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W

elcome to the SPECIAL EDITION of the HR Mesh. This edition focuses on a topic that is growing in
importance in today's business scenario: Leadership and its management. In a recent survey by
Right Management titled “Talent Management Challenges in an Era of Uncertainty”, the major
concern for most organizations over the last three years has been 'Lack of high potential leaders in the
organization'. We are seeing more qualified and skilled employees joining the workforce. How can an
organization manage the ambitions of all its constituents? How can it encourage this flittering yet powerful
flame called leadership into its employees?
Allowing for growth in leadership and changing managerial attitude towards delegation is a challenge all
organizations face in today's world. We are called to peer deeper into the employee-manager relationship
fabric to tap into critical areas that can provide impetus to behaviors that allows leadership to flourish.
Questioning how succession is planned and talent is managed across the organization is needed for achieving
the goal of fostering leadership and imbibe it into its strategic fabric.
We take this opportunity to pay respect to a great human being and leader of our time – Nelson Mandela,
whose recent demise stands as a tremendous loss to mankind. We have included 2 articles as a part of the Out
of (H)Rationality section that take a break from the HR angle of the theme. This edition also features a special
article by Kotak Mahindra Bank that delves into the importance work environment has on the success of
performers
The special edition also features an interview with Mr.V.Srinivasan, an esteemed alumnus of SCMHRD and a
HR professional having over 14 years of industry experience with Randstad India and many other companies..
The interview proved to be extremely insightful about how to develop as a leader and what competencies HR
professionals need in order to be strategic contributors in their organization.
As SCMHRD's annual HR conference, ASTUCE'14 approaches, we provide you a glimpse of the concept and
artwork of the event in this edition, along with a brief about what it entails. We hope you enjoy reading this
special edition of the HR Mesh. Any suggestion, queries and feedback can be mailed to hrforum@scmhrd.edu.
We are eager as ever to hear from you.

HR Forum Team
Madhavan Balasubramanian, Vidhula Kooretti, Umang Kotriwala,
Shraddha Surendra, Karthik Kariat, Jayshree Shankar, Bhavya Bhaskaran,
Roshan Nair, Surajit Mahapatra, Seshadri Gautam Saladi

2

contents

hr mesh

Strategic Leadership and Incentivizing Courage

4

Nilotpal Ray, SPJIMR Mumbai- First Prize Best Article

Role of Career Anchors in Leadership and Management
Priyanka Khosla, SIBM Pune- Second Prize Best Article

Corporate Leadership Development

8
10

Priyanka Mandalapu, Sravani Mellacheruvu, SCMHRD Pune- Third Prize Best Article

A good workplace builds more than just your career
By Kotak Mahindra Bank

12

Alumni Interview with Mr. V. Srinivasan

13

Developing Next Generation of Corporate Leaders

17

Prajakta Shikarkhane, NMIMS Mumbai

Growing the Leadership Bench

19

Anjaney Anjan, XLRI

Leadership and its Management
Gururaj A. Kulkarni, SCMHRD Pune

Making the Impossible Possible

21
24

Rahul Malhotra, SPJIMR

Our Tribute to Nelson Mandela

26

By HR Forum Team

Succession Planning and Its Role in Nurturing Leadership in
Organizations

27

Divya Jha, SCMHRD Pune

Out of (H)Rationality: Mt. INTOLERANCE ERUPTS!!

29

Sharika Nair, SCMHRD Pune

Out of (H)Rationality: Some Litmus Tests
Krishna Subramanian, SCMHRD Pune

31

Astuce 2014: The Hired and The Wired

32

Fun Section: HumouR starts with HR

33

3

Strategic Leadership and
Incentivizing Courage:
Framework, Analysis and the Way
Forward
Introduction:
Let us take a look at two real life scenarios:
Scenario 1: The Vice-President (Internal
Audit) of a company in U.S. catches an accounting
fraud valued at nearly $4billion [1]. Thorough
investigation driven by ethical conscience makes her
to go public with it. The Securities and Exchange
Commission begins a probe within the company
which leads to the dismissal of the CEO and the CFO
thereafter. Both of them are convicted with acts of
fraudulency by the Federal Court for inflating the
Company's total assets by a staggering $9 billion [1].
Eventually, the company files for Chapter 11
Bankruptcy Protection and gets dissolved.
Scenario 2: An engineering service Officer in
the Highway Authority of a country unearths an act of
fraudulency. It was through sub-contracting the civil
works of a highway project to some poor quality
vendors, in nexus with local mafia. He notifies his
supervisors about the same, but they turn a cold
shoulder to it. Driven by his conscience for ethics, he
writes directly to the Prime Minister of the country
requesting action pertaining to the matter. There also
the plea gets blocked in the chain of bureaucracy and
red-tapism. The Officer gets transferred to some
other location off the project site, where eventually
he gets assassinated. The company walks out clean
after paying a paltry fine. Truth gets silenced.
As many should have guessed by now, the
first case speaks of the famous WorldCom Fraud in
the year 2002. The lady was Cynthia Cooper who was
the main protagonist behind blasting the scandal.
The second case however took place in India in the
year 2003. The company was National Highway
Authority of India (NHAI), and the engineer was
Satyendra Dubey, an IES (Indian Engineering Service)
officer.
This brings us to the crossroad of a high quality
debate. Both the persons as mentioned showed an
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attitude of responsible courage. Both of them,
driven by their drive for ethics and conscience
stood up for the cause of truth. But, the resulting
implications that came their way, or the
'incentives' which they received for the same were
totally different. A decade has passed after that
but the situation in India, be it political or social is
yet not conducive enough to reward acts of
gallantry or whistleblowing justly.
The Corruption Perception Index (CPI) 2012,
published by Transparency International [2]
reveals that apart from India (36/100), in
countries like China (40), Egypt (32), Greece (36),
Thailand (37), Russia (28), etc. the situation is no
different. Advocating courage still remains a
threat to mankind, maybe a threat which people
perceive to be more than the threat of adjusting
with corruption. So, does that mean if today
someone decides to take the road 'less travelled
by' in most of the cases it will fail to make 'all the
difference' [3] in the world? What is that which
silences truth and gallantry and lets corruption
and anarchy prevail over it? If we think deeply,
there really is something that is not correct at the
grassroots. Possibly, it is with our mindsets of how
we think acts of courage should be incentivized.
So, let us delve deeper into it and try to find out
what incentivizing acts of responsible courage
actually means.
2.0 The Atmosphere Framework: Hierarchies of
Rewarding Courage
It is not primarily money or fame which a
whistleblower perceives as an incentive when he
decides to blow the whistle over a case of
malpractice. If we think deeply, a lot of things such as
security, proper disciplinary action against the
convicted etc. come before that, which surely in their
own forms are incentives to the whistleblower's act
of courage. Hence, if we try to structure it, we can
broadly see some levels or hierarchies in the order of
incentives. Here we can develop a Framework which
will help us to understand it. Let us call this 'The
Atmosphere Framework to understand hierarchies of
Rewarding Courage' (See Fig 1). Like the earth's
atmosphere, this Framework also has five different
levels in order of hierarchy to reward courage.
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The First Level: This is the tropospheric level, called
the 'Level of Security'. There is very less chance
that a person will show an act of courage, or
promote an idea different from the current
paradigm if his basic sense of security is in
jeopardy. This means security for himself & his
family in case of say whistleblowing, or security for
his job or career in case of advocating a conflicting
proposition in the Corporate World. This sense of
security is an incentive by itself.
The Second Level: This is the stratospheric level,
called the 'Level of Action'. Here the person wants
to see his act of courage really delivering some
results. This includes disciplinary actions taken
against the convicted in case of whistleblowing or
implementation of a newly advocated business
idea in the Company.
The Third Level: This is the mesospheric level,
called the 'Level of Satisfaction'. Here, the
incentive for the person is a boost to his ethical or
personal value chain. The 'feel good' factor which is
experienced by the person after witnessing that his
feat of courage has really made the world a better
place to live or his company more profitable is
surely an intrinsic incentive.
The Fourth Level: This is the thermospheric level,
called the 'Level of Tangibility'. Incentives at this
level comprises of tangible benefits like monetary
rewards, promotions in the organization, 'pat-onthe back' awards etc. Here we note that
importance of tangible incentives come vary late in
the chain of rewarding courage.

3.0 The Atmosphere Framework: Application in
Whistleblower's Protection:
As the Framework defines, rewarding courage is all
about maintaining the chain of perceived
incentives. Any discontinuity or digression of levels
from the Framework will result in failure by
silencing the whistleblower from blowing the
whistle, or by demotivating an employee to come
up with an out-of-box solution for the
organization. Let us take the example of Cynthia
Cooper. In USA, the Sarbanes-Oxley Act 2002[4]
strongly mandates paramount importance to the
safety and security of whistleblowers. In U.K., Part
IV A of the Employment Rights Act of 1996 extends
the purview of whistleblower protection to
companies in the non-profit sector also [5]. These
meet the 'Level of Security' for citizens of those
countries. In the WorldCom Case, the U.S. Security
and Exchange Commission facilitated criminal
penalties for the accused, thus satisfying the
incentive at the 'Level of Action'. History stands
testimony to the fact that the next three levels of
incentives were also held for Ms. Cooper, finally
making her one of the model 'Corporate
Whistleblower' of the century. (She featured in the
list of 'Persons of the Year' by Times Magazine
2002). [6]
But, if we consider the case of Mr. Dubey in India, it
failed right at the 'Level of Security'. Lack of
stringent legislations in India for whistleblower's
protection at that time led to his assassination.
After this incident

The Fifth Level: This is the final exospheric level,
called the 'Level of Fame & Eminence'. Here the
person cherishes for the recognition or
acknowledgement for his act of courage. This
defines the final level of incentive that a person, be
as a whistleblower or as an employee in an
organization, showing an act of courage can
cherish for.
Just like the Troposphere being the most important
layer for sustenance of human life on earth,
gradually followed by the Stratosphere and the
other three layers, the 'Level of Security' is the
most important priority for incentivizing courage
followed by the 'Level of Action', gradually moving
in order of hierarchy till the 'Level of Fame and
Eminence'.
5

After this incident, The Government of India passed
the famous Resolution on Public Interest Disclosure
& Protection of Informer (PIDPI) Act 2003 which
brought some check to whistleblower's protection
in India, the onus of which rested with the Central
Vigilance Commission. But till date, this Bill only
mandates its purview with Central Government
Offices [7]. It does not include offices under the
State Government or Private Corporates, thus
facilitating corruption and malaise in those
'greener' pastures. Hence, on grounds of legislative
decision making, India is still to clear the 'Level of
Security' to incentivize acts of whistleblowing.
4.0 The Atmosphere Framework: Application in
Organizational Culture:
Now, let us shift our focus and see how the same
Framework fits in the Corporate World to
encourage employees to think out of the box and
communicate the same to the Management
effectively. Toyota Inc. is a company which literally
promotes decision making through conflicting
ideas. The Toyota principle of 'Nemawashi' which
means 'making decisions slowly by consensus,
thoroughly considering all options' makes sure that
every employee is comfortable with the 'Level of
Security' while expressing a different opinion. In
this process, employees engage in participative
decision making till a consensus is reached. By the
time the formal proposal comes up for a high-level
approval, the decision is already made and just
requires a formal documentation. [8] This falls in
sync with the 'Level of Action'. The next 'Level of
Satisfaction' is achieved through the
implementation of the decision arrived through
participative inclusion. Be it the suppliers,
employees or distributors, everybody witnesses
their views taken into account when a decision is
implemented. As for the 'Level of Tangibility',
Toyota believes that a tangible reward system is an
important human resource tool, but it is simply a
surface manifestation of organizational culture [8].
Beyond it lies the proud feeling of being a part of
the Toyota Culture which fits with the exospheric
'Level of Fame and Eminence', thus integrating all
the levels of incentives cohesively. This 'Toyota
Way' of rewarding courage makes it one of the most
successful, profitable and idealistic organizations in
the world.
5.0 A Sustainable Approach:
The whole objective of putting the incentives right
to reward acts of responsible courage in an

organization requires issues to be addressed at
both macro and micro levels. At a macro level, it is
necessary to design an efficient organizational
architecture which as per the Agency Theory will
make the agents of an organization the real
stakeholders of the business. The Three Legged
Stool Framework of Organizational Architecture [9]
proposes that this can be achieved by tweaking and
aligning the three legs of organizational
architecture viz. Management Oversight,
Incentives and Decision Rights in line with the
organizational value chain. The incentives (both
tangible & intangible) should be properly
structured by the human resource managers as per
the Atmosphere Framework. Control of
management oversight and assignment of decision
rights over it will ensure that every action taken by
the organization can be held against public scrutiny.
To promote innovation within the organization,
payoffs for new ideas have to be aligned through
the principle of 'Nemawashi'. .On the other hand, at
a micro level, employees in the organization should
also view acts of courage like
whistleblowing,promoting new venture ideas etc.
as a proactive onus rather than a reactive onus.
That way, the Atmospheric Framework would bind
the organization both top-down as well as bottomup.
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Role of Career Anchors in
Leadership and Management

I

n today's competitive world, organizations are
undergoing a metamorphosis. Profound
changes are occurring across organizations and
these changes have re-emphasized the need for
organizations to gain a competitive advantage by
focusing on the people. Organizations, on one
hand, are struggling to retain their star performers
and on the other are faced with the difficult task of
utilizing employees to their potential.
Understanding the employees' career anchors can
help the organizations face these challenges.
The Concept
Ÿ A "Career Anchor" is a combination of one's
perceived areas of competence, motives, and
values relating to professional work choices.
Developed by Edgar Schein, a former professor at
the MIT Sloan School of Management, in the mid
1970's, career anchors help people uncover their
real values and use them to make better career
choices
.Career Anchors of a person are influenced by
§Sense of Perceived Competence
§Needs and Motives
§Interests
§Values / Value Systems
§Negotiable and Non Negotiable aspects of life

An organization needs to find the “sweet spot” for
employees where the employee's passion and
talent coincides with the organizational needs.

Types of career anchors
The organization needs to build on the employee's
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strengths, match his/her interests, provide
challenges, address development needs, match
values and personal styles. Each of these
corresponds to different career anchors.
§The various career anchors, according to Edgar
Schein are:
§Technical/Functional Competence
§Managerial Competence
§Autonomy/Independence
§Security/Stability
§Entrepreneurial Creativity
§Service/Dedication to a cause
§Pure Challenge
§Lifestyle
1. Technical career anchor
People having this career anchor have a
competence in some technical/functional area and
application/development of skills is important for
them. They derive their sense of identity from the
exercise of their skills and are most happy when
their work permits them to be challenged in those
areas. They may be willing to manage others in
their technical or functional area, but are not
interested in management for its own sake and
would avoid general management because they
would have to leave their own area of expertise.
The ideal way of rewarding such employees is to
give them opportunities to attend conferences and
training sessions, so that they can continue to be
the best.
2. Managerial competence
People with this career anchor would not give up
the opportunity to climb to a level high enough in
an organization to enable them to integrate the
efforts of others across functions and to be
responsible for the output of a particular unit of
the organization. They identify their own work
with the success of the organization for which they
work. Being at a high managerial level in a function
does not interest them and they prefer generalist
roles. Promotions and salary increases work as the
best reward for them. Recognition through
exclusive rewards also helps.
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3. Autonomy and independence
There is a strong desire in people who have this
career anchor to feel free and thus they value
flexibility in whatever they do. They may even turn
down opportunities to retain their freedom and
will feel frustrated in teams or a culture which is
constraining. Organizations should not expect
these employees to be very communicative and
should reward them by giving them freedom in
their area of work.
4. Security and stability
People with this career anchor need certainty and
predictability. Career stability is important for
them and they are less concerned about the job
content. This need might be fear driven and trading
loyalty for security is common in them.
Appreciation and simple gestures of
acknowledging their contribution towards the
organization is rewarding for this set of lifers.
5. Entrepreneurial Creativity
People with a dominant career anchor of
entrepreneurial creativity like to create on their
own and usually have a high risk appetite. Financial
success of their enterprise is a proof of their
entrepreneurship and ability to tolerate fear is
normally high in them. Recognizing them publicly
for their ideas or giving them opportunities to be
more creative works as the best rewards for them.

Conclusion
Managers and team leads today are faced with the
challenge of allocating the right sort of roles to the
employees so that the work is done effectively and
efficiently. The type of work employees are best at
and will be motivated to do is influenced by their
career anchors. Thus, this can be a useful tool for
organizations in reducing their people cost,
increasing the employee morale and improving
talent engagement.
References:
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6. Service/Dedication to a cause
A person having this career anchor would not give
up the opportunity to pursue work that achieves
something linked to larger values. This may reflect
the need for self-actualization and for people with
this career anchor being of 'help' is a dominant
value. Their sense of satisfaction is linked to need
to contribute. Recognizing them by giving an
assignment that is in sync with the values or cause
they identify with works the best for them.
7. Pure Challenge
If a person's career anchor is pure challenge, they
will not give up the opportunity to work on
unsolvable problems and will value winning over
tough opponents. For these people novelty, variety
and difficulty become ends in themselves. What
finds favor with these types of employees is
challenging work and raising the bar for success.
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Introduction
The small, seemingly insignificant things done at
work, often without any real thought or intent, can
surprisingly lead to significant changes over time.
These are often minor shifts or changes that no
one is even consciously aware of at the time, but
which, upon reflection, were the initiating points
of what led to substantial changes in direction or
outcome. According to the butterfly effect, there is
an old saying, “When a butterfly flaps its wings in
China, it can lead to a tornado in Kansas”, and this
can often occur in the workplace. Small changes
that are made today, often for seemingly
independent purposes, can unknowingly impact
the outcome of a program or project you are
working on in unimaginable ways tomorrow. These
smallest of things can be development of
understanding amongst workforce.
In the Indian context, the economy continues to
make great strides and shows no signs of any
slowdown. According to research, one of the key
drivers for the phenomenal growth and its
projection to sustain for a long time is the Young
Workforce. Currently, around 60% of the
workforce belongs to the Age group of 15-34 and
the demographic profile of the workforce is
expected to remain similar till 2050.The need of
the hour in the corporate world is to seek
GenNexters to setup and fill in the opportunity gap
that is created due to shortage of high quality
management personnel. Gone are those days
where only experience and seniority are treated as
conventional factors for filling managerial and
leadership roles.
As we set the understanding of need for
GenNexters in the leadership role our following
paper will identify the competencies of
NextGeners, their career ambition, understanding
of the traits of Corporate leaders through use of
various frameworks we will align these traits to
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that of the competencies of NextGeners there by
laying down a path for Developing Next Generation
of Coporate Leaders.
Defining and Understanding the NextGeners:
To maintain clarity we have well defined the
Generation that we have discussed about
throughout the paper. The name attributed to this
Generation is NextGeners. NextGeners are that
part of the talent pool of employees who are
technologically advanced, ethnically diverse and
highly educated. Their qualities and wants are
different from the predecessors.
According to a Harvard Business Review on How to
Motivate Millennium, the needs and aspirations of
people are based on their generational
backgrounds.
Following is our understanding of the NextGeners,
older generations in terms of their traits, values
and attitude towards work:

To purposefully engage this tech savvy and
ambitious newer generation, motivational
theories need to be altered to suit their changing
aspirations. The need of Belongingness, Esteem
and Self Actualization, according to the Maslow's
Need Hierarchy Theory, will have equal
importance. Extending this analysis to Herzberg
Two Factor Theory, these factors can no longer be
used as levers of motivation.
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Following are the Modified Content Motivating
Theories for NextGeners:

We have discussed: importance of younger
generations, identifying their traits, values and
attitudes at work place along with changes in
motivating theories. Followed by that, we have
developed a leadership life cycle that
demonstrates the minute details that need to be
taken care of throughout the employee life cycle. It
is this careful understanding that is developed that
will ensure and motivate potential employee to
become potential leaders.
Developing Leadership
Leadership is about shaping the future of the
organization, while management is about keeping
the existing systems running. To promote
sustainable leadership it is important for
organizations to develop a customized leadership
model that focuses on the identified individual
needs and wants aligned with the organization's
vision, mission and values.
Following are the three Critical Success Factors
that an organization with strong employeeleadership relationship would ensure:

To be able to get things done, it is important that an
organziation spends its resourses and time on
understanding their workforce, their needs, wants
and unique attitude towards work. This will
gradually ensure that the employees and
leadership share a relationship where they get
along With each other and focus on delivering to
the best of their interests. Finally, an organization
that performs outstanding and has a healthy
relationship at site of work will ensure happy
engaged employees, more productivity.
To ensure these CSF's are in place a culture of
democratic leadership needs to be imbibed at the
organization. Through the developed
understanding of the individual competencies,
traits and attitudes it would be effective for an
organization to get its things done through the
leadership.

Promoting Democratic leadership amongst
NextGeners
A good leader is the one who believes in
democracy. Gone are those days where the
moment of democracy is deep rooted in political
settings. It has now entered the spheres of
corporate world. Democratizing leadership
amongst NextGeners can be brought along in three
defined phasesFirstly, a leader should be self aware of the style of
functioning. Secondly, competition and
environment should enable the corporate to open
u p t h e i r l e a d e r s h i p s y s t e m s . T h i r d l y,
institutionalize the democratic systems.
NextGeners are well versed with democracy. They
see it at their homes, when they have an equal
voice as that of their parents in choosing their life
partner. They are also surrounded by institutions
like Face book and Twitter that make the earlier
closed systems now democratic. Hence, when
NextGeners join corporate, it is important for a
company to portray a democratic leadership. This
can be done by the following measures.
·Providing clear career visibility
·Purposeful engagement of NextGeners, sense of
responsibility of work
·Setting smart goals, providing continuous
feedback for growth
·Recognition and rewards that indicate appreciate
appreciation for work and motivates to take up
challenging assignments
·Enable the people to make the system, define the
vision of the company, rules
Leadership Life Cycle
Hiring is like marrying."People are complicated,
organizations are complicated, and matching
people with organizations is
complicated."Whether it is matching people to
organizations or to each other, predicting the
outcome is very difficult. This happens due to lack
of complete information. People change and so do
organizations. But the latter changes at a slower
rate and the former go through a rapid change.
While past performance are predictors of future
performance--good skills and bad habits, they do
stick around--at the same time, people do learn,
grow, mature, and change--hopefully for the
better. Many complex situations may arise be It in a
marriage or a in the process of grooming a
potential candidate into a leader, but the key is to
hold on to person, trust your instincts and work on
the relationship between the organization and the
potential candidate. Identifying developmental
10

, trust your instincts and work on the relationship
between the organization and the potential
candidate. Identifying developmental areas,
maintaining a personal connect, ensuring that
appropriate drivers are in place, sustainable
growth and engagement plan and a clear vision are
important in retaining and grooming talent.
Leadership Life Cycle That Needs to be followed:

Recruitment and on boarding
In the recruitment and selection process it's very
important to align the interview process with the
position profile and review standards that
substantially improves the predictability of the
new hire's performance. The selection procedure
should include skill and hypothesis testing for
greater accuracy. On boarding stage sees the
smooth transition of the new hire into an
employee of the organisation. At this stage, the
employee undergoes knowledge transfer and is
important to accelerate the potential leader's
productivity.
Development
At this stage, the potential leader goes through
training and development. The potential leader is
equipped with the tools to succeed. Rewards and
recognition are provided as motivating factors to
encourage to employee to achieve team goals.
Growth enablement
At this stage, the potential leader develops
productive relationships with the various stake
holders of the organization, identifies a clear
career path and sustainable growth in the
personality begins. Innovation thrives in this stage.
Work actualization
This stage oversees the potential leader striking a
work life balance. When the work goals are in
alignment with family and personal goals, an entire
new level of motivation is achieved. The potential

leader discovers his/her interests and drive. At this
stage the potential leader acts as a mentor and
leads change.
Separation
The potential candidate at this stage tends to get
disengaged and is ready for departure.
Creating a Inclusive Culture through Flexibility
NextGeners appreciates flexibility and choice. The
goals that need to be achieved should be defined
but the choice of how to achieve them should be
left to the employee within a regulatory
framework. Most of the NextGeners workers have
no “stay-at-home partner” to handle personal
matters while they are at work and decline in single
minded work focus underscored the need for
flexibility at work space. Taking into consideration
the employee's personal life factors that affect
productivity is important. Practises like work from
home and flexible work time keep the NextGeners
motivated to strike a balance a balance between
work and personal life and move ahead. Being
sensitive to personal issues and addressing them at
a professional level also helps in reducing the
impact of personal problems on work productivity.
Less focus on the speciﬁc schedule of when or
setting of where the work should be accomplished.
The goals to be achieved should be more quality
oriented.
Key Challenges and Future Recommendations
It is important to ensure that there are clear
definitions for 'high potential' and, in turn, clear
goals and objectives. Another challenge is the lack
of communication between both the partiesemployees and leaders relating to topics like
·
Career Development Succession Planning
·
Employee Engagement
·
Talent Management
Organisational Development theory is based on
the belief that 'Past is the best predictor of future'.
This doesn't hold good in all the situations
considering that work in the area of job analysis
and competencies is different in terms of
knowledge, skills and attitudes for different jobs. It
is not right to interpret that past is the best
predictor of future success as individual
responsibilities, organizational capabilities and
external environment can be subjected to
significant change.
contd on Page 23
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A good workplace
build more than just
your career
It's true. A workplace not only defines you
professionally but also moulds your overall
personality to help you adapt and progress
through various walks of life.
But what makes a workplace good?
Great workplaces are built through day-to-day
relationships that employees experience and the
organizational culture that reflects through the
employees' attitude. Employees believe the place
they work in is great when they consistently trust
the people they work for, have pride in what they
do and enjoy the people they work with. Positive
relationships and organizational culture & values
are crucial to a great workplace. In a nutshell, a
good workplace is where an individual learns and
develops into a better professional and person.
How does a good workplace affect you as a
professional and an individual?
Small things can make a huge impact. Imagine you
step in through the door and you are welcomed on
your first day by a warm and approachable
management team. After an informative induction
you start understanding the work better and
realize there's a general sense of mutual respect
and transparency in dealings. You get acquainted
with your co-workers and eventually they become
your friends while also maintaining a healthy
competitive spirit. As you learn and grow in this
environment, you start operating in an inclusive
and participative environment where innovation
and creativity is encouraged and opportunities to
work with industry leaders are aplenty. These
relationships start making you feel more confident
and you become one with your organizational
culture, exuding a sense of ownership and selfreliance. Your personality automatically imbibes
this culture and values and positively changes your
attitude and outlook toward life.

By
Kotak Mahindra

business goals and stakeholder value creation.
Kotak Mahindra Bank has repeatedly featured in
amongst Top 25 “Best Employers in India” since
2007.
Kotak has also been evaluated to be amongst Top
25 “Best Places to Work” by the 'Great Places to
Work' Institute in partnership with The Economic
Times (2008, 2009, and 2010). In 2011 Kotak
Mahindra Bank has been evaluated as 10th Best
“Top Companies for Leaders” in Asia Pacific in a
study conducted by RBL Group and Fortune
Magazine along with Aon Hewitt.
The Endnote
With an extremely enabling work environment and
a unique set of organization culture and values,
every individual at Kotak has an opportunity to
learn and grow, be a leader and build a positive
legacy. Watch this space to know more about
Kotak.

What's a good example?
Organizations like Aon Hewitt have been
conducting employer studies in India for several
years now and they evaluate the alignment of the
organization's people practices with long term
7
12

Alumni Interview
Mr. V. Srinivasan

1) You are from the 1998-2000 batch. Can you
share some experiences about your transition
from campus to corporate as well as some
experiences you had at SCMHRD. What were the
times like back then?
My transition from campus to corporate had its
own challenges. However, it was not such a difficult
process for me because when I was in campus,
along with academic studies, I had the opportunity
to work on live projects with companies. In this
process, I started getting a feel of what it takes to
really deliver results in an and this learning paved
the way for a very natural transition.
Therefore, I advice students to utilize the
opportunities (eg their networks) around them
and to do live projects with organizations (even if
they are as short as 2 weeks) if possible. They
should not think this is a hindrance to their learning
process. You have to plan, prioritize and organize
your time and work extra hours but it is worth it.
As for experiences, at that time we were a growing
institution and we as students played a major role
in being able to further it. I remember very well
going around to different cities to visit
organizations and colleges for placement and
admission purposes to request companies to come
to our campus. While our institutional brand had
its own strength, and I would not say SCMHRD
those days wasn't a reputed brand, but it didn't
certainly have the strength that it commands
today. We had to put a lot of effort in connecting
with clients and corporates. One of the great
learnings through this experience was that it
helped us understand the value and hard work
required to really persuade an organization to visit
our campus.
Other than that, those days in SCMHRD, we used to
have a lot of student-driven activities just like you
have now. Those are the key memories I have at
that point of time.
2) You've spent more than 14 years in the field of
HR. How do you think the field has evolved in this
time period?
In the close to 14 years I have been working in HR, I

By
HR FORUM TEAM

have seen some fundamental transitions
happening in the environment. When I joined the
HR department in my first company in 2000, there
was a lot of emphasis on managing the process
well or ensuring the compliances were good. The
maintenance part of the function had its own
importance. But from roughly around the year
2000, there has been a growing emphasis on HR to
play a far more value added role beyond just
managing the pay, the hygiene and the efficiency
dimensions. The HR heads who I've worked with
have always been asking questions on what the HR
department should be doing in order to directly
impact the company's bottomline and what
role/contribution the HR professionals could
provide to help the organization realize it's
strategic milestones.
With efflux of time, expectations from business are
that HR become much more customer-oriented,
not just focus on the internal customer but the end
customer as well. Unless HR understands the kind
of experience “end customers” expect from the
product or services offered by the organization,
they really would not be able to understand the
real organizational capabilities required to provide
customers with this experience. And HR cannot
understand this aspect accurately, then they would
not be able to create and drive practical HR
programs/interventions which are aligned to the
business need for elevating customer experience
(which is most important at the end of the day from
a business point of view) .
The changing business acumen today is that HR
guys need to have an understanding of grassroots
business realities. Business and Commerical
Acumen is increasing becoming a critical
competency followed by the other competencies
and skills. One cannot deploy HR tools and systems
and make the best systems, if they cannot align
those tools with the reality of what the business
wants.
3) Having worked as an HR business partner at a
leading agri-input company and what are some of
the learning you have taken back essentially?
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As a HR business partner in an agri-input company,
we had a lot of involvement in helping the
company managing some of its key people
challenges. For example, the agri-input company
where I was working, was a company built on a
very strong R&D foundation. We had a lot of
scientists and a world-class biotech center near
Aurangabad. In a company of this nature, the kind
of people or talent pool you need is very different.
The profile of people in an agri-input company is
different. These people come from agri-colleges
and their family backgrounds are largely coming
from rural parts of India. Their job involves working
with a farming community because ultimately who
buys the seeds of the company? It is the farmers. If
your seeds in this industry are not productive, it
can completely cause a farmer's entire livelihood
to be destroyed. We hear of countless incidents of
farmer suicides today. So you know we were in a
business so crucial to the existence of its
customers; a very different product compared to
other industries. Be it research or production or
quality or marketing, there was a deep sense of
responsibility in the employees of our company
and therefore, the kind of talent we used to bring
in, the kind of skills and culture required, the kind
of personal value orientation was different.
Overall, it is a totally different industry that gave
me an extremely fulfilling job experience with a lot
of creative space in constructing new HR practices.
4) How important or beneficial is it to rotate
through different dimensions in the world of HR?
I would say very helpful for certain reasons. Firstly, I
am not against specialization. It is very good to
specialize and go deep into one or two dimensions
of HR like compensation, hiring etc. Let's say depth
is important, but a certain amount of spread is also
needed. The point is that today, all HR systems are
integrated. I mean I cannot be a C&B specialist if I
don't understand the linkage of C&B system to a
PMS and how it connects to the career and
succession planning system and also, somewhere
how it impacts your recruitment system. In HR, we
are not working in isolation. Similarly for
recruitment specialist, you cannot be unmindful of
the technicalities of how a salary band or structure
integrates into the offer release process. So, there
is an inter-linkage today across all HR systems.
Secondly, when you move across functions, you
become more sensitive to the reality and
challenges faced in handling each of these. This
way you do not develop a high-handed feeling that

“I'm a specialist in a certain function and all others
are not so good or important”. You have to partner
with all functions to develop a holistic solution.
Ultimately each sub-system only provides one
approach to resolving a common problem. For
example, if people retention is an issue in the
company, you have to see the problem through the
talent acquisition route, a performance
management route, a career planning route as well
as a L&D route. There are multiple touch points.
Therefore, today a competent HR professional is
one who has a perspective on how all the HR
systems integrate, understands what the linkages
are and accordingly provides solutions.
5) How we do tune our thinking to be structured
and how much do books really help in developing
perspectives?
In my opinion, books definitely help you. Books
provide you a fairly good conceptual view on how a
practical management process should really
unfold itself in an industrial arena. But ultimately
management is a practical science.
Before you have a field experience, it is important
to read books. Along with reading books, your
learning gets reinforced when you really talk to
professionals, when you go to the industry and see
how things are happening. Talk to your faculty, or
different industry professionals and ask them
questions about what HR practices they are
deploying in their organizations and compare them
with what you've learnt. When you talk to them,
you'll get a more realistic view, so that you
understand the gap between know-how and
implementation, and where the gaps arise in a
practical organizational situation.
Our job is not just to be theoreticians.
Understanding the concept and applying it
effectively in an organizational situation is what is
important. To develop that insight or wisdom is
what a B-school is providing you a platform for.
There has to be a fair balance of involvement in
industry interactions, projects/work along with
devotion of time to academics- this is my advise to
a young student.
6) Managing your way through a busy career, how
do you maintain a balanced lifestyle?
In a busy career, it is very easy to get completely
imbalanced. In the early stages of your career, you
want to learn a lot.
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You have the energy, interest and ambition to take
on multiple responsibilities. There is a sense of
competition that keeps you charged. And these are
dimensions in an early career stage that are very
important.
I think at that phase of the career, even if life is
busy, it is completely worth dedicating oneself to
that process because it is only then when one
builds the foundational competencies essential for
your growth and performance as you move up the
stages of your career.
But as your career starts maturing and you have
other responsibilities in life catching up, such as
marriage, family, taking care of parents etc which
itself bring with it so many other commitments,
they also demand time at a personal and
emotional level. At that juncture, it is important for
one to understand that there is a need for
prioritization. You still need not give less than your
best in your company; you have to stretch. But we
need to learn ways by which we can transfer our
load, delegate responsibilities to our team
members, build the right kind of people who can
take on responsibilities independently and mould
our leadership style accordingly. If you are scared
of delegation, you would be retaining everything
yourself. As an obvious result, stress builds.
We need to keep an eye on our fitness too. Very
often in today's professional lifestyle, our diet, our
exercise and rest go for a toss. You are earning well
till you are about 40 and suddenly you begin facing
illnesses because of your carelessness towards
your health, and then your earnings go towards
health care etc etc. It doesn't make sense.
Life is only going to get busier and busier as you go
up the ladder. So the question is not about being
busy, it is about how you prioritize and balance
your efforts between all aspects of life. And that is
art one needs to perfect. Life is all about balance
and not exaggeration of efforts in an unidimensional career way ignoring the important
personal/family aspects.
7) What is your leadership style?
If I had to define my leadership style, I see myself as
a person who doesn't believe in supervising and
dictating outcomes. My philosophy is that people
should feel inspired to do what they do; otherwise
you know they don't bring their heart into the job.
And if your heart is not in a job, then you really are
pulling through certain compulsions and life is not
happy or fun.
I think the job of a leader is to invoke and inspire his
people to see meaning in what they are doing. I

have had leaders who have really inspired me in
that way.
So my own leadership style is built on this premise.
To that extent, I like to bring in people who share
my own thinking, who feel stimulated to work and
like the job that they do.
I will not hire people just because there is urgency. I
am willing to wait for a few months but I will not fill
up a position under me until I really find that
person who feels that this position would do good
to him, and I feel good about it. There has to be that
connect.
Leaders should trust. At least you should begin
with the premise that people are trustworthy,
unless proved otherwise- of course, this is my
personal belief. Only then do people feel
empowered, participative and feel the right kind of
vibrations. We are here as leaders in order to
facilitate and help people develop in their roles and
that is what will help the organization grow.
There is a concept that it is the role that defines an
individual, but I am also a firm believer that good
individuals define their own space and create their
own roles in a company. And that is how
organizations become more innovative.
8) They say anyone can become a leader. What is
your view on it?
More than agreeing to the fact that anyone can
become a leader, I would like to say that everyone
is a leader in his or her own way. The seeds of
leadership are within all of us. I think every human
being has unlimited potential, however it is only an
issue of lack of self-awareness or our own negative
tendencies or dysfunctional habits which that
prevent us from expressing our own potential.
Many times, we are under a grip of various
tendencies that have developed within us because
of experiences we've had in the past (some many
deep-rooted dimensions which we cannot know
actually) and these inhibit us from truly emerging
as a leader. So it is all an aspect of unlearning and
unraveling one's own mysteries. The job of a leader
is to help people see those bottlenecks within
them and helping them work on those
constructively and mitigating their effects and
thereby aid them in the flowering of their innate
potential.
Sometimes we become prisoners of our own
thoughts, prejudices and circumstances. The
moment you realize that this is a prison, you
become restless and that's when the role of your
leader matters whose job is to free you off these
chains and to unleash the leader within you.
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9) What is the one mistake you see leaders
making very often?
I think the moment a leader thinks about himself
ahead of his stakeholders, organization and others,
he starts slipping down in terms of what he is
supposed to be achieving as a leader. A leader's
credibility falls the moment he thinks about
himself and not the community around him. I think
the essence of leadership is that the organization,
the function, the people and the customers you
work with come ahead of you and all of them are
the reason of your existence as a leader.
Leadership is not simple job. You are always sitting
on horns of dilemma. To deal with these dilemmas
effectively, the first thing you must do is to look at
the interest of those for whom you are there. The
success of a good leader is seen in the success of
people he leads
.
10) What advice would you give someone going
into a leadership position for the first time?
When somebody assumes a leadership position for
the first time, I think there is a fundamental shift of
ethos in his life: from a zone of life where his efforts
governed and had a direct impact on his success at
an individual level to a situation where his success
depends on the efforts of others.
Once you are clear about this, you understand that
your subordinates have to be groomed, moulded
and given the space to realize their potential. And if
everybody in your team is able to do that, you
realize your goals and objectives automatically.
You also shed certain insecurities and the fear to
delegate. You stop thinking of instances like your
subordinate becoming better than you and
threatening your existence, but rather think of
ways in which you can utilize and give expression to
their strengths.
Your existence is only meaningful if you are able to
provide direction and space to your subordinates
to grow. This school of thought makes your job
more liberating and stress-free.
11) Can someone be a good leader, but not a good
manager? Which is better for a company?
It is a matter of semantics. The moment you have
people under you, you have to lead them. It is not a
question of managing them. We are not managing
situations, we are not managing time and most
importantly, we are not managing passive
resources. We are here working with live human
beings who have unbounded energy and potential.
If you are very supervisory or managerial in your
approach, and don't give recognition to the need
to become inspirational, you lose the possibilities

of getting the best out of your team. Therefore,
being a leader is definitely a prerequisite when you
have a team to look after.
12) What will be your message to the future
leaders of SCMHRD?
Firstly we are all learners at whatever stage we are
on. We should approach life with a sense of
humility and an intent to learn and not judge. Let us
look at life with the prism of not what he can take
but what best we can give back.
Secondly, when you are in a management institute,
it is very important to build certain capabilities that
will help you in the future. You need to be aware of
these and not blind to the multiple developmental
opportunities around you. That's how you learn
balancing and become a holistic professional.
Thirdly, when you look at taking up jobs, I believe
role-profile and quality of learning should always
be the first and foremost criterion. They should
define your employment choice. If you don't feel
stimulated by the avenues the role has for your
learning and you still take up something for the
sake of just money or brand, I don't think it is a
sustainable solution because sooner of later the
intrinsic desire to contribute and make a difference
starts surfacing- which makes you restless and
unhappy. If you focus on improving your learning
curve and building your competencies through
challenging work then you make yourself more and
more stronger and worthy- money and positions
inevitably follow you, sooner or later.
------------------------------------------------V.Srinivasan, 37 is a Senior HR
Practitioner with over 15 years
of well-rounded industry
experience in the field of
Human Resources. Srinivasan
completed his BA Economics
(Honors) degree from Delhi
University followed by a PGDM
in Human Resources from SCMHRD,Pune.
Additionally, he is also a Certified MBTI
Practitioner, Qualified Assessor (for Assessment
Centers) and trained in Job Evaluation by the Hay
Group.
During his career he has had multi sectorial
experience in diverse organisations such as
Mahyco Seeds (agri-input sector), Bharti Airtel
(telecom sector), The Times of India Group (media
sector)etc. He was also the Country HR Director for
Randstad India (earlier Ma Foi) till February 2013.
Srinivasan currently consults with ADP India Pvt Ltd
in the capacity of a Strategic HR Advisor and HCM
Specialist.
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By
Prajakta Shikarkhane

Developing Next Generation
NMIMS
of Corporate Leaders

I

n today's business environment, which is best
characterized by VUCA (Volatility, Uncertainty,
Complexity, Ambiguity), organizations need to
rapidly respond to changing customer needs
for a superior business performance. To keep the
organization on a high growth trajectory has
become increasingly a function of effective
leadership. A leader influences company culture
and impacts the organizations strategic
constituencies that lead to better or worse
business performance.
The Leadership Gap
Hyper competition and shareholders increasing
focus on short term gains have made leadership
indispensable than ever before. However,
organizations today, locally and globally, have been
plagued by the lack of strategic leaders, who are
ready to leverage organization strengths and
exploit opportunities.
Microsoft is a case in point. No longer hailed as a
tech leader, investors were frustrated as a result of
company underperformance and have cheered
the announcement of Steve Ballmer's resignation
by a significant rise in Microsoft stock prices.
At 71, L&T Chairman A. M. Naik wants to retire but
cannot find a suitable candidate to replace him.
With 65 per cent of its population under the age of
35, India today boasts one of the largest available
wo r k fo rc e s i n t h e
world. India's Gen Y is
flooding the workplace,
with a drive to excel
professionally by
focusing on growth and
learning opportunities.
Managers, in order to
tap this talent pool,
mu st co ntin u o u s ly
develop them.
Booz & Co analysis of
India's
top 500
companies reveal the
daunting leadership
gap that will be
generated in the next 5

years unless companies take the necessary action.
Can leadership be developed?
Trait theory of leadership distinguishes the
personal qualities and characteristics that
differentiate leaders from non-leaders.
Extraversion, openness to experience and
conscientiousness along with a high emotional
intelligence are strongly related to leader
emergence. However, it is important to note that
while traits predict leadership they do not
guarantee leadership effectiveness.
A great deal has been written about Steve Job's unempathetic demeanour in his drive for product
excellence at Apple; however his leadership
effectiveness can rarely be questioned.
The Behavioural theories of leadership propose
that specific behaviors differentiate leaders from
non-leaders and it is possible to train people to be
effective leaders. In the words of Peter Drucker,
'“Leaders are not born; they are grown.”
Hence, organizations must undertake the hard task
of developing leaders for a sustained business
performance. Companies must have a leadership
pipeline in place that is ready and competent to
take the reins when incumbent leaders step down,
voluntarily or involuntarily. Research suggests a
strong positive correlation between business
success and inside leaders.
The development process:
Leadership commitment is a must as it increases
employee buy-in and reinforces the importance of
the process. HR provides the critical support
needed throughout the planning process.
Key steps include:
·Decide the strategic goals of the organization
·List down the essential competencies that would
be required by future leaders to achieve these
strategic goals
·Assess current employee competencies
·Develop competencies
·Reviewing the development of internal
candidates is a helpful feedback mechanism that
tracks progress and aims to improve the process.
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Development Trends
Focus on Development Programs
Leadership development programs filter out the
high performers (HiPo) in an organization and help
augment their potential by providing them with
relevant training and development programs.
These programs ought to be a vital mix of
classroom and on the job training that helps them
gain a holistic view into the demands of the higher
position. It aids in the broadening of employee
horizons, from a narrower view to a broader
organizational vision. The 70:20:10 Prgoram by
McCall and colleagues working at the Centre for
Creative Leadership (CLC) which is also adopted by
HUL, highlights the following:
Development happens primarily
70% from tough jobs
On-the-job experiences and working on tasks and
problems through simulations and experiential
learning. Job rotation also exposes employees to
different facets of organizational functioning
which is critical when taking high impact decisions.
§20% from people (mostly the boss)
Regular feedback, social learning informal
coaching and mentoring as well as building and
exploiting strong and effective social networks.
10% from courses and reading
Classroom lectures and discussions
Mahindra Managemnt Development Center helps
create a 'One Mahindra' culture for all managers
across its various industries, thus creating an
ecosystem specific to the company values.
Stretch assignments
It is a project or task given to employees, which is
beyond their current knowledge or skills level in
order to “stretch” employees developmentally.
The stretch assignment challenges employees by
placing them in uncomfortable situations in order
to learn and grow. Failure ,as well ,offers valuable
insights that increases employee confidence and
commitment while adding invaluable skills.
Coaching & Mentoring
A study by DDI, reveals that Gen Y find coaching as
the most effective tool for developing them into
the leaders of tomorrow. A coaching relationship
should focus less on trying to change and more on
developing employee potential. Setting clear
guidelines and the process will help achieve
desired outcomes. Mentoring programs between
senior leaders and high-potential future leaders
also help building a learning organization

responsive to change. In Cognizant, managers are
trained to be effective coaches that help facilitate
subordinate learning.
Performance appraisals
Continuous feedback and evaluations go a long
w ay i n m o t i v a t i n g e m p l o y e e s t o w a r d
developmental goals. Tracking employee progress
helps identify and tackle problem areas promptly.
Performance aprraisals must be quick, efficient
and must play a key role in identifying
developmental needs . Subsequently tailored
developmental programs should be offered to
individual employees. Companies, such as Adobe,
are also turning to social media to replace
traditional employee appraisals, based on
performance metrics, with feedback and coaching.
Global Leaders:
Multicultural leadership is no longer a choice; it's a
compulsion. With increasing incidences of M&A
across industries and geographies, the need to
develop leaders with an ability to expand the
company market globally, is a necessity now more
than ever before. Organizations must be adept at
hiring, developing and retaining this pool of talent.
Microsoft uses cultural anthropologists who
bolster a more targeted exploration of a specific
culture. Performance appraisals must include
cultural skill development to reinforce its
importance.
At GE, while the basic curriculum is set by the
parent company, there is a leadership leader who
customizes it to be relevant to local needs. At the
Tata Management Training Centre (TMTC)
employees shed individual company's identity and
adopt the group identity as a whole.
Gamification
The best example of a company that has used
gamification principles successfully for training is
Deloitte through the Deloitte Leadership Academy
(DLA) executive training program. DLA is an online
program for training around 10000 executives in
over 150 companies globally.
DLA provides training through video lectures and
in-depth courses form the world's top business
schools. Employees can then take selfassessments through tests and quizzes.
Completion of training modules are rewarded by
unlocking missions, earning badges and updating
leader boards which can be shared on social media
platforms like LinkedIn and Twitter.
(contd on Page 25)
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Growing The Leadership Bench

G

eneral Electric, the paragon in the field of
developing leaders, had some 225,000
workers in 1993 when Jack Welch
identified twenty-two potential successors: 4 he
categorized as “most likely,” 6 as “probably,” and 12
as “long shots.” In the next few years he shortened
the list considerably and eventually there were
only 3 left. We know such learning can be
accelerated when we see a Jeff Immelt rising to be
CEO of GE at age forty-four (he was one of Welch's
long shots)
Nothing can be more vital for a company than a
sound leadership bench, but everything said and
done, how do you ensure that your organization
has a superb leadership bench? According to A.T.
Kearney less than 25% of the directors believe that
their organization excels in developing executives
and succession planning. About 50% of the
organizations with above $500 million do not have
an effective succession plan at place and struggle
to replace their top management. Few novices may
raise the question, why bother when we already
have great leadership in place. But little do they
know about the average age of current working
class. According to many forecasters, in the next 10
years, 30% of the current workforce will retire
making the need for effective succession planning
an imperative.
Any leadership development program should
answer two questions impeccably. First, how do
you identify future leaders early in their career?
Second, what opportunities can you give them? I
will try to answer both the questions with a bit of
research I did.
Elaborating on the first question, the signs of a
potential leader are ability to build long lasting
relationships, self-drive to learn new skills, attitude
to challenge the commonly accepted practices,
and many more. He will not only understand and
do well in his job, but will also constantly strive to
learn his supervisor's and his peers work.
When companies struggle to retain the great
leaders it groomed, the only long lasting solution is
to produce leaders from within the organization.
Great leadership bench strength not only saves
time in replacing the top leadership, it allows the
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leader to better understand the nitty-gritty of the
organization. But the major challenge lies in
identifying the leadership talent in the employees
of the organization. Two-thirds of U.S. employers
are concerned about gaps in their leadership and
management ranks, says Sandi Edwards, SVP of
AMA Enterprise. A recent survey shows that only
28 percent are confident that their companies
have sufficient leadership and management
depth. Making the situation worse, repatriation
poses a serious concern to most of the
organizations. The leadership talent sent overseas
has a hard time returning to their home country or
to the corporate centre. Such behaviour has
aggravated the gaps in global leadership talent.
In The Leadership Pipeline, Charran, Drotter and
Noel define succession planning as, “perpetuating
the enterprise by filling the pipeline with high
performing people to assure that every leadership
level has an abundance of these performers to
draw from both now and in the future”.
Three major steps that help in defining the
parameters of identifying the need and availability
of potential leaders from within the organization:
Step 1: Defining Talent Needs. The outcomes
associated with this step include clearly defined
position requirements that have been
documented and enable you to pool similar
positions. Based on the position requirements the
company can define the competencies and skills
for today and the future.
Step 2: Assessing Current Bench Strength: This step
includes the identification of potential successors,
defining the qualifications of individuals in your
talent pools and creation of personal talent
profiles for all individuals.
Step 3: Create Succession Plans & Begin
Development of Successors. In this step, specific
development plans for potential successors to
strengthen skill and competency gaps are created.
By following this blueprint, your company will be
well on its way to establishing succession plans for
its key leaders and making succession planning a
part of your company's talent management
strategy and culture.
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In order to achieve desired results from a
succession plan, an organization must follow
Potential Leaders identification model and
Leadership Development Model for development,
grooming and evaluating the potential successors
within the organization
A very good leadership identification model has
been suggested in a research paper HOW TO
IDENTIFY LEADERSHIP POTENTIAL: DEVELOPMENT
AND TESTING OF A CONSENSUS MODEL by NICKY
DRIES AND ROLAND PEPERMANS.
Leadership Potential Identification Model

But one of the challenges in growing leadership
from within is retaining the organization's highly
talented and groomed leaders. There is a high
amount of cost involved in nurturing the leaders
and hence their departure from the organization is
a huge loss. Leadership development can never be
examined in isolation; we have to include the
retention strategies as well. Jeff Immelt, Paul
Polman, Steve Balmer and James McNerney have
something in common; they all have worked for
P&G at some point of time of their career. P&G can
boast that they have great leadership
development process in place but at the same time
they cannot deny that they were unable to retain
the greatest business leaders.
References:

The factors that play role in identifying an
individual as a potential leadership can be broadly
classified into 4 different skill sets.
To better understand how a leadership
development process should take place in the
dynamically changing business world we can refer
to the Apprenticeship Model described in detail in
Leaders At all levels: deepening your talent pool to
solve the succession crisis.
Leadership Development Model
The table below lists the basic difference in the
approach of two models for leadership
development and clearly specifies the advantage
of apprenticeship model over the conventional
Model
The growing awareness among HR professionals to
address the problem of retention and to improve
the ability of potential successors from within the
organization will create future avenues of research
in this field and bring out fruitful results.

1.Building The Bench For Global Leadership By Jay
A. Conger And Colleen O'neill
2Building Business Bench Strength--Reinventing
Leadership Development By Frankel, Lois P
3Why The Leadership Bench Never Gets Deeper:
Ten Insights About Executive Talent Development
By Kesler, Gregory C
4Refilling The Leadership Pipeline - A Deep Bench
Ensures A Robust Future By Ortiz, Daniel E
5.How To Identify Leadership Potential:
Development And Testing Of A Consensus Model
By Nicky Dries And Roland Pepermans.
6.Developing Your Leadership Pipeline By Jay A.
Conger And Robert M. Fulmer
7.Building Leaders At Every Level: A Leadership
Pipeline By Stephen J. Drotter And Ram Charan
8.Leaders At All Levels: Deepening Your Talent Pool
To Solve The Succession Crisis.
9.4 Tips For Efficient Succession Planning By
Marshall Goldsmith
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Leadership and
its management

L

eader and Manager are two widely used
terms in most organizations. Unfortunately
these two terms are interchanged and used
as per convenience by the Management of the
Organizations.
There lies a thin line between these two terms.
From the Organizational growth perspective, there
needs to be a fine balance between Leadership and
Management to be successful.
It is often taken for granted that employees at
senior positions within the hierarchy in the
organization are leaders, which is not always the
case. We are working in a globalized environment,
where a person sitting in India could be working
with someone in Americas and vice versa.
Leadership needs to be achieved and not allotted.
Just because 100 employees report to 1 person,
the person does not become a leader. The person
can also be managing these 100 employees
because of the following factors:
Age, Work Experience, Tenure with the
organization, Delivery of a certain project
Does any of the above factors make it evident that
he/she is a leader? The answer is a big “NO”
Answers to the below questions should give a
signal, whether the person is actually a leader:
-Does he/she have a vision for himself/herself?
-Does he/she have a growth plan for the individual
employee and not only for the project or the
organization?
-Does he/she give the necessary exposure to the
employees?
-Does he/she believe in emotions of the
employees?
-How sensitive is he/she to the employee's
personal as well as official needs?
-How influential is he/she?
-Does he/she appreciate the good work of
employees?
-Does he/she motivate the employees towards
positive things?
Gone are those days, when leader was someone
who had employees reporting to him/her. A leader
can also be an individual contributor, but positively
influencing the colleagues within the organization.
Leadership is all about acceptability by the
employees as a leader and not just a hierarchical
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promotion. It can be the case where the
employees might look at someone as a leader who
is not necessarily the Manager for the employee.
Every employee who has been hired by the
company has the necessary competence, skill and
qualification to meet the job requirements.
Understanding the employee's inclination and
then taking the necessary efforts to promote the
employee in that direction can help the employee
achieve what exactly he/she was ambitious about.
For e.g. A person has been hired in a company
based on his/her previous experience into
Operations (Facilities Management), but over a
period of time the leaders should be able to
identify, if the employee actually wants to continue
with his/her career in the same field. Maybe
he/she was into this field in the previous
organization out of chance, but the actual interest
area or inclination is towards Marketing related
activities.
The true spirit of Leadership and its Management
lies in the following in the above mentioned
scenario:
-The leader should be able to get a sense of the
employee’s needs well in advance
-The leader should be able to trace the right nerve
and pull/tighten the strings in the right direction
-The leader should provide the necessary exposure
to him/her within the Marketing group
-He/she should be given opportunities related to
marketing activities in the same field which he/she
is currently serving
-Create a roadmap for the employee in order to
ensure that he/she gets the opportunity
-Create a business case for the employee and
promote him/her appropriately during
Management or Steering Committee meetings
-Give him/her an opportunity to attend training
programs related to Marketing. Don't just think
that if he/she goes for a training not related to
Operations, who will do the Operations work.
There always needs to be a backup plan and
succession plan in place for each of the roles, so
that it does not create person dependency
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Employees always complain, that whenever there
is extra work coming up, the Manager directly
delegates it to the employees below him/her
If the Manager, takes care of all of the above
mentioned points, the employee himself will be
satisfied and will be more than happy to work with
the Manager. It will be more of a “PULL”
mechanism rather than “PUSH” mechanism.
Talent mapping plays a key role in Leadership and
its Management. Competencies for all employees
need to be mapped with respect to the role and
knowledge levels.
There has to be regular tracking and monitoring of
the knowledge levels. Provide necessary guidance
and trainings, wherever required to meet the
targeted knowledge levels. The gaps whenever
observed need to be closed, to ensure we have the
necessary talent, competencies and employee
satisfaction at any given point in time.
Employee's personal hobbies and interest areas
should also be appreciated within the
organization, so that it is more of a family
environment rather than pure corporate
environment.
For e.g. an employee, might be interested in
photography during his spare time. Some of
his/her best snaps can be presented during the
common open house with all the employees. This
will encourage the employee even further and
he/she will look at the positive attributes in the
work environment.
Another important aspect for Managing
Leadership is recognizing the right employees.
Right credit needs to be given to employees for
their hard work, commitment towards achieving
results and completing the activities. Letting them
know how they contribute towards achieving the
organizational goals and contribute in the success
of the organization.
True Leadership can be evident, when employees
strive to replicate the leader. They pursue to be on
the track laid down by the leader.
Risks to Leadership Management:
Below are few major risks in Leadership, which can
lead to failure in Leadership
-Micro Management
The biggest mistake that a manager can do is,
bother the employee every now and then once the
task has been given. Have trust in your employees,
give him/her some time to revert to you. Bothering
the employee every time would be as good as

doubting the capabilities of the employee. Ignore
small issues which will hardly impact the task and
focus on the bigger issues. Respect the employee's
competencies and skills.
- Closed doors
Along with the globalization and varied avenues
for education, everyone has skills, everyone is
smart and qualified. This means that everyone
will like to hear how important he/she is for the
organization. Since you are the boss, it does not
mean that you just sit in closed cabins and call
the members below you into the cabin every
time when you have some work for them. It is a
good practice (sometimes, not always) to go on
the floor, talk to your employees, give them the
privilege to knock the door and meet you, when
they have some issues. This creates a healthy
working environment rather that a tight and
strict workaholic environment.
-Not being transparent
Be transparent to your employees, provide them
regular information and feedback that they are
looking for, so that they do not think that things
just cook up in the cabin and we need to suffer
(which is not the actual case most of the times)
-Collapsing during downfalls
In today's volatile market, there are ups and downs
for each company. Keeping the spirit up,
encouraging the employees, keeping them
motivated, letting them know the positive side of
the things during such downfalls is the true spirit
for Leadership Management. At times, not being
selfish and letting the employee know about the
real situation also helps, so that the employee,
does not make assumptions and makes alternative
planning, so that he/she does not suffer later.
-Blame Game
Playing the blame game when things go wrong, is a
failure in leadership. Accept the mistakes, take
ownership and improve/correct the mistakes
done.
A leader can only grow if he/she lets grow the
employees within the organization. Leader should
influence people to do things the right way and not
misguide people.
Transitioning from task orientation to people
orientation is crucial from the Leadership
Management perspective.
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In most cases, employees adapt the work culture
which is preached by their Manager, because the
Manager has a lot of influence on the nature of the
employee. Principally if the Manager preaches a
culture such that it becomes values for the next
employee in line, there will be a cascading effect in
the organization.
If the Manager manages leadership appropriately
as per the points mentioned in the above
paragraphs, it is bound to influence the employees
below the Manager. Hence when the Manager
climbs up the organizational ladder, the next in line
manager will also speak the same language and
influence the employees below him/her. In this
way it will be a continual cycle, with improvements
at each stage of the organizational structure.
Leadership will become the DNA for the
organization.
Even employees at a junior level will practice
leadership by getting influenced by their managers
in terms of end to end ownership of activities, peer
trust, collaboration. The employees will be able to
see the larger picture and not restrict themselves
to the tasks being assigned by the Manager and
inculcate “I can do it” kind of attitude within
themselves.

Corporate Leadership Development
(contd from page 11)
Conclusion
Developing Next Generation of Corporate Leaders
can be done through the simplest of ways. It is that
common understanding of leadership behaviours
that is developed and embedded in an
organizational DNA that helps in earning a
competitive advantage. By understanding the
NextGeners mindset and the leadership
framework developing next generation wouldn't
be a task but would be an organic process at the
organization.
Source Citation
§Suleman.Razor,Nelson.Bob;Motivating the
Millenials:Tapping Into The Potential Of The
Youngest Generation.2011
§Facilitating Leadership Behaviour-A Case Study Of
Vestas Wind System
§Passmore,William; Developing A Leadership
Strategy.CCL White Paper
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Making THE Impossible
Possible

M

aking the Impossible Possible holds
true for those who encompass the
power to realize their dreams; they
possess a crystal-clear vision of what they want.
They are immensely respected for their courage,
ideas and the ability to take significant moves.
To elucidate the concept of visionary power, it's
appropriate to squeeze in some requisite details
focusing the work and life of Late Steve Jobs. He
was a visionary, and a dreamer. He had the courage
to shake the world by revolutionizing in the area of
computer science. It's difficult to ignore people of
such stature. Some may perceive them as crazy,
others may find them weird but they are the
fundamental catalysts in the field of innovation
and creativity—drivers of intuitive persuasiveness.
Jobs followed certain principles that drove him to
success. These are:
a)Do what you love: Steve Jobs was high on selfinspiration. He continuously worked on new,
innovative and exciting products. He was
passionate about stirring up societies. As is said by
him: “Life is too short for living someone else's
dreams/life and if you haven't found your passion,
keep looking for it, don't settle”. When one does
what he/she loves, he becomes a perfectionist, as
is Jobs' own case. To pursue one's passion, there
should not be any limits and no fear of failures.
Failures, if any, should be treated as steppingstones for success.
b)Put a dent in the universe: He held the vision of
making computers accessible and approachable to
the mass – an innate yet a potent idea with the
power to revolutionize the world. In 1984, he
introduced Macintosh. This helped him to get
closer to the vision he had 10 years ago.
c)Connect things to spark your creativity:
Creativity is all about inter-relating disparate
segments of the varied disciplines. Job's interest in
college for calligraphy was the driving factor for the
fonts in the first Macintosh. His excellent
presentation and marketing skills made the Apple
iPod and iPhone the largest selling devices within a
short period.
d)Say 'NO' to 1000 things: Whenever Jobs started
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his research for a new product; he thought of all
the possible ideas and rejected most of them, in
order to feed the interest of his target-customers.
His basic question was: “What can we remove?”
His products gained popularity, for they were
simple, elegant and easy to use.
e)Master the message: He was exorbitantly
effective at communicating his ideas and
understanding the consumer's perception. He is
also known as the biggest storyteller in the world,
thanks to his unique approach with sound
emphasis on pictorial and visual presentation. He
believed “people are more likely to remember
pictures than text”.
f)Sell dreams, not products: He effectively
captured his imagination, as he understood his
customers properly. In his opinion, people don't
care about products; they care about their needs,
dreams and ambitions— “If you help your
customers reach their dream, you will win them.”
He was not devoted towards technology, but
towards the way people interacted with
technology.
It is not that Steve Jobs did not fail in his career.
After his initial success of Apple computers in
1970s, Apple became a publicly traded company in
1980. Post 1980, several products from Apple
failed to gather customer's interest. The sales
declined in 1985 and he resigned from the post of
CEO in Apple. Indirectly he was fired from his own
startup “Apple”. He called this the best thing that
could have ever happened to him.
But disappointment did not defeat him. Failure
made him more focused. He started a new
software and hardware company Next Inc. and
purchased an animation company Pixar Animation
Studios. The company produced some widely
popular animation films such as Toy Story, Finding
Nemo and The Incredibles. In 2006, the studio
merged with Walt Disney making Jobs Disney's
largest stakeholder. Meanwhile, Apple purchased
Next Inc. in 1997 and Jobs rejoined Apple as its CEO
with a $1 per annum salary.
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His ingenious products, such as the iMac, effective
branding campaigns and stylish designs caught
attention of the consumers. He believed in putting
people's dreams into reality with his products. His
focus was always on products and not on concepts.
When Jobs introduced iPod in 2001, he said, “In
our own small way we're going to make the world a
better place”. He demonstrated the importance of
creativity and innovation for any organization. And
due to his continuous and never ending efforts, the
company boasted a staggering $1.58 billion profit,
an $18 billion surplus in the bank with zero debt.
Passion is an intrinsic emotion; something that
needs absolute focus and attention consequently
leading to a magical metamorphosis from a mere
unrealized abstract to a powerful, structured and
realized ideology. This summarizes the
fundamentals of Jobs and the importance of
passion, enthusiasm, self-belief and dedication.

Developing next generation Corporate
Leaders (contd from page18)
Users have become engaged and more likely to
complete the online training programs building
their own personal brand along the way. SAP and
Unilever also employ gamification techniques for
training. Simulation based games are also used to
train employees if real life training is too dangerous
and/or expensive.
The leadership development process in India has
evolved a long way. The use of latest tools and
technologies has facilitated leadership
development across company hierarchies and this
process is here to stay.
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Our Tribute to Nelson
Mandela

A

s HRM professionals and students, there is
a lot we can imbibe from the life and ways
of 'Madiba'. From the early days of
defiance towards the apartheid to spending 27
years in prison and then winning South Africa's first
dignified democratic election, Mandela was the
last bastion of humane and inclusive leadership. As
the fortune of humanity would have it, the 20th
century saw the pinnacles of achievement of three
great and like minded individuals: Mahatma
Gandhi, Martin Luther King .Jr and Nelson
Mandela. And most of us were lucky enough to
have witnessed the presidency and prominence of
Mandela.
He will be remembered for a few traits that
separated him from the standard lot of leaders and
revolutionaries of his time.
“You know, you can only lead from behind”
-Nelson Mandela, referring to cattle herding and
its relevance to leadership.
In every business communication programme of
every B-School, we learn that listening is the most
important trait of an effective communicator and
by extension, of an effective leader. Mandela was
one of these exemplary beings, who with abound
patience, listened to his people, colleagues and
peers. His style of communication was that of
empathetic listening followed by giving a wellrounded reply which gives his opinion out in a way
that was clearly understood by all. He imbibed this
trait from his father, a tribal king. This also served
him well, as a professional lawyer, to have the final
decision in an argument. He ensured that his
perspective took due consideration to all the
counsel available at his humble disposal.
Mandela was a beacon of inclusive leadership. He
believed in the most lucid interpretation of
democracy. The 'Democracy' he advocated gave
even and equal access to all subjects of South
Africa. People of all tribes, races and castes were
made to feel a part of the nations governing entity.
Never in the history of the African continent, had
such a sense of unity among diversity ever flourish
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than under the guidance of Mandela.
"Courageous people do not fear forgiving, for the
sake of peace."- Nelson Mandela
, to the widow of Hendrik Verwoerd (father of the
apartheid regime, assassinated by a mixed race
South African)
Post dismantling the apartheid regime, in a
country having disjointed feelings towards the new
rules of freedom, he ensured the reconciliation of
black and white sentiments. From creating a
political coalition that gave birth to one of the most
diverse representation of interests to giving the
blacks of the nation a reason to support the South
African Rugby team at the World Cup. Madiba used
his charisma to appeal with simultaneous humility
and authority to the nation, that now more than
ever, do they need to come together, rejoice and
reconcile. It was something as simple as being
happy for the win of a national team, but he knew
that it went beyond a victory in sport.
“For to be free is not merely to cast off one's
chains, but to live in a way that respects and
enhances the freedom of others”
– Nelson Mandela
Madiba, at the height of his power and public
appeal, vacated his office after one term as
president. In times like these, we seldom find such
leaders who can, so easily, give up the seat of
authority. He ensured sanctity of the office and
showed that South Africa as a nation is bigger than
who he is as her president.a person. He ensured
that his image, through the eyes of the media, was
one of a humble South African man who just
wanted what was rightfully his. He was innately or
did strive , to be as approachable and available to
anyone who wished his audience.
Contd on Page 30
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Succession Planning and Its
Role in Nurturing Leadership
in Organizations

S

uccession planning is essentially a
component of good HR planning and
management. The very term succession
planning is coined on the basis that employees will
not stay with the organization for an infinitely long
tenure. How should the situation be addressed
when they leave and what steps should be taken
beforehand in order to deal with this kind of
situation, truly outlines the essence of succession
planning It is a strategic move, where current and
future needs of organization are evaluated, and
based on the key skills, knowledge and abilities
required for every position; the existing workforce
is matched and groomed accordingly. It takes into
account the fact how to manage the gaps when
people holding key positions are promoted or
leave the organization.
Why succession planning?
Ø
It helps the company to be prepared
beforehand, for a situation when the CEO, key
executive, senior managers leave the organization.
Ø
Maintains a talent pool, continuous supply
of able, motivated workforce in case of gaps arising
in the organization.
Ø
It draws a properly directed and planned
career path for employees; and in turn causes
better retention of employees and decreased
turnover.
How does it impact leadership in organization?
Sound leadership is the key to any company's
success, especially in times of volatility and
uncertainty in the external environment. A survey
conducted by American Management Association
enterprise (2011), in a sample of 1,098 senior and
midlevel business professionals based in
U.S.A.(96%) and Canada(4%), shows that 71.3%
believe that the global economy, with its hypercompetition and ever-changing business
environment, has rendered leadership succession
more important than ever before . Also, One in Five
Companies is utterly unprepared for a sudden loss
of leadership. Nearly half (43%) of the survey
respondents reported that their senior
management team is “sporadic” in its commitment
to succession planning. Moreover, 14.4% believe
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their senior management teams pay “lip service”
to the notion. Only 8% reported that their
company has a “comprehensive development
program integrated with our strategic business
objectives”. (Organizational bench strength and
Succession Plans, a study by AMA Enterprise 2011)
In another survey of CEO succession report by Booz
& Co., it was found that CEO turnover rates have
returned to historical levels. In 2011, 14.2 percent
of CEOs at the world's top 2,500 companies were
replaced which is much higher than the previous
year's turnover rate of 11.6 percent. It was also
found that Insiders from the organization continue
to perform better than outsiders and tenure for
insiders has historically been longer than
outsiders' tenure. (CEO succession report, 12th
Annual Global CEO succession study, booz&co.)
All these findings show that in current scenario,
CEO turnover rate is very high, proper leadership
succession planning has gained more priority. A
very small percentage of companies are properly
equipped with a proper succession plan and even
fewer have these plans strategically linked with
their business objectives. Lack of such critical
linkages have made this an area of great concern.
How does succession planning help in fostering
leadership?
CEO Magazine, in its February 2009 issue, in
partnership with the Hay Group, acknowledged
the “Best Companies for Leaders” (top 20 in the
world).A survey of 1,250 organizations,
respondents (senior executives as well as line and
HR leaders) was done, basing a questionnaire on
the effectiveness of leadership development at
their own organization. They were also asked to
name three companies from which they would
most like to recruit leaders. The top companies
came out to be – 3M, P&G, GE, Coca-Cola, and
HSBC Holdings. The stark similarity between these
companies, is the approach they take:
All of these companies have a formal, in-depth
leadership development programs for high
potential future candidates, where there is proper
career planning, keeping in mind all the strengths
and areas of improvement.
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There is lot of executive coaching, internal courses
and workshops, stretch assignments etc. It is
followed by action learning, with in-depth
feedback and 360 degree assessment. For
example, at Procter & Gamble, all general
managers are evaluated every six months with
what is called a GM Performance Scorecard. It
contains relevant financial measures and also
assessment of leadership and team-building
abilities. They are reviewed not only by the bosses,
but also by their peers, as well as their own direct
reporting managers.
All of these companies have created a culture that
makes leadership development a priority. Most
importantly, the CEO is directly involved at various
stages, mentoring these selected groups.

Source- Integrating leadership development and
succession planning best practices, Kevin S.
Groves, Journal of Management Development,
www.emeraldinsight.com
A Case of Apple Inc. - From Jobs to Cook
Tim Cooks had been the Chief Operating Officer
before taking up the role of CEO, and had proved
himself by delivering phenomenal results. When
Jobs eventually handed over the command of the
company he built, there was a lot of hue and cry.
Many feared the stock would drop overnight.
However, the tech giant's share price was higher
than it had been during Jobs' final weeks at the
helm. Investors also responded positively to the
company's new CEO, Tim Cook, who had been on
board for the past 13 years before assuming the
role of CEO. After all, he had already done so on
three other occasions when Jobs was forced into
medical leaves of absence. Filling the shoes of such
a legend was never easy, but Tim Cook has
sustained the legacy and brought it to greater
heights. The constant comparisons between him
and Jobs do not baffle him; for he maintains, a

charm and poise of his own. Steve Jobs had trusted
him to “know exactly what to do” and always knew
that he and Cook had the same vision and wanted
the same thing from the company.
Unfortunately, such stories of seamless transition
are uncommon. Few boards build a succession
plan. According to Korn/Ferry International's '34th
Annual Board of Directors Study', despite 84% of
directors finding succession plans to be essential,
only half of the boards of Fortune 1,000 companies
have them. It appears that it's easier to say than to
do.
Thus a proper leadership succession planning has
to be a part and parcel of the company's
management philosophy. It serves as an effective
tool to identify and nurture leadership. It helps in
differentiating and retaining future leaders from
the beginning. Grooming Potential leaders takes
years and this has to be aligned with the business
strategy of the company. There has to be a proper
initiative, support and high involvement of the top
management. In these changing times and periods
of high uncertainty, things simply can't be left on
chance. A proper planning, processing and
implementation of succession plan is the need of
the hour and every organization must wake up to
this, before it is too late.
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Out of (H) rationality
Mt. INTOLERANCE ERUPTS!!

As a child I was made to memorize these lines:
Anger is red danger
But a familiar stranger
So it came as no surprise
At the times I've paid the price.
More than the usual thrice,
Before becoming very wise
The judge said,
I should have been put in a cage,
If one considers all the damage
I brought on with my rage.
It didn't make sense then, but it sure does now.
Highways are always clogged. Vending machines
are always out of order. People with 30 grocery
items fill the supermarket's express lines. And it
takes 20 minutes for people to make a 'simple'
withdrawal from an ATM bank machine……Uff!
How do we react to these everyday situations? Of
course angrily! Our hearts beat so fast we feel we
could explode. Our minds race and our first
reaction is to punch a hole in the wall!
Have you ever wondered how it is like for those
charismatic leaders whom we all have admired so
much? They possess qualities of a leader simply
because of their calm and composed nature. To
become a good leader the first and foremost issue
would be to deal with tolerance.
Someone cuts in front of you while you are driving
on the highway and you get angry. Someone tells
you that you will not get those extra marks you
think you deserve and you get angry. We've always
been told that it is alright to express anxiety,
sadness or other emotions, but not anger. We
cannot get rid of or avoid the things or the people
that enrage us nor can we change them. But we can
at least learn to control our reactions.
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I remember having a friend at school who used to
flare up at the drop of a hat. Slowly she started
losing friends and earned herself a pretty bad
reputation. Once her father gave her a bag of nails
and told her to hammer a nail into the fence in the
backyard of the house each time she lost her
temper. Over the next few weeks as she learnt to
control her temper the number of nails hammered
dwindled. Finally a day came when my friend
wouldn't lose her temper anymore. Her father
suggested that she should now pull out one nail for
each day that she was able to keep her cool. Days
passed and my friend at last told her father that all
the nails were gone. Her dad then took her to the
fence and said “You have done well, but look at the
holes in the fence. The fence will never be the same
again”.
Anger is the feeling that makes our mouth work
faster than our mind. It is the wind that blows out
the lamp of the mind. Speak when you're angry
and you'll make the best speech you'll ever regret.
Once you hurt somebody, the wound may heal, but
the scars remain.
What do we do about this? It's best to find out
what it is that triggers anger and then to develop
strategies to keep those triggers from tipping us
over the edge. Slowly repeat a calm word or phrase
such as 'relax' or 'take it easy'. Repeat it while
breathing deeply. Use imagery. Visualise a relaxing
experience from either your memory or your
imagination.
I've often come across several people who are so
tolerant it makes me wonder how they would look
if they ever lost their cool. Nelson Mandela was in
prison for more than two decades and yet was so
tolerant towards his oppressors on his release. He
probably deserved a Nobel Prize for this alone.
Mother Teresa is another example. To help people
die in peace is a noble act. How could someone
who has seen death in its most fearful form, be
famous around the world for her becalming smile?

Do you have a friend who behaves in this manner?
Have you ever wondered why he or she behaves in
this way?
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One becomes a true leader not by imposing but by
IMPARTING. These personalities proved
themselves capable due to their unique ability to
tackle situations. The skill was acquired mainly due
to their endurance level.
Where does that leave us? The same questions
keep ringing in our head: Why is tolerance running
so low? How can anyone run a bloody massacre in
school simply because they were ill treated by
peers? On a more day to day basis, why can't we
spend a day without arguing with our parents and
screaming at our family over stuff that really
doesn't matter? Whatever happened “to live and
let live”? Perhaps if we find answers to these
questions we will be able to stave off intolerance
and anger. It is the small matter of making an effort.
Leaders have their heads raised high up and a hand
ready to be extended with all the confidence in the
world. The confidence that has been acquired over
the years.
After all, I cannot shake hands with a clenched fist.
Can you?

Nelson Mandela (contd from Page 26)
We have a lot to learn from this man whose
memory is still ripe in the minds of people. A
managers' best tool is his counsel and his ability to
assimilate those thoughts with his own. Unless he
lets go of the ego attached to his own ideas, he can
never truly achieve the synergistic greatness that
all the best-in class and time practices possess.
One can correlate to Mandela's unrelenting effort
to unify the cultural fabric in South Africa, to that
role of an HR manager in carrying out an
organization development exercise. The lesson of
humble and righteous inclusion of any and every
constituent of an organization/nation stands
testimony to all managers. This message rings
louder than ever in a time when the organizational
grasp is no longer limited to national or continental
boundaries.
We are also a generation of management
professionals who exist in a world where our every
move is scrutinized, measured by a metric and on
record, thanks to the media marvels of the day. It is
now, more than ever, that we need to imbibe
within us the sense of prudence and transparency
in our actions and decision. Mandela's words of
perseverance and riding the tide are other virtues
leaders as well as managers can emulate. In times
of strife and grave trouble, one needs to be staunch
in his self-belief and loyalty towards one's unit,
operation and organization to not just jump ship at
the next best opportunity of an exit.
“Difficulties break some men but make others. No
axe is sharp enough to cut the soul of a sinner who
keeps on trying, one armed with the hope that he
will rise even in the end.”
References:
1) http://www.hrneurope.com/2011/07/nelsonmandela-leadership-style/
2) http://www.sandygluckman.com/whattoday%E2%80%99s-leaders-can-learn-fromnelson-mandela%E2%80%99s-leadership-style
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Out of (H) rationality
Some Litmus Tests

L

eadership has been taught, administered and
unfortunately also preached to every
individual at some point or the other. Alas,
matters of subjectivity such as leadership cannot
be measured accurately except by the person
himself. I had a very interesting introspective
exercise recently. I found quite a few simple tests
which can easily show if we have in us what it takes
to be a winner.
1) Anger at a loss
Most people feel embarrassment, fear, hurt or
disappointment when they lose at something. If
however you find that the emotion you feel is
anger, that's good. Don't let anyone take that away.
But I do recommend you use it. Anger is the fuel
that runs the engine of vengeance.
2) Jealousy
Do you feel jealous when someone around you is
better at something that you want to be the best
in? Most people do. But do you feel consumed by
that jealousy? Do you only think about becoming
better than that person? Do you wait for the next
chance to compete against him/her? Then that's
good. But what is recommended here again is
effective channeling of that emotion. Emotions are
the suspension that governs the vehicle of
vengeance.

By
krishna subramanian
scmhrd

the vehicle of vengeance.
5) Ego-less curiosity
Can you sit with your sub-ordinates or juniors and
ask them to explain something to you? Can you
admit to yourself that someone not as good as you
is better than you at something? Can you shut
down your pride and give that person that respect?
If you can, good for you. That respect keeps your
windshield clean.
6) Willingness to prioritize
Are you willing to really prioritize your tasks? I
mean breaking up with the love of your life if it
means winning. I mean taking a menial job if it
means funding your winning. I mean giving up
everything you have if it means you having what
you want? I mean REALLY doing it. Trust me, this is
the hardest because you will always hear the
argument that your goals are not everything. That
there are pleasures in life that can be enjoyed.
True, but can you truly and actually feel that the
greatest pleasure is the successful completion of
your goal?
Then that is the feeling you will get when you
actually sit down and drive this monster called
leadership.

3) No permanent satisfaction
When you win, do you feel the need to win again
and again? Are you just not satisfied with winning
once? Is it imperative for you to stay at the top, no
matter what? If you always have that fear of not
feeling like the best in your own eyes, then that's
good. Such fear is the oil used to keep that engine
in great condition.
4) Humility
Are you willing to admit to yourself your
shortcomings? Can you actually sit down, list them
all down, identify what hampers your growth and
work on them? If you are always aware and alert to
it, then that is good. Humility is the battery used by
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ASTUCE
The Hired and The Wired
ASTUCE’14
ASTUCE is back with its 3rd Avatar to be held on 1st and 2nd February, and it cannot get any bigger and better!
The theme this year is ‘The Hired and The Wired: Transforming HRM through technology’. The conference aims
to achieve a holistic knowledge transfer between the corporate world and management students about how
technology is impacting every domain known in HR.
Today the face of HR is often a portal rather than a person. Almost all firms now provide universal access to HR
services through technology and web based applications, dramatically changing the practice of human
resource management. Automation and digitization is the way forward, but does that mean the depletion of
the human layer from the sphere of Human Resource? To gain a competitive advantage, HR professionals must
not only master traditional HR skills and knowledge, but also have the ability to apply that knowledge via
technology from a strategic perspective.
The conference will play host to some of the best HR minds from the corporate world. The intention is to provide
a platform for students to gain from the wealth of experience and knowledge accumulated by them. Through
the flagship Panel discussion and individual speakers, we wish to elucidate the following areas of HR:
·
·
·
·
·

Social media in HRM
Gamification
HR analytics
Evolution to HRM to what it has come to represent in today’s’ world
With the advent of technology, is hr losing its human touch?

ON Campus Events:
·
·
·
·

Panel Discussion
Guest Speakers
ArchitecHR- Case Study competition
Symbiana Jones and the case of the missing HR- Treasure Hunt

Pre Astuce Events:
·
·
·

Mind Palace- Online Quiz
Posterartti- Poster Design Competition
Caption-It

Attractive prizes to be given away in cash and kind!
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fun section

HumouR

begins and
ends with HR

P

By
hr forum team

OLL : What are the top reasons for employees leaving an organization?(The people participating in this
poll are SCMHRD students. Next edition onwards the poll will be done online, via our page
https://www.facebook.com/HR.SCMHRD , for everyone to participate )
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HumouR

begins and
ends with HR

DOWN
1
Mandela’s nickname
3
A phenomenon based on a
classic experiment in biology signifying the
insensitivity of organisations towards gradual
changes
5
A small group in which people
who work in the first line work place,
continually improve and maintain the quality
of products/services
7
SCMHRD's annual HR
conference
8
"Weak managers destroy jobs.
They are the killers of business; they are job
killers." Words of which inspirational
leader?
10
I know who I am and what I
believe in and value. I act on those values
and beliefs openly and my followers
consider me to be ethical. I am an
_______ leader.

By
hr forum team

ACROSS
2
A 16-year old youth icon who
changed the mindset of her country.
4
Known to others-Not known to
self
6
Greek for ‘gift
9
The most passive of leadership
behaviours
11
He provided the leadership to
transform a company the brink of bankruptcy
to profitability in the early 1980s
12
A small group of followers with
whom their leader shares a special bond
with
13
What a student is to a teacher,
a _____ is to a mentor
14
In this model, 8 possible
combinations of 3 situational variables can
occur.

Mail your solutions to " hrforum@scmhrd.edu"
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The Hired and The Wired
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Hospitality Partner

Style Partner

Case Study Partner
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Online Event Partner
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Knowledge Partner
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