. Details of coaching are:

 a. Coaching is one-on-one

 b. There is one coaching session per week per 

participant

 c. Each coaching session is for about an hour

 d. Depending on logistics, coaching is done in 

person or over telecommunication

 e. The coaching sessions are scheduled during 

Module 1

Applications and results

Training on the CIP Framework has resulted in over 350 

applications in a variety of organisations, in almost all 

kinds of functions and almost every aspect of interest to 

organisations (see Table below.)

A few examples of results caused are given below:

1. Prakash was an avid, passionate trekker.  For a 

variety of reasons, he stopped trekking four or five 

years ago.  He decided on a 'project' to resume 

trekking – within the next three months, to trek in 

Upper Sikkim that too in the middle of winter.  

Normally, he would have trekked 12 km in three 

days; if he stretched himself, he would have trekked 

less than 20 km.  He trekked 38.1 km in three days.

2. Asmita, a Nutritionist worked as part-time 

consultant in hospitals for 15 years.  She wanted to 

start her own clinic but had never ever gotten a 

client on her own.  Asmita started a wellness center 

and got 66 new clients in 70 days.  Her wellness 

center if flourishing with a whole range of nutrition 

and wellness services; and Asmita is a celebrity in 

her city now.

3. His company set a gross margin target of 42% per 

quarter for Shiva, a Program Manager handling a 

large client account.  This target was an increase 

from 40% per quarter during the previous year.  

During the first three quarters of that year, the gross 

margin was actually declining and reached 37% in 

the third quarter.  Shiva was quite sure of getting 

40% gross margin during the last quarter.  He 

achieved a gross margin of 47.5% during the last 

quarter.  In absolute amount, the differential result 

(actual of 47.5% minus normal of 40%) was USD 

148,000 (INR 98 lakhs).

4. John was a Senior Sales Executive in an automated 

machines manufacturing company.  He was given a 

target of getting purchase orders worth Rs 32 crores 

during the year 2016-17.  This was split into Rs 8 

crores per quarter.   Based on his achievement 

during the first three quarters, John would have 

gotten purchase orders worth Rs 7 crores during the 

last quarter of the year.  He actually got purchase 

orders worth Rs 36.86 during this period.  

Interestingly, when the head of Sales set his goals 

for the next year, he refused to accept these goals 

because they were too low!

5. Swathi was the Project Manager in a firm providing 

IT services. At a certain stage of the project she was 

managing, the effort over-run was 72%..Swathi 

brought this down to 38% in three months, and 

further down to 4.2% in the next seven weeks.

6. Prathap, a Program Manager in a non-for-profit rural 

development organisation, worked in a perennially 

drought-hit part of India.  He took on a project of 

watershed development, i.e., to create physical 

structures to collect and store water when it rained.  

This work had to be done during the pre-monsoon 

time, and with the cooperation of the local village 

communities.  The team made efforts to get the 

cooperation of these communities over six weeks, 

but failed in this attempt.  There were only two more 

weeks left for the monsoon period to set in.  And, in 

these two weeks, with the cooperation of some 

people in some other villages, the team developed 

structures spread over 174 hectares.  Compare this 

with the opinion of experts: in two weeks, a 

maximum of about 15 hectares can be brought 

u n d e r  wa te r s h e d  d eve l o p m e n t .   Ac t u a l 

performance that was 11.6 times that of what would 

happened if the expert-opinion prevailed!

7. Sudeep, a scientist in a pharma company 

developed thee actives in three months.  Normally, 

he wouldn't have developed even one in that 

period.

8. The delivery efficiency of a manufacturing unit was 

about 88%.  Kumar, the Plant Manager increased 

this to 99% in three months.

9. A 70-year old sanyasi wanted to do the parikrama of 

the holy Mount Kailash – a trek of 53 km.  He had a 

heart surgery five years ago, he was overweight and 

had a few other physical ailments.  He completed 

the parikrama in three days.  His next 'project' was to 

draw one pencil sketch per day for the next 31 days.  

He completed 59 sketches during the month.

10. Lakshmi's role, as a junior-level manager in a 

pharmaceutical company, was to ship products 

from India as per the demands for supplies by the 

foreign subsidiaries.  Though not a part of her role at 

all, she reduced the freight cost by 15.4% in three 

months.  She wasn't even confident of reducing the 

freight cost by 5% in this period.  This saved the 

company several lakhs of Rupees.

Lessons learnt

I present some of the lessons relevant to Training that we 

have learnt from training people on CIP:

1. Training programs – particularly the ones on 

behavioral skills – normally aim at knowledge 

building and improving the understanding of 

participants about the subject of training.  At the 

most these programs give a flavour of the behaviors 

and skills that participants need to bring forth.  

Training programs must promise participants 

producing organisationally relevant results.  For 

this, training programs must be designed to include 

a component in which participants will be required 

to apply the learning about the subject in real-life 

situations and produce results.  CIP 'projects' during 

Module 2 of CIP programs does this.

2. Such results-based programs will have to be for 

longer than a few days.  There is a general belief that 

organisations don't fancy such long-duration 

programs.  Contrary to this belief, we have learnt 

that organisations – particularly senior leaders 

accountable to produce results – are actually 

looking for and welcome long-duration programs 
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be about (i.e., which KRA)

 2 Typically, for each activity, the steps for learning 

have been:

 1. Receive instructions for the activity (for 

adventure activities, instructions include safety 

instructions)

 2. Perform the activity

 3. Reflect on how the participants performed 

(including the Facilitators sharing their 

observations as feedback) and draw lessons 

about CIP

 Note that it is the last step (reflection) that enables 

participants to understand the CIP Framework.  To 

enable this, participants have been invited to go 

through the CIP Handbook and identify

 1. Actions under various Action Principles they did

 2. Actions under various Action Principles they 

could have done but did not do

 The impacts of the above on the results they 

produced in the activity

 e. There are one or two meetings during this 

period of all those who are doing projects. In 

this meeting, participants share their project 

work and experiences of doing the project. 

They are also coached in the group.

 f. Participants make presentations of the projects 

at the end of each project; guidelines for the 

presentation are given to the participants.

 g. Usually, there is an event to celebrate 

completion of the program.

3. During the project work, participants are coached to 

apply the CIP Framework. Details of coaching are:

 a. Coaching is one-on-one

 b. There is one coaching session per week per 

participant

 c. Each coaching session is for about an hour

 d. Depending on logistics, coaching is done in 

person or over telecommunication

 e. The coaching sessions are scheduled during 

Module 1

Applications and results

Training on the CIP Framework has resulted in over 350 

applications in a variety of organisations, in almost all 

kinds of functions and almost every aspect of interest to 

organisations (see Table below.)

A few examples of results caused are given below:

1. Prakash was an avid, passionate trekker.  For a 

variety of reasons, he stopped trekking four or five 

years ago.  He decided on a 'project' to resume 

trekking – within the next three months, to trek in 

Upper Sikkim that too in the middle of winter.  

Normally, he would have trekked 12 km in three 

days; if he stretched himself, he would have trekked 

less than 20 km.  He trekked 38.1 km in three days.

2. Asmita, a Nutritionist worked as part-time 

consultant in hospitals for 15 years.  She wanted to 

start her own clinic but had never ever gotten a 

client on her own.  Asmita started a wellness center 

and got 66 new clients in 70 days.  Her wellness 

center if flourishing with a whole range of nutrition 

and wellness services; and Asmita is a celebrity in 

her city now.

3. His company set a gross margin target of 42% per 

quarter for Shiva, a Program Manager handling a 

large client account.  This target was an increase 

from 40% per quarter during the previous year.  

During the first three quarters of that year, the gross 

margin was actually declining and reached 37% in 

the third quarter.  Shiva was quite sure of getting 

40% gross margin during the last quarter.  He 

achieved a gross margin of 47.5% during the last 

quarter.  In absolute amount, the differential result 

(actual of 47.5% minus normal of 40%) was USD 

148,000 (INR 98 lakhs).

4. John was a Senior Sales Executive in an automated 

machines manufacturing company.  He was given a 

target of getting purchase orders worth Rs 32 crores 

during the year 2016-17.  This was split into Rs 8 

crores per quarter.   Based on his achievement 

during the first three quarters, John would have 

gotten purchase orders worth Rs 7 crores during the 

last quarter of the year.  He actually got purchase 

orders worth Rs 36.86 during this period.  

Interestingly, when the head of Sales set his goals 

for the next year, he refused to accept these goals 

because they were too low!

5. Swathi was the Project Manager in a firm providing 

IT services. At a certain stage of the project she was 

managing, the effort over-run was 72%..Swathi 

brought this down to 38% in three months, and 

further down to 4.2% in the next seven weeks.

6. Prathap, a Program Manager in a non-for-profit rural 

development organisation, worked in a perennially 

drought-hit part of India.  He took on a project of 

watershed development, i.e., to create physical 

structures to collect and store water when it rained.  

This work had to be done during the pre-monsoon 

time, and with the cooperation of the local village 

communities.  The team made efforts to get the 

cooperation of these communities over six weeks, 

but failed in this attempt.  There were only two more 

weeks left for the monsoon period to set in.  And, in 

these two weeks, with the cooperation of some 

people in some other villages, the team developed 

structures spread over 174 hectares.  Compare this 

with the opinion of experts: in two weeks, a 

maximum of about 15 hectares can be brought 

u n d e r  wa te r s h e d  d eve l o p m e n t .   Ac t u a l 

performance that was 11.6 times that of what would 

happened if the expert-opinion prevailed!

7. Sudeep, a scientist in a pharma company 

developed thee actives in three months.  Normally, 

he wouldn't have developed even one in that 

period.

8. The delivery efficiency of a manufacturing unit was 

about 88%.  Kumar, the Plant Manager increased 

this to 99% in three months.

9. A 70-year old sanyasi wanted to do the parikrama of 

the holy Mount Kailash – a trek of 53 km.  He had a 

heart surgery five years ago, he was overweight and 

had a few other physical ailments.  He completed 

the parikrama in three days.  His next 'project' was to 

draw one pencil sketch per day for the next 31 days.  

He completed 59 sketches during the month.

10. Lakshmi's role, as a junior-level manager in a 

pharmaceutical company, was to ship products 

from India as per the demands for supplies by the 

foreign subsidiaries.  Though not a part of her role at 

all, she reduced the freight cost by 15.4% in three 

months.  She wasn't even confident of reducing the 

freight cost by 5% in this period.  This saved the 

company several lakhs of Rupees.

Lessons learnt

I present some of the lessons relevant to Training that we 

have learnt from training people on CIP:

1. Training programs – particularly the ones on 

behavioral skills – normally aim at knowledge 

building and improving the understanding of 

participants about the subject of training.  At the 

most these programs give a flavour of the behaviors 

and skills that participants need to bring forth.  

Training programs must promise participants 

producing organisationally relevant results.  For 

this, training programs must be designed to include 

a component in which participants will be required 

to apply the learning about the subject in real-life 

situations and produce results.  CIP 'projects' during 

Module 2 of CIP programs does this.

2. Such results-based programs will have to be for 

longer than a few days.  There is a general belief that 

organisations don't fancy such long-duration 

programs.  Contrary to this belief, we have learnt 

that organisations – particularly senior leaders 

accountable to produce results – are actually 

looking for and welcome long-duration programs 

92 93

S
e

g
m

e
n

t - 3

S
e

g
m

e
n

t 
- 

3



DRAFT

DRAFT

provided they assure organisationally relevant 

results.  Note that CIP programs tend to be for three 

months or longer.

3. For them to apply the lessons of such results-

oriented training programs, participants need to be 

taught what and how to apply the lessons.  In CIP 

programs, this is accomplished through coaching 

during Module 2.

4. Results-based training programs can make the 

trainers and the training function of organisations 

accountable for training to lead to results relevant 

to organisations.  Then,  organisations will not cut 

training expenditure.  Trainers can also charge a 

results-based fee.  In CIP programs, we have 

experimented with results-based fees and are 

moving toward charging fees that are entirely 

based results.

5. Though they may start as stand-alone programs, 

behavioral skills programs have the potential to 

become the bas is  for cul ture  change in 

organisations.  Recent programs on CIP are in that 

direction.

My experience with the books is that some are 

excellent compilations. Author's skill is in organizing 

thoughts. There are some others who offer 

knowledge through pages and provide enrichment 

to the readers. However, there are very few in the 

third category. The books which inspire the readers. I 

will classify this unusually good book. “VISIONS : 

From the Leaders of Today to the Leaders of 

Tomorrow” as inspiring book.

Let us meet the Author : Ty Boyd is 86 years of age. At 

his age 15, he started his career in broadcasting by 

working for Radio in his home town. He was one of the 

best know radio & television personalities for 15 

years. He then branched out to National level T.V. 

programs. He was inducted into NC Broadcasters 

Hall of fame. Later on he picked up speaking career 

and established Executive communication & 

coaching company. He offered courses to fortune 

500 companies and large number of individuals in 

last 40 years. He has great experience of interviewing 

leading personalities in the world. Obviously, these 

interviews & experiences form the basis of this 

wonderful inspiring book “VISIONS”.

In the preface itself, Ty Boyd mentions “Are we ready 

to face the challenges of 21st Century? All of us have 

started realising that number of changes are taking 

place around us. “If you understand” Ty remarks and if 

you are courageous enough to become a new kind of 

Book Review

“VISIONS : From the Leaders of Today 
For the Leaders of Tomorrow"

Author: Ty Boyd

Published by: 

Alexa Press – Executive Books

Reviewed by : 

Dr. S.G. Bapat
Chancellor, Tilak Maharashtra Vidyapeeth, Pune

Leader; a Leader who is not afraid to add one word to 

his / her list of credentials. That one word is “Ethics”. 

This, perhaps, is the central idea of this inspiring book. 

He forcefully presents the idea. “Ethics, Values, 

integrity.. Americans are demanding those things of 

their Leaders”.

Ty promises “Those things need to colour every 

decision, every action you make as a Leader in the 

decades to come. I am going to tell you why. And 

how”. The book unfolds in eleven chapters that follow 

in about 150 pages.

Each chapter is short around 8 to 10 pages 

communicating - one idea at a time. Of course, Ty 

Boyd is a “Communication expert” and he 

demonstrates it through this book.

Are you listening?

Open a page and you get inspiring statements which 

make you think.... of how to act now. eg. (1) Face the 

change head on and quickly (2) Court change – 

Anticipate it by remaining a life-long student of your 

profession (3) Encourage your workers to court the 

change (4) See failure as an opportunity. Any 

business Leader in any sector of the economy, 

globally will appreciate the above four points. My 

dear readers, this is a great learning.
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taught what and how to apply the lessons.  In CIP 

programs, this is accomplished through coaching 
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results-based fee.  In CIP programs, we have 
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based results.
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become the bas is  for cul ture  change in 

organisations.  Recent programs on CIP are in that 

direction.

My experience with the books is that some are 

excellent compilations. Author's skill is in organizing 

thoughts. There are some others who offer 

knowledge through pages and provide enrichment 

to the readers. However, there are very few in the 

third category. The books which inspire the readers. I 

will classify this unusually good book. “VISIONS : 

From the Leaders of Today to the Leaders of 

Tomorrow” as inspiring book.

Let us meet the Author : Ty Boyd is 86 years of age. At 

his age 15, he started his career in broadcasting by 

working for Radio in his home town. He was one of the 

best know radio & television personalities for 15 

years. He then branched out to National level T.V. 

programs. He was inducted into NC Broadcasters 

Hall of fame. Later on he picked up speaking career 

and established Executive communication & 

coaching company. He offered courses to fortune 

500 companies and large number of individuals in 

last 40 years. He has great experience of interviewing 

leading personalities in the world. Obviously, these 

interviews & experiences form the basis of this 

wonderful inspiring book “VISIONS”.

In the preface itself, Ty Boyd mentions “Are we ready 

to face the challenges of 21st Century? All of us have 

started realising that number of changes are taking 

place around us. “If you understand” Ty remarks and if 

you are courageous enough to become a new kind of 
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Author: Ty Boyd

Published by: 
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Chancellor, Tilak Maharashtra Vidyapeeth, Pune

Leader; a Leader who is not afraid to add one word to 

his / her list of credentials. That one word is “Ethics”. 

This, perhaps, is the central idea of this inspiring book. 

He forcefully presents the idea. “Ethics, Values, 

integrity.. Americans are demanding those things of 

their Leaders”.

Ty promises “Those things need to colour every 

decision, every action you make as a Leader in the 

decades to come. I am going to tell you why. And 

how”. The book unfolds in eleven chapters that follow 

in about 150 pages.

Each chapter is short around 8 to 10 pages 

communicating - one idea at a time. Of course, Ty 

Boyd is a “Communication expert” and he 

demonstrates it through this book.

Are you listening?

Open a page and you get inspiring statements which 

make you think.... of how to act now. eg. (1) Face the 

change head on and quickly (2) Court change – 

Anticipate it by remaining a life-long student of your 

profession (3) Encourage your workers to court the 

change (4) See failure as an opportunity. Any 

business Leader in any sector of the economy, 

globally will appreciate the above four points. My 

dear readers, this is a great learning.
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One gets a good summary on page 31 

Putting Values to Work.

(A) Team building for the future

(B) Managing your power

(C) Facing your failures

(D) Giving back to the community

(E) Re-discovering Quality & Service.

I admire that smart remark – “what will help most of 

all is deciding that we are all going to pull together in 

the ethics epidemic that must sweep this nation if we 

are to remain at the top.”

Chapter 3 builds our understanding about “Business 

Bonding: team building for tomorrow.” Author 

candidly rejects autocratic leadership of the Past and 

suggest * Caring Attitude * Can do v/s No way..  * Five 

in the belly to mention a few.

As we move to chapter 4 and 5, we are more action 

oriented. “Action: Partner to Attitude”. “The Decade of 

Empowerment”. There is a good narrative of various 

experiences of taking more and more interest in 

I was initially surprised by the title of Second chapter 

…. – “Ethics Epidemic” but as I proceeded reading upto 

the end of chapter, I was convinced about its 

appropriateness. eg. some remarks: “How do we put 

integrity back into the Board room?” I want to caution 

the readers that if you expect “readymade solutions” 

– you will be disappointed! Author rightly remarks : 

“no one should lay down the law of governing the 

ethics of other individuals”. Now you are on your own. 

He keeps on giving guidelines to you.. but he is never 

prescriptive. And that's very inspiring eg. Read … on 

(page 23) Greed. That short term thinking is one of the 

worst traits I see in American business Leaders today” 

(By Dr. Haggai) Does the bell ring? .. He continues – 

that is the basic flaw in a system drive by greed.” At 

one point Author mentions that our criteria of success 

should be away from just making money! How true. 

Thus, Ty has raised red flags at many points 

ultimately to inspire the desirable ethical behaviour. 

Of course, choosing the high road has never been 

easy.

personal lives of people and having better 

communication & concrete steps towards 

“empowerment”. I see around that Todays managers 

have taken note of it and have been amply benefited. 

What I liked about the book was that even if 

Managers have learnt it hard way; author's prediction 

is very realistic.

Every chapter carries a quotation which throws light 

on the subject matter. eg. title of the chapter 7 is 

“Managing success : Pressure, Power and 

Perfectionism” while quotation is “Happiness is an 

inside job.”

The Tenth Chapter : “Service our most important 

product” (with an art quotation Listen – Listen – 

Listen) reflects remarkable maturity of Ty Boyd. One 

sentence says it all “starting today, in order to build 

finest cars in the world. G.M. will listen to its 

customers, dealers and men & women who 

assemble the cars in the factories & engineers who 

design its cars”.

The last chapter is a master piece. John Fox's view is 

the backdrop: “Every recession we have had since 

world war II has been precede by some major shock... 

something dramatic”. It makes the readers alert. 

Further understanding is built up: “We were king of 

the Hill for 30 years…. but that has changed rapidly.” 

Soon we see the realisation : “We must accept the 

challenge collectively.. and decide to tackle it” 

Discussion on “Right Sizing” and “economic cheer 

leading” is an eye opener. Population changes are 

also clearly stated. Some accepted facts are 

“Women can bring tremendous strength to our 

business world”. “Senior members of the society have 

long been in demand for their wisdom.”

Ty rightly concludes the book with a note : “Joy plays 

into somewhere. We ought to enjoy the journey”. In 

Ty's words : Joy. I cannot think of more positive note 

to end the journey into Tomorrows business world... 

Throughout the book challenges are seen as 

opportunities and that is why I call it an inspiring book 

which I recommend to one & all.
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