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Human Resources Continuum 2014 

 

Successful companies are those that consider their human capital as their most important asset. Facts 

and figures are the quantitative elements of successful management, yet the qualitative, i.e. the 

cognitive aspects, are those that actually make or break an organization. HRM is the core of any 

organization; they have the responsibility of selecting a right person, at the right place for the right 

job.  HRM is concerned with management of people from recruitment to retirement. HRM functions 

as the link between the organization and the employees, HR managers are engaged in recruiting 

people, training them, performance appraisals, motivating employees as well as workplace 

communication, workplace safety, and much more. HR manager makes sure all managers fully 

understanding the organization’s documented Business Plan and ensuring the alignment of 

management thinking, simply the process of ensuring that all managers are working and driving the 

organization in the same direction. HRM is very crucial for the whole function of an organization 

because it assists the organization to create loyal employees, who are ready to offer their best. 

 

The Human Resource Continuum aims to cover the latest trends in Human Resource management by 

inviting eminent speakers from industry and academia. Every seminar focuses on issues and 

challenges faced by HR functions, and aims at drawing insights from the knowledge and experience of 

the speakers. The HR Continuum was attended by delegates from different organizations, our faculty, 

our distinguished alumni and students from various Business Schools. 

 

One-day event provides one of the best learning experiences for the students. It provides a platform 

for these inquisitive minds to get face to face with industry stalwarts. An enlightening session by an 

eminent speaker is generally followed by a round of mutual interaction between the speaker and the 

students. This helps the students get a holistic picture of the industry trends. 
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This year’s HR Continuum was based on the theme, 

“Transformational Role of an HR in Modern Business” 

Following luminaries participated for delivering lectures at HR Continuum 2014 on March 23rd, 2014 

at SJMSOM, IIT Bombay: 

 

Mr. Anubhab Goel, Founding Member & Business Head, PeopleStrong HR Services 

Mr. Kishore Poduri, Senior Vice president, Head-HR, DBS Bank(India) 

Dr. Ajitabh Ambastha, Head Learning & Development, TATA Capital 

Dr. R. Krishna Murthy, Director, Industrial Relations Institute of India 

Mr. Sanjeev Dixit, Chief People Officer, Allied Blenders and Distillers 

Mr. Amit Sawant, Deputy General Manager, Corporate HR ACG Worldwide 

Dr. Sumita Datta, Independent Consultant and Professor at SP Jain IMR 

Mr. Irfan Abdulla, Director, Talent Solutions, LinkedIn India 
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Mr. Anubhab Goel, who is the 

Founding Member and Business 

Head of PeopleStrong HR Services, 

delivered a talk on the topic 

‘Transformational Role of an HR in 

Modern Business’.  

He started his talk by showing 

us a brief video explaining the work 

done by PeopleStrong. He said that 

in the 21st century HR moved 

beyond Employee relations and 

customers; today HRs’ are required 

to Innovate. PeopleStrong is a 

platform based 

HR solution 

company. It 

provides app 

service 

designed for 

End to End HR 

Management. 

PeopleStrong is an SSAE16 Audited 

firm which manages more than 

3000 centres.  

During his talk, he touched upon 

three broad ideas. They were as 

follows: Modern Business – and 

how is it changing; Transformations 

in HR; and how does it impact us 

 Talking about evolution of 

Modern Business, Mr. Goel 

mentioned that Social Media, Cloud 

Operations and Mobile, together 

called as SOCOMO, have 

transformed the way we do 

business. Distribution model is an 

important part of Modern Business. 

The first core of any economy is the 

Manufacturing and the second core 

is its Supply Chain. They form the 

base of any economy, per say. A lot 

of distribution business happens 

through pin-code. PeopleStrong 

had coined the concept of “Pin-

code Hiring” which is more of a 

front line hiring using pin-code. 

Penetration 

is an 

important 

aspect of 

modern 

business. 

Companies 

always look 

for more penetration and thrive to 

connect to the last mile. They 

should first define their market 

before thinking about penetration. 

The speaker also highlighted the 

impact of macroeconomics on the 

modern business. The Global and 

the Indian Economy also impacts 

the Modern Business. Modern 

business is also impacted by macro 

economics. 

    

 

Mr. Anubhab Goel 

 
Founding Member and 

Business Head – 

PeopleStrong HR Services 

 

 

 
“HR HAS BECOME A 

CORE COMPETENCE OF 

FOCUS” 

Transformational Role of an HR in Modern Business 

 

Mr. Anubhab Goel, Founidng Member and Business Head, PeopleStrong HR Services 
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To understand the impact of Indian 

Macro Economics one has to 

understand how the Indian 

Constitution has been written. 

Other factors like Elections and 

Government Policies also have a 

huge impact on the modern 

business. ‘Demographic Dividend’ is 

the new buzz word in the modern 

business.    

Talking about Transformations 

of Human Resource, Mr. Anubhab 

Goel said that Human Resource 

Managers’ are increasingly taking 

up roles of Strategic Business 

Partners. Many companies, who 

earlier listed their core 

competencies as Technology and 

R&D, are now realizing that their 

core competencies are in fact their 

man power and Human Resource. 

Hence the role of HRM is becoming 

increasingly more prominent. 

Human Resource Manager’s are 

now using lots of analytics and lots 

of transparency through which it is 

building big data. All transactional 

boxes can now be clubbed as 

Processing Hub: Customer service, 

analytic centre, transaction centre, 

governance centre. Major HR 

responsibilities now include 

designing cost effective rewards for 

employees, developing and 

sustaining a workforce, mitigating 

employee related risk.  

Talking about its impact, Mr. 

Goel said that, we as a prospective 

Human Resource Managers’ are 

expected to read a lot and keep 

ourselves updated on all the 

happenings in the world. Ability to 

sell is one of the most important 

qualities which is expected of 

anyone in this modern business 

irrespective of his job and the 

position. He also suggested us to 

build network and keep the 

fundamentals and basics very clear. 

Towards the end of the session, 

Mr. Anubhab Goel answered some 

queries of the students. 

Responding to a question on the 

use of HR analytics to predict the 

employee attrition etc, he said that 

as of now they are only 

concentrating on hindsight analysis 

of data; however foresight analysis, 

which involves predicting, is 

something which they are planning 

to venture into in the near future.  

When asked if PeopleStrong is 

providing HR analytics as a service 

or as a product, Mr. Anubhab Goel 

responded by saying that they are 

providing HR analytics as a product.  

When one student asked him to 

expound more on the pin-code 

hiring, Mr. Goel said that “Pin-code 

Hiring” is a concept coined by 

PeopleStrong. It basically uses pin-

code to do the front line hiring.  

 

 

 

 

  

 

 

 

 

 

 

 

 

  

Student Feedback: 

 The session gave us 

some insights on use 

and difficulty of 

implementation of 

Analytics in HR. 

 The session taught us 

about changing trends 

in modern business and 

the key role which HR 

has started to play in 

shaping the business.  

 The session gave insights 

about the key role 

which HR has started to 

play in managing 

business by even being 

part of the Boards. 
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Innovation has been the key for 

success of any organization, HR acts 

as driver for innovations in the 

organizations by his practices. HR 

practices build and strengthen the 

unique collection of organizational 

capabilities and competencies that 

certainly give an organization its 

competitive advantage. Mr. Kishore 

Poduri began the session with how 

innovation evolves and he stressed 

upon the point that homogeneous 

groups dampen the innovation and 

heterogeneous 

groups foster 

the innovation. 

Innovation is a 

new method, 

idea, product 

etc. 

Organization 

which innovates continuously with 

changing market conditions will 

survive and thrive otherwise it will 

die. Hence we not only need 

Einstein and Steve Jobs, we need 

innovators at every stage of value 

chain. Extending this to banking 

industry, Mr. Poduri gave brief 

introduction about DBS India and 

banking in India, and explained 

what ‘The future of work’ means 

which is the tag line of DBS bank. 

We need banking not a physical 

bank, it is the need of the hour, 

which is possible by innovations, he 

explained this giving a glimpse of 

industrialized innovation and 

explained why innovation should 

be standardized by taking the 

example of IDEO. 

He also explained the 

innovation in banking sector, giving 

example of DBS bank in a detailed 

manner. In Singapore it’s real easy 

to launch mobile applications as it 

has huge 

penetration 

of iPhone. 

Home 

Connect, 

uGOiGO, 

eWealth are 

some of the 

applications which are huge 

successes due to the simpler 

operation and easy to understand, 

it is the characteristic of innovation, 

making life simpler. Tab Banking 

has been in talk because of its 

feature of bringing bank to home, 

these kind of innovations are 

needed which eliminate the need 

of physical bank. 

He gave some examples who 

give excellent opportunities for 

 

Mr. Kishore Poduri 

 
Senior Vice President, Head –  

HR, DBS Bank, India 
 

 

 

 “HOMOGENEOUS 

GROUPS DAMPEN 

INNOVATION” 

HR Innovation in Modern Business 

 

Mr. Kishore Poduri, Senior Vice President, Head - HR, DBS Bank, India 

 India 
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innovation and the way they are 

growing, Google gives one third of 

the time to employees to come up 

with the different ideas, if 

approved, they will work on the 

same project in the future. This 

enables employees to think out of 

the box and come up with new and 

creative ideas. 

Now it is HRM which acts as a 

catalyst to all these activities 

mentioned above. Purpose, values 

and culture are the vital 

parameters in any company 

success. It is the culture which 

motivates the employees to go in 

the right direction and aligned to 

the values of the company, which is 

totally enabled by HR function. 

Then he moved on to the values of 

DBS bank and mentioned that how 

a bank can create impact on the 

customers beyond banking. Mr. 

Poduri then spoke on collaboration 

in the organization to bring success 

and innovative practices to 

embrace the change in every 

aspect. To bring in innovation every 

employee should take the 

ownership in the business he/she is 

involved in and acting swiftly to the 

changes plays an important role. 

And there should always be fun 

element to make processes lively 

and at large it yields maximum 

output and encourages all the 

stakeholders involved.  

     And he focused on HR as lead 

enabler in the company and he 

explained how it helps employees 

to come up with ideas and embed 

values in the system. 

    Then He concentrated on the 

Process Innovation in DBS in the 

field of HR which included various 

interesting and unique ideas – 

Birthday Off, Appreciation Day, 

Parent leave, Healthcare camps, 

Services recognition award, 

Education sponsorship policy, Flexi 

work environment are such ideas to 

name a few.  

    Along with process innovation, 

DBS is also invested in product 

innovation which included Mobile 

learning and Gamification, Online 

induction and important one is that 

everything in the organization is 

accessible to employees through 

iPads. This helps employees to go 

through the processes in the 

organization in one go which is only 

one click away, this enables 

transparency as well as ease of 

access and making the processes 

simpler for the employees. 

       

 

 

 

 

 

 

 

 

 

 

 

 

  
Student Feedback: 

 The session was insightful 

and gave the idea of 

HR innovation practices 

in an organization. 

 We came to know 

about Innovation in 

banking and we 

understood how DBS is 

utilizing digital platform 

to connect with 

customers. 

 It gave ample 

knowledge about 

industrialized innovation 

and standardized 

innovation and helped 

us to understand how 

these innovative 

practices make the 

organizations 

sustainable. 

 It was an enriching session 

where we learnt how 

innovation is fostered in 

various organizations.  

 

mailto:industryinteraction@sjmsom.in


HR Innovation in Modern Business | Mar 2014 

Shailesh J Mehta School of Management | IIT Bombay, Powai – 400 076  

industryinteraction@sjmsom.in| +91 22 45 65456 |www.som.iitb.ac.in 

Moments from the event 

 
  

 

 

mailto:industryinteraction@sjmsom.in


S   

 

 

 

 

 

 

 

 

Business strategies are 

formulated to determine the way in 

which organizations can move from 

their current competitive position 

to a new stronger one. This can 

only be achieved by improving the 

organization’s competitiveness. An 

organization’s core competences 

and the capabilities to drive such 

competences form the essence of 

competitiveness.  

Mr. Ajitabh Ambastha started 

the session with role of strategies 

and 

competitiveness.  

He went on talk 

about how B-

schools are able 

to help students 

understand 

strategies but 

have no means 

to tutor 

‘execution of strategies’ to the 

students. He identified execution as 

one of the major differentiating 

factor in an organization’s 

competitiveness.  

Mr. Ajitabh spoke about the 

changes that are happening in 

today’s banking industry. The 

industry now sees many more 

international players. With the 

advances in technology, innovation 

has become very crucial in the 

banking domain. He stressed on the 

fact that; now, globe is the market. 

Taking this point further, he spoke 

about the three levels of 

competitiveness: 

 Company 

 Industry 

 Country 
 

With the globe as the new market, 

competitiveness of the country 

becomes important. Mr. Ajiatbh 

also linked 

the assets and 

processes to 

state that 

these are the 

two factors 

that strongly 

influence the 

performance. 

He put this in 

a mathematical model: 

Assets x Process = Performance 

He moved on to speak of 

reputation and brand as 

competitive advantages. The 

people, systems and process of an 

organization can be copied. It is the 

Culture and Execution of Strategy 

that are the two differentiating 

factors. 

  

Mr. Ajitabh Ambastha 

 
Head, Learning and 

Development, TATA Capital 
 

 

 

 

“CULTURE AND 

EXECUTION OF STRATEGY 

– THE TWO 

DIFFERENTIATING 

FACTORS” 

People CMM as a tool to enhance Organizational 

Competitiveness 

 
Mr. Ajitabh Ambastha, Head, Learning and Development, TATA Capital 

 India 
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Speaking of the alignment of 

Vision, Mission and Strategies; he 

introduced the concepts of RTB and 

CTB – ‘Run’ the business and 

‘Change’ the business. The RTB 

strategies are essential for 

everyday business and its execution 

is critical. CTB on the other hand 

has three aspects: 

 Hindsight 

 Insight 

 Foresight 
 

After having given essential 

insights on competitiveness, Mr. 

Ajitabh then moved onto the topic 

of PCMM – People Capability 

Maturity Model. It is a framework 

that focusses on continuous 

improvement and development of 

human assets. He spoke about the 

quantitative and qualitative 

benefits of PCMM. Some of the 

benefits include: 

 Sharper focus to 
strengthen people 
practices 

 Alignment of people 
practices, engineering 
and process activities to 
business objectives 

 Implement more robust 
high-maturity practices 
in the areas of people 
processes 

 Use measures to 
improve employee 
motivation and morale 

 Scalability of 
competency 
development programs 
in the Organization 

He also gave a brief introduction 

to the concept of PCMM, which has 

5 levels of maturity. He gave the 

details of CMM level with which 

TATA Capital has been certified. 

TATA Capital has been appraised at 

PCMM Level 3. He went on to 

speak of how the concept was 

developed from Carnegie Mellon 

University and the stringent 

process for having an organization 

appraised at a certain level. He also 

informed us of the future target of 

TATA Capital in this respect and 

shared with us the information that 

the organization is looking forward 

to reach Level 4 by 2016. 

He provided further details on 

Level 4 and 5 being more Business 

focussed, than Level 2 and 3 which 

are more HR focussed. He spoke of 

how business is linked with HR 

internal process with examples 

such as: 

 Productivity with 
Human capability 

 Customer satisfaction 
with Profits 

 Employee engagement 
with Business volume 

 Training with ROI 
 

He concluded by answering one 

of the questions raised regarding 

the use of PCMM across various 

industries, by stating the PCMM is 

industry invariant and hence can be 

easily used across different sectors. 

 

 

 

 

 

  
Student Feedback: 

 The session was helpful 

in understanding 

competitiveness and 

importance of strategy 

execution. 

 We now realize the 

importance of culture 

as a differentiating 

factor in the top 

performing companies 

and the importance of 

cultural fit. 

 A highly insightful session 

on PCMM as a 

framework and its 

various benefits. 

 An insightful session on 

how organizations have to 

build on competences to 

improve the 

competitiveness not only 

from industry perspective 

but also from a global 

perspective.  
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As a part of Human 

Resources Continuum 2014, a talk 

was delivered by Dr. R. Krishna 

Murthy, Director - Industrial 

Relations Institute of India on HR as 

a driver of Organizational 

Innovation.  

Dr. Krishna Murthy started 

the session by clearly stating that 

businesses at present are operating 

in an environment of ambiguity and 

high degree of unpredictability. 

Hence the responses of the 

organizations 

need to be 

simultaneous 

rather than 

sequential to 

mitigate the 

risk and 

ambiguity. He 

stressed upon the point that in 

such situation, the speed of the 

response becomes very critical. 

Next, he mentioned that a number 

of variables such as technology, 

innovation, entrepreneurial 

integrity are shaping the business 

scenario and the pace of change of 

the same has transformed 

altogether. Hence the organizations 

need to be flexible and 

continuously monitor and review 

what they have done and what is 

going on at present. 

Next, he moved on to the need 

of building a culture of innovation 

in an organization and stated that 

in India mostly jugad culture of 

adaptability and innovative 

capability prevails. He mentioned 

that culture means an environment 

which necessarily promotes the key 

values of an organization – 

transforming the behaviours of its 

employers. However, India being a 

land of 

diversity, 

employers 

come from 

different 

cultures and 

tradition, 

speaking 

different languages and citing an 

example from Naval Institute of 

India, he mentioned that it 

becomes extremely challenging for 

the organizations to create a 

common culture. In this context, he 

mentioned the developments of 

blue collar, white collar, gold collar, 

pink collar and black collar workers 

in India who has completely 

transformed the economy.                                            

    

 

Dr. R. Krishna Murthy 

 
Director - Industrial Relations 

Institute of India. 

 
 

 

 

 “DON’T DO AND FORGET, 

REVIEW WHAT IS GOING 

ON” 

HR as a Driver of Organizational Innovation 

 

Dr. R. Krishna Murthy, Director - Industrial Relations Institute of India. 

, DBS Bank, India 

 India 
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  Moving on to the next 

issue of relationship dilemmas, Dr. 

Krishna Murthy mentioned that the 

major goal of relationship 

management is to maintain 

harmony and to manage 

performances under conditions of 

conflicts and tension. Citing an 

example of labour unrest, he 

commented that most of the 

problems arise because of the lack 

of communication and dialogues 

between the concerned parties. 

The common norm is to decrease 

the communication instead of 

increasing it once tension is being 

created. He emphasized on the 

importance of engaging into 

dialogues to break the deadlock in 

such scenario. Citing examples of IT 

Industry he emphasized that an 

organization can function smoothly 

even without the presence of a 

formal union, however the 

complexity and challenges of 

interacting with unions of different 

industries is varied and they need 

to be addressed accordingly. He 

mentioned that it is necessary 

sometimes not to agree to the 

demand of the employees for the 

sake of the organization in long run. 

However, understanding the 

individual and the group is of 

utmost importance. 

 Next he concluded by saying 

that transforming people 

necessarily means transforming 

knowledge. An organization truly 

needs people manager, who, with 

right kind of attitude, can lead the 

values and display the same to the 

other employers. However it is not 

built overnight and one has to 

constantly engage in the same. In 

this context, he mentioned that to 

deal with people, one need to align 

themselves with the values of the 

organization and it is not only the 

bird’s eye view that helps the 

organization, but also the worm’s 

view which is of utmost important 

for an organization to deal with 

situations. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

       

 

  

Student Feedback: 

 The session gave a clear 

picture of how culture 

promotes the values of 

organization. 

 Quoted wonderful 

experiences of Naval 

Institute of India and 

drawing analogy to the 

organization. 

 The session was very 

insightful and focused 

on grass root problems 

of HR and explained 

how an HR manager 

can deal with such 

situations. 

 The speaker precisely 

conveyed on evolving 

role of an HR from 

traditional to 

transformational role. 

 

  

 

mailto:industryinteraction@sjmsom.in


HR as a Driver of Organizational Innovation | Mar 2014 

Shailesh J Mehta School of Management | IIT Bombay, Powai – 400 076  

industryinteraction@sjmsom.in| +91 22 45 65456 |www.som.iitb.ac.in 

Moments from the event 

 
  

 

 

mailto:industryinteraction@sjmsom.in


S   

 

 

 

 

 

 

 

 

Panel discusion started  with 

prof.Ashish Pandey introducing the 

topic “Are students from elite 

business schools delivering the 

results in the corporate world as 

expected?” and also explained 

about primary research for 

choosing this topic. Prof.Ashish 

Pandey also explained about flow 

of panel decision and asked Sanjeev 

Dixit to share about his thoughts on 

this topic. Mr. Sanjeev Dixit 

expressed his gratitude for inviting 

to IIT Bombay and then he started 

by saying it’s a delusion that 

colleges are differentiated as elite 

and non-elite colleges. Sanjeev also 

mentioned these are just for 

branding themselves as specialist 

for recruitment process.  

Sanjeev expressed that Elite 

colleges expected to have better 

quality, expected ROI and Value 

Proposition way higher than other 

colleges. Mr. Amit Sawant who was 

another panellist said there are lot 

of thought process went to recruit 

graduates from not so elite 

colleges. Graduates from non elite 

colleges might not get same salary 

as from elite colleges but when 

looked after 3 or 4 years they might 

end up getting same salary. 

 Prof.Ashish Pandey talked 

about research study from IIM B 

about value coherence with young 

management trainee, middle 

management and top 

management. Prof.Ashish asked 

why there is value incoherence 

between young management and 

middle management. Sanjeev 

mentioned about his management 

trainee program which gives 

importance to communication and 

dialogue happening. First one and 

half year of training in their 

organisation helps every employee 

to align their expection with the 

actual corporate world. 

 Sanjeev Dixit also boldly 

accepted that during their initial 

phase, organisation allow trainee to 

commit mistakes and learn from it 

and also emphasis that they wont 

repeat it further. Frequently 

monitor their soft skills and their 

value proposition by giving them 

feedback. Each organisation have 

their own values and they have 

own way to assign and align them 

with value proposition.  

Also, Sanjeev highlighted the 

value of collaboration over soft 

skills and hard skills have to 

happen to improve the value 

Are students from elite business schools delivering the results in 

the corporate world as expected? 

 
Mr. Sanjeev Dixit, Head HR, Allied Blenders and Distillers 

 India 

 

 

Mr. Sanjeev Dixit 
Head HR,  
Allied Blenders and Distillers 
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proposition. Mr. Amit Sawant 

spoke about the toughest part is 

transformation from college life to 

corporate life. Amit also expressed 

his displeasure about graduates are 

not as true as they say in an 

interview. At this moment, one of 

the graduates raised a question 

about how breaking it would know 

when you feel that you have 

selected an wrong graduate? Amit’s 

Answer was it’s always on cards 

there is always possibility of one or 

two not getting correctly. 

Now, Prof.Ashish Pandey 

took the decision to next level by 

raising a question that in terms of 

employment, there are 

employment studies for 

engineering but not for 

management and Prof.Ashish 

Asked panellist to share their views 

on that. Sanjeev Dixit reply was 

what and how we relate attributes 

and values is important. When an 

employee join an organisation its 

just an entry pass and its duty of 

employee to leverage the pass. 

Employee must gather more 

information, develop values 

interact with seniors, colleagues 

and cross functional to develop 

their soft skills. Longevity of 

professional career needs 

customization and its how you 

customize your role, environment 

and basic roles and how you react 

to changes around you. 

When Sanjeev was 

questioned about what curriculum 

should management students 

have? Sanjeev said there is a huge 

gap and challenge between what 

we learn and what’s happening in 

the real world. Also mentioned 

about what’s given and what’s 

taken is important in the current 

scenario. For a budding manager, 

two important characters required:      

 Adaptability 

 Flexibility 
Sanjeev also explained how 

these characters are important for 

employees working in any 

organisation. 

Graduates should be ready 

to work in ambiguous world (VUCA 

WORLD). Sanjeev advised that 

graduates should be strong on their 

basics and should be good in 

communication as there is huge 

challenge waiting for them. 

 

 

  

      

 

 

 

 

 

 

 

 

 

 

Student Feedback: 

 The session was insightful 

and gave the idea of what 

corporate world 

expecting from 

graduates. 

 It was an informative 

session where we got to 

know what it takes to 

succeed in today's 

corporate world. 

 It gave ample knowledge 

about challenges and 

opportunities which we 

would face in corporate 

world 

 It was an enriching 

session where we learnt 

how to survive and 

succeed in corporate and 

how importance is value 

 Session was slow paced 

and was easy to follow 

decision from panelist 
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Every firm in the world expects 

remarkable results from the 

employees they hire from elite 

business schools. However, many a 

times senior business officials have 

expressed that students don’t meet 

the industry expectations. On the 

flip side academia feels there is a 

gap between industries' 

expectations and academic 

institutions' pedagogy and training. 

Thus, students take longer 

gestation period to get accustomed 

to corporate work culture and start 

delivering.    

As a part of the HR Continuum Mr. 

Sanjeev 

Dixit and 

Mr.Amit 

Sawant 

were 

involved in 

a panel 

discussion 

on topic 

“Are students from elite business 

schools delivering the results in the 

corporate world as expected? Also, 

which attributes/traits/values will 

make any student from any 

Management school fairly 

successful in career in the corporate 

world?”  

Professor Ashish pandey initiated 

the discussion by citing an example 

of recent research conducted in 

Centre for Technology Alternatives 

for Rural Areas (CTARA), IIT Bombay 

on students, grades and careers. He 

continued and said the following 

statement regarding IIT students 

“only certain level of quality 

matters during the recruitment 

process as they will be put to 

rigorous assessment. Recruiters are 

in a state of uncertainty about 

candidates to recruit?” He passed 

on the discussion to the speakers 

asking “Is this same with B-

schools?” He asked speakers to 

comment based on their 

experience in the industry on “How 

corporate world assimilate the 

students coming from various/ 

diverse 

backgrounds?”  

First Mr. 

Sanjeev Dixit 

expressed his 

opinion that the 

tag ‘elite’ or 

‘non-elite’ 

doesn’t matter. He believed that 

the name, an institute carries is due 

to its USP. 

Mr. Amit responded saying that 

“there will be different 

expectations for different purposes. 

Also, many students are recruited 

from various B-schools with 

different backgrounds. So there is a 

fair mix of deliverance both from 

elite and non-elite schools. 

Generally Non-Elite B-schools are 

Are students from elite business schools delivering the results in 

the corporate world as expected? 

Mr. Amit Sawant, Country HR Manager, Deputy General Manager, Corporate HR, ACG Worldwide 

 

     Mr. Amit Sawant 

 
Country HR Manager, Deputy 

General Manager, Corporate 

HR, ACG Worldwide 

 

 

 

“IT’S THE FLEXIBILITY 

AND ADAPTABILITY THAT 

PLAYS A CRUCIAL ROLE” 
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preferred for ordinary recruitment 

and Elite B-schools for high profile 

jobs. But after certain period of 

experience in the industry non-Elite 

B-school students also end up 

earning the same salaries as the 

students from Elite B-schools do”.  

He stressed upon the fact that 

given a high pay scale there is a 

high expectation from fresh 

recruits. So, a lot of mentoring and 

coaching is given to the recruits 

who enter the corporate world.  

Prof. Ashish Pandey spoke about 

research study conducted in IIM B 

about value coherence with young 

management trainee, middle 

management and top 

management. Prof. Ashish asked 

why there is value incoherence 

between young management and 

middle management and what can 

be done? 

Answering this question Mr. Amit 

responded that firms should have a 

constant interaction with fresh 

recruits, highlighting the work 

structure and making them aware 

of merits and demerits would help 

them in delivering their potential to 

the organization in which they are 

working. He also shared his 

experience about finding a huge 

difference in the behavior of people 

whom he recruited into his 

organization. He says there is a lot 

of difference in them during their 

recruitment process and after they 

were recruited. Mr. Sanjeev, the 

other speaker in the panel told that 

importance of soft skills play a 

crucial role. Dealing with conflicts 

in the corporate world is a 

fundamental task which students 

should learn. 

Expressing his views on 

employability criteria Mr. Amit told 

that “Context of Industry is crucial”. 

“There are various roles which are 

to be done in the industry. It’s the 

flexibility and adaptability that 

plays a crucial role. So, the 

management agenda is doing 

things way beyond the traditional 

way”, Mr. Amit responded to the 

question on ‘why the expectations 

of fresh recruits are changing in the 

industry?’ which a student from the 

audience has asked. 

Finally, Mr. Amit concluded that the 

‘learn-ability’, ‘clarity on the 

technical matters’ and ‘zeal to 

excel’ in the corporate world is 

what actually matters in this 

generation. 

 

 

 

 

 

 

 

 

 

 

 

 

  

Student Feedback: 

 The session gave us an 

idea of how important it is 

to be flexible and 

adaptable to work in an 

organization. 

 

 We came to know that 

management agenda is 

doing things way beyond 

the traditional way. 

 

 It provided us with an 

incentive that learn-ability 

is a key aspect and clarity 

on technical knowledge 

matters a lot. 

 

 Got a clear idea about 

what to do and what not 

to do once we enter the 

corporate world. 
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Every generation has very 

different skills and abilities as well 

as very different ways of working 

and communicating. While this rich 

diversity of talents and styles is a 

tremendous advantage for 

organizations, it can also be a 

challenge because, if not properly 

understood and managed, these 

generations can collide, creating 

turbulence and discord in the 

workplace. Dr.Sumita Datta began 

the session by discussing the 

different 

generations at 

work places – 

Baby boomers, 

Gen X and Gen 

Y. She went 

ahead detailing 

some of the 

personality traits of each 

generation.  

Baby boomers are very ethical, 

motivated by position and turned 

out to be the mentors for Gen X. 

Gen X on the other hand feel they 

are neglected, very independent 

and self-reliant. Since this 

generation went through recession 

they have the experience of how to 

build up from recession. They are 

more tech savvy. Gen Y is seen as a 

generation that reaped the benefits 

of Gen X. They are seen as people 

who are more result oriented than 

relationship oriented and hence 

will leave job if dissatisfied 

To illustrate the above 

observations in each generation, 

Dr.Datta provided examples from 

real life that she faced during her 

work experience. This made the 

session more interactive and hence 

more interesting. 

Dr.Datta then moved onto 

speak about 

the 

problems 

that arise 

with 

different 

generations 

working at 

the same place. She highlighted 

how both Gen X and Gen Y are 

eyeing the top post of baby 

boomers. The session moved 

towards discussing how these two 

generations are very right in their 

expectations and how the 

personality differences in Gen Y 

need to be handled by 

organization. 

Gen Y is seen as a generation 

that believes in synergy. As an 

 

Dr. Sumita Datta 

 
Independent Consultant and 

Professor at SP Jain IMR 
 

 

 

 
“GEN Y BELIEVES MORE 

IN COLLABORATION AND 
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illustration, Dr.Sumita Datta 

provided an interesting figure on 

how different generations would 

react to a given problem. Baby 

boomers were seen to take 

examples from past to come with a 

solution. Gen X on the other hand 

would analyse the problem all by 

themselves and come up with a 

solution. Gen Y would believe more 

in brain storming in groups to 

assess the problem and come up 

with a solution. Gen Y therefore 

believes more in collaboration. 

Dr. Datta then spoke of what 

were the expectations of Gen Y 

from the organization. Some of 

these include: 

 Tech sophistication 

 More money 

 Work Life balance 

 Up-skilling 

 Flexibility 

 Diverse Job profile 

 Transparent work 
environment 

 

It is important to understand these 

requirements/expectations of Gen 

Y in order to provide a suitable 

environment for better synergy for 

better results at organization. 

Carrying this point forward, she 

spoke about the shifting paradigm: 

 Authority to 
Authenticity 

 Work to Work-Life 
Balance 

 Monitoring to 
Mentoring 

 Content to Context 

 Recognition to Respect 

 Competition to 
Collaboration 

 

Having discussed the 

expectations of Gen Y in detail and 

Dr. Datta moved to discussing 

about what the organizations 

should be doing. The organizations 

should not try to keep the same 

environment and expect Gen Y to 

change; rather organizations need 

to look at aligning the organization 

to accommodate Gen Y’s 

expectations. 

Some of the suggestions for 

companies to match the 

expectations of Gen Y that were 

discussed during the session 

include: 

 Accept Gen Y as a short 
term resource – 3-5 
years 

 Link results directly to 
rewards and visibility 

 Transparency and 
trustworthy 
environment 

 

In addition to the above, Dr 

Sumita Datta ended the session 

with a message to Gen Y to be 

‘Resilient’. 

 

 

 

 

 

 

 

 

 

 

 

  
Student Feedback: 

 The session was very 

interactive and very 

interesting as it involved 

discussion on Gen Y at 

work place. 

 It was good learning 

experience in terms of 

the different attitudes 

and mindsets in an 

organization. 

 Real life examples and 

discussions on the same 

made the learning from 

the session very easy. 

 The session was very much 

in-line with what we would 

have to be prepared for in 

the coming years. It was 

therefore a very enriching 

session and a good 

learning experience.  
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Mr. Irfan Abdulla started the 

session with a simple yet relevant 

thought- “Access to information is 

not the most important thing, what 

is important is quick access”. This 

quick access today is provided by 

the big three – Facebook (Family 

and Friends), Twitter (Popular 

Personalities) and LinkedIn 

(Professional Network). LinkedIn 

helps distinguish the ‘Social You’ 

from the ‘Professional You’. He said 

that out of the 670 million 

workforces in 

the world, 277 

million are on 

LinkedIn, and it 

is flourishing 

because of the 

details it 

provides about 

the person. The 

‘identity’ and the ‘insights’ on 

LinkedIn are unique. A google 

search of your name brings your 

LinkedIn profile as the first result. 

There are several thought leaders, 

amongst the 1.5 plus unique 

publishers on LinkedIn, who write 

insightful articles.    

Mr. Irfan Abdulla also explained 

the business of LinkedIn. He said 

that for the customers LinkedIn has 

‘Hiring’, ‘Marketing’ and ‘Selling’ 

solutions. ‘Sales’ through LinkedIn 

has now removed the concept of 

‘Cold Calling’. Hiring is the most 

important solution provided by 

LinkedIn. The face of talent 

acquisition has changed from the 

‘Employment Newspapers’ of 1990s 

to ‘Monster.com’ in 2000s to Social 

Media and Mobile in 2010 

onwards. The quality of hire is top 

priority in the companies today and 

Social Professional Networks like 

LinkedIn 

are here to 

have a 

positive 

impact on 

the quality 

of hire. The 

companies 

today are 

investing in hiring internally to stop 

talent from walking out. The 

companies are also figuring out the 

mobile recruiting terrain.  

   He also provided interesting 

insights into our concept of ‘Passive 

Talent’. He said that passive talent 

is not as passive as it seems and 

divided the entire working 

population into the following four 

categories 

 

Mr. Irfan Abdulla 

 
Director, Talent Solutions, 

LinkedIn India 

 

 

 

“AT LINKEDIN WE WANT 
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FINDS THE PERSON INSTEAD 

OF THE PERSON FINDING THE 
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 Active (21%) 

 Tiptoer (15%) 

 Explorer (44%) 

 Super Passive (20%) 

‘Active’ is the category of 

people that looks for jobs on an 

urgent note. ‘Super Passive’ is the 

category which does not want to 

change jobs at all. However, a 

whopping 59% comprise the 

category of ‘Tiptoer’ plus ‘Explorer’. 

A ‘Tiptoer’ is thinking about 

changing jobs and talking to 

associates about new 

opportunities. An ‘Explorer’ just 

keeps checking opportunities but is 

bound by inertia to change jobs. 

The best people, therefore, are not 

looking to change jobs. Their HR 

Manager takes care of the fact that 

they stay in their respective 

organizations.    

This is where LinkedIn comes 

into picture. The Backend 

algorithms of LinkedIn ensure that 

the Jobs find the person instead of 

the person finding the job. LinkedIn 

has algorithms that ensure the right 

Joining Document (JD) reaches the 

member. There are provisions for 

showing the profile of person 

posting the JD. It also facilitates the 

leveraging of employees as brand 

ambassadors. 

Mr. Irfan also talked about the 

best practices of Social Media 

recruiting. He stressed upon the 

importance of understanding the 

target audience, measuring results 

and engaging top talent. He said 

that recruitment has moved from 

backroom to boardroom. The rise 

of talent in boardroom is impacting 

business in three ways as follows: 

 Strategic Talent Planning 

 Talent Branding 

 Competitive Talent 

Advantage 

Towards the end of the session, 

Mr. Irfan Abdulla answered some 

queries of the students. 

Responding to a question on 

verifying content and trends, he 

said that in a context like LinkedIn, 

self policing happens and that 

verifies content. The scale at which 

LinkedIn operates ensures that 

trends are available. When asked 

about incentives to increase user 

activity time on LinkedIn, he 

highlighted the ‘Influences’ feature 

where thought leaders pen down 

insightful articles. Talking about the 

future, he said that LinkedIn is 

trying to grow revenue from sales 

and premium accounts. He said 

that they would keep looking for 

solutions from tech perspective to 

benefit customers and members. 

 

 

 

 

 

 

 

 

  

Student Feedback: 

 The session gave insights 

about how business is 

done in LinkedIn and 

how actually the 

company makes profits 

 The whole process of 

making a LinkedIn 

member notice a job 

opening and the 

subsequent steps through 

which a potential 

employee is engaged was 

very insightful 

 The changing dimension of 

the online presence was a 

valuable piece of 

information. 

 The knowledge shared 

about the top 5 

recruitment trends was 

very enriching 

 The students liked the 

fact that speaker was 

well prepared with 

relevant information 

and gave insights about 

SJMSOM alumni  
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