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Dear Christites,

As we embark into yet another trimester in our
MBA journey, the FORTE Team is proud to
present the August 2017 issue.

This time, we have a host of articles for our
readers ranging from spiritual intelligence,
evolution of recruitment, SIP experience and
mentor interview, tapping the latest trends of
gamification and analytics being used in the
industry and policy changes being brought into
the scenario regarding maternity benefits. Along
with these articles, we also have a mind
boggling quiz which awaits all our readers.

We express our gratitude to the students who
have contributed to this issue and helped us
spread the wings of HR through this medium.

Wishing you all happy reading!
Team Forte, Kengeri Campus

Fditor's
Note
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5 HR LESSONS
FROM THE UBER
SCANDAL

MATH EW JOSE
1627014

Uber the rlde sharlng glant has been in the news for the past few months due to
a sexual harassment scandal and their Workplace practlces The ongomg
|nvest|gat|on has, resulted inover 20 Uber/executives belng fired dué to’ reports, 'of
harassment, dlscrlmlnatlon and retallat|on Flnally HEVE Kalamck reS|gned as/ |
CEO on 20th June 2017 due to pressure from the company shareholders _
The str|ng of scandals started back/in February 2017 when/an alarmlng blog post
-'by a former software eng|neer of Uber Sarah Fowler went viral. The blog post "
__deplcted a dlscrlmlnatory Calel sexist Workplace wh|ch defended hlgh performers _
:Wlth utter disregard, for unprofessmnal and/offensive behaV|or towards/female and-""'
_..-"m|nor|ty colleagues The blog post created a huge debate and it/led t6 a serles of |
_|nvest|gat|ons into the work’ practlces at Uber! The tOXIC culture that developed ar
..-""Uber is/ unllkely the result of'a S|ngle |nd|V|dual S pred|sp05|t|on but rather a lack /
Jof commrtment and |nvestment |nto HR/ Ieadersh|p and people management
within/ the organlzat|on / / / / / .
/ THe Uber scandal shed/some llght on the unprofessm)nal unethlcal HR practrces
inthe S|l|con Valley The HR departments at many companles are deV|S|ng
' strategles to revamp thelr Workplace practlces ! / /

H__ere are five lesso__.ns for HR profess‘lona_ls from the t'jber____.sca:-hda_l_.-:
1., Always place your people f|rst before growth

There is always a tendency to/ |gnore your people in order to ach|eve a faster _
growth rate, Bulldlng a busmess from ground up |s always dlfflcult An'a rush to/



- achieve success and the focus belng growth, there is always a tendency to ignore your '
employees The welfare ofthe people at your ‘company should be the top. priority if you want to
achieve a stable growth rate. In the case of Uber, they were so focused on growth that they pald'
no heed to the compla|nts of their employees and this f|nally resulted in a.massive scandal

| " 2. Make sureyour star employee does not become your biggest |IabI|lty .

-+ Itis just not enough that you have to hire a h|gh performer his conduct should be assessed
'before recrultlng h|m to your organ|2at|on A personalrty assessment test. and team bulldlng
exercises could be provided to a promising candidate to assess his behavior.around other
employees. All complaints against high.performers should be taken seriously and after
in\'/estiga't-i_ons, if fo_u nd guilty, necess_ary actidn should be taken-lmmediately.

. 3.Make sure employees find the HR friendly and approachable

"Susan J Fowler ex-employee’ often complalned to the. HR about the harassment she faced from
her manager Despite, the frequent complalnts she was rebuked and asked to stop visiting the B
HR since the manager.was a high performer The HR at Uber didn’'t address her concerns and.”
threatened her not to place such complalnts in the future. This led to Susan qulttlng herJob
'.'and wr|t|ng the blog post on the seXual harassment at Uber. The' mass:ve PR scandal faced by
Uber could hav.e been avoided Jf,the HR had addressed her concerns at the right time.

4 People management practlces starts at the Top Ievel

The work culture at a company is modeled on the vision of |ts leader. The cultUre always come
from the top down. When the senior leadershlp doesn’t. respect the employees ‘working for .-
_.them or follow prOper procedures for a workarce complalnt it affects all levels ofemployees

~ within the organlzatlon Prior to the |nvest|gat|on a video of Mr. Kalanlck was leaked capturlng

- - the CEO cursing at his Uber dr|ver for expressing concern into how Ubers changing poI|C|es

were maklng it dlffrcult for. drivers to earn a prof|t If the CEO ofthe company is respondlng in
such a manner, then th|s sets a bad example for lower management and employees

5! Effectlvely manage your workforce usmg HRIS System : -
- Asan HR professmnal you often get tangled down in the admlnlstratlve side handllng

o ~paperwork. Your valuable time should be spent soIV|ng the people problems at your’

'organ|zatlon You can maximize your time ta do that by using an HRIS system to help manage
your workforce. Many of the HRIS systems offer step by step checklists to guide’ line managers -
through any people management issue, |nclud|ng workplace grievances and complaints to
effectively handle any instances of harassment or d|scrrm|nat|on Utilizing a cloud-based HRIS

. system will e_mpower HR leadershlp and management to focus on what matters - your.people.






“Self - regulat|on can be |mproved in- the foIIowmg Ways
1. Deferjudgement

2. Park the problem

3. Express yourself

4. Be flexible

'5.Manage non verbal communlcatlon

Motlvatlon . : . . . : : :
This involves a paSS|on to Work Wlthout expectlng returns It Can be sub d|V|ded lnto four key -
aspects ST . o

1. Str|V|ng to |mprove and to achieve h1gh standards

’.2 Being comm|tted in ach|eV|ng goals

. 3. Taking initiative and seizing opportun|t|es

4. Belng optimlstlc even in the face of adver5|ty

Empathy L L L L
This'is the ab|I|ty to understand the emotlons of others Itis aIso about reactlng to others
“according to.their mood and emotions. ' ' ' '

-~ Empathy can be developed in four ways

. Being sen5|t|ve towards others and understand|ng them

2. Maklng the needs and interests of others as your point: of reference
3. Furtherlng the development of other peOpIe

4, Belng somally and polltlcally tuned |n

" Social skills:

- Itis the proﬂaency in communlcatlng with people and making networks It also has a pos|t|ve
effect on managing relationships. : : : : :

Soual sk|IIs can be |mproved by communlcatlng and work|ng W|th others.

EMOTIONAL INTELLIGENCE
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"The various obJectlves of promotlng ITC at SE are as follows

)To engage and encourage internal tralners towards common organlzatlonal goal of
employee development
b) To Ieverage the knowledge and experlence inside Schnelder ina planned and effectlve
manner ' : -

c) To ensure that only good quallty tra|n|ng gets dellvered by trusted |nternal faculty

IdentlfcatrOn of new trainers’ is another crucial p0|nt as far as ITC is concerned It is done
keeplng In Mind the p0|nts listed below- .

1. Business line managetrs WI|| work W|th HRBPs to |dent|fy candldates for ITC and provide the
name and- ID

. 2. Each aspiring Trainer needs to:

- a. Attend and quallfy in a Train the Trainer (TTT) seSS|on

b. Quallfy in the qUallty checks in the-subsequent 2 tralnlngs

Roles and respon5|b|I|t|es ofan |nternal tralner include the followmg

a)To engage in the tralnlng dellvery beyond the fulflllment of personal JOb respon5|b|I|ty in the
' department.. : : g :
b)) To cont|nuously up-skill oneself in the area of expert|se
' c) To take pre and post evaluat|on tests for the participants. : : :
d) Inform-Learning operatlons team ofall loglst|cal requwements related to the tralnlng at least
71in advance

Another major contribution from the'I'_earning- Services‘i's organlz'ing ‘Learning Week' Wthh.

- extends opportunlty for all employees to part|C|pate and get trained in various topics by various
- trainers. This year's (2017) KPI for Iearnlng week was 60% classroom’ and 40% digital Whlch
could be achieved smoothly The target is to increase the number of |nternal tralners

Learnlng Solutions is the second category under team Learnlng and Development Theyare .-
directly in touch Wlth the bu5|ness units and prowde consultlng The maln two object|ves of’
- Learning Solutlons Consulting (LSC) include: ' o L
1. Identify the needs of Individual Development Plan {IDP) - the vario'us players involved in this
act|V|ty are Vice President and Manager They together give the rough draft and Whlch is Iater
carried forward by the LSC team. Few examyples for such needs are excel tra|n|ng
communicational skills; customer tra|n|ng etc.
2. Ident|fy|ng vendor for the training requlrement the tralner can be elther an |nternal tra|ner
.or an external. tralner The requ|rement for an external trainer depends on the tra|n|ng needs
g , and budget set for the same.

The stated ambltlon of Learnlng Solutlons team is ‘Be Number One Learnlng Place in the
Energy Management Industry



- My Learning L’ink'(M LL) is the tool yvhich is extensl\'/ely used for end to 'end activities in the
Learnlng and Development team. One.of the . major use of MLL is that it offers varlous |nten51ve
courses to all the employees of SE. The durat|on of the course varies from 15 mlnutes tolyear.” .- |
There are two mandatory modules Whlch need to be completed by every neWJomer The ﬂrst
module is Plug-In which malnly covers company background, history, principles of: responS|b|I|ty
. code of conduct, employee splce portal and cyber securlty It is mandatory for every neWJomer
o to complete these two modules

Digltal tra‘ining comes into’ pictu re wheh an- employee un'dergoes departmental'transfer say"
from. HRIS to On- boardlng One of the pol|c1es of SE is that every employee WI|| be informed 21
days in prlor regarding any training that is going to take: place yet |fsomeone misses they WI|| be
_.asked to paya ﬂne of Rs.1000 Whlch ‘will be utlllzed for CSR act|V|t|es by SE. This is one ofthe
pol|C|es adopted by SE, which needs to be appreC|ated

In OVerall 'the Learnin‘g and'Developme‘nt tea'm at SE pla'ys a signiﬂcant role in the developm'ent R
of each and every employee They put therr effort in maklng the employees reallze their fullest
potent|al and also to utilize: the same inan efﬂC|ent manner
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GAMIFICATION OF
RECRUITMENT

SHIJI/K'JOHN
1627359

"Gaming is the'new/normal- Al Gore"

Gamification is a/concept which uses game'theory, mechanics and game designs
to digitally/engage and motivate people to achieve their/goals.

The' current/'problem with recruitment is that candidates now know the various
Kinds/of questions that are'asked/in the/interview,/process: They pre plan'their
answers thus not providing/much scope to the/interviewer'in selecting the'right
candidate.

This' is where gamification can help. When gamification /s coupled with
recruitment, it is often termed as “Recruitainment”./Gamification' can be
integrated in the recruitment process covering/quizzes/around industry
challenges, company related quests/and behavioural quizzes. It personalises and
adds a fun‘element to'the recruitment process. It/encourages the candidate to
engage with/the company by providing a simulated/work environment. /Also,
recruiters/check/candidates’ aptitude, creative thinking/and problem solving
capabilities/using gamification.

Why use Gamification in'Recruitment?

The' most basic'task/of any'recruiter is'sourcing talentand engaging employees in
the company./ They need to ensure that they have/champions'across the
ofganisation/ For this they have to make /sure /that the candidates’ skills/fit well
with the'company's'requirement'and culture.

Several benefits of gamification/include;
1./Process/of candidate' elimination is/much faster



':‘ 2.To unearth on the -job performance of the candldate by prOV|d|ng h|m with a 5|mulated
platform ofthejob _ :

3. Helps in unveiling actual behaV|our and capabllltles ofthe candldate

4. Saves a lot of time that,goes into h|r|ng, a candidate.

Use ofGamlﬂcatlon in Organlzatlons

.:' 1. Tech monster Google has been organ|2|ng a Google Code Jam software -writing competltlon
for 12 years as a way to find fresh, new talent to work for the company. Developers and engineers

vvho enter'the contest are competinc_:j ina gam'e to win monetary prizes up to $50, 000—but . .

Google usesitas a Way to attract potent|al h|res with the rlght skills for theJob and company o

Google

code jam

cxnil << “helio, wedrid™ << ancl

. 2. Domino’s Pizza Mogul game may seem like a way for customers to earn money and have fun
dreaming up pizza ideas, but it's also. a way for the co'mpany to bulld brand awaren'ess so that
when a young person |s Iooklng for a JOb he or she will thlhk of Domino’s as a potentlally fun -
place to Work ' '

Future of Recrultment :
Gaml’r"cat|on can help employers and recru|ters Create |nterest among qual|ﬂed competent '
candidates towards their companies and joh openings. It. boosts and builds the employer brand' :
by dlfferentlatlng the company from its competition. Informatlon technology research firm-
.- Gartner predlcted that over 70%. of Forbes Global ZOOO organlsatlons will have at least one
gamified appllcatlon by 2014, Wlth a bellef that 25% ofday to- day busmess processes WI|| be

usrng aspects of Gamlﬂcatlon _ : .- :
Gam|Fcat|on creates a- great experlence for the cand|date and the company and revives a
I|feless recruitment process o
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UBERISATION OF
THE WORKFORCE:
ANEW 2™
REVOLUTION = -

- |

DEEPAK RATHI
1627011

Think'Uber, Airlbbnb, Spotify and/Netflix. The first'thing which comes to/ mind is their
new,/business models which are/different from the traditional’'ones. Similarly, in'the
field/of employment too, one/can witness 'New/Uber-like’ business' models:

At present, not/only/the new business/models are'based more on digitalisation’and
connected/users but'also/the work and workplace'are witnessing a revolution/ In
this VUCA (Volatile, Uncertain, Complex,/Ambiguous) world, the low-skilled jobs are
getting automated and many/of the'traditional /jobs are'being/overtaken by
machines.

The rapid change'in work/'will also prompt the creation of new industries' and /new
roles. More and more'individuals are taking up project-based tasks! In/the future,
work will be very different/in the way it/s initiated, sourced, carried out and
terminated.

The main/challenge will/'be the supply and demand /match’of talent,in the
workplace.

Three'things to/'be/kept’'in mind in order to'adapt/'with'the changing need’'of
workers and organisations:

- Simplexity + To/provide/easy/solutions/'to complex problems

JFlexicurity/-/ To maintain balance between flexibility and security levels for
workers /and companies

- Adaptagility # To provide agility for adaption to/change

There'has been/rapid increase’'in the'casualization of'workforce in'IT and
outsourcing field,/ Work is/now/linked to individuals taking/'different projects under
a/range of different/contracts'rather than to/a' particular organisation. Contracts
are now based on expertise and the duration is reduced to,days/or even /hours.

10



- This will definitely reduce the ope'rating costs of the' organisations bu‘t will place a huge' Stress on

sourcmg recruitment and trarnlng The organlsat|ons will always have to be on their toes to-.

ensure the right people in the right job at the right time to. meet the ever changmg demands’ of o

the customers - -

The’ changlng nature of employment relatlonshlps will |mpact the overall functlonlng ofthe
HR department in‘the organlsatlons The welfare and. social security. systems will requ1re a

':.complete overhaul as the rights ahd entitlements W|II be linked to individuals and not -~

organlsatlons The real questlonwhlch arises is Can Uberlsatlon ofWorkforce optlmlze theJob
market” ‘ ‘

1
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INTERVIEWWITH
MS.PRIYANKA'SHETTY, -
SR.MANAGER ~INTEGREON =
MANAGED SOLUTIONS (o

DHRUVI MADIA
1627041

1./ How/long/'have you been with Integreon and what/s'your job profile?
I have been/'working with Integreon for,/the past 3 years,/ Currently I'm the /Senior
Manager/Talent Management and | have pbeen/in this position for the /past/1,5 years.

2/ What'is the recruitment process of your company?

Recruitment process is/very straight forward: We have technical /test and personal
interview round with Ops'Manager and HR, here/we gauge candidate fitment to the
role and the organisation culture.

3./ How do you/deal/with'attrition at'Integreon?

We believe/in investing our/time with the business stakeholders and assocjiates
through/“Pulse” meetings where we discuss on better ways'to keep/'the employees
engaged’'and motivated. Also,/ Stay/Interviews are/,conducted /on/a/quarterly /basis to
understand the/associate’s /satisfaction and/engagement’levels/with/his/her team:.

4./ Beinhg a woman how do you manage your professional and, /personal life?
l'don't mean to'sound cliched/'but my family/i.e.my huspband, in-laws/and mYy
parents/have always supported my ambition to'learn and grow as a professional.
When | married my husband, /| was at/a’'nascent stage /of my career,/|/'worked as a
junior executive HR and over the/last 10'years,/'with/'his' support |'have been able to
reach/this level.,Once | reach home, | devote my/time to/my/ family and/when | am
at work, it's 100% work. | have been/able/'to strike a balance between my personal
and professional/life so/far'and /| hope/'to continue this'with the help of my family.

5/ /How' do'you manage/'the diversity/in youtr organization?

We/are a multirnational organisation and therefore we aré spread across the /globe.
We believe in/bringing together people from different ethnic'backgrounds,
religions and age'groups into a cohesive and/productive/team. With/'the growing
diversity, we ensure that'the overall/'policies’'and practices are’'inclusive to all and

12



. does not discriminate against or.favour a particular group of employees.We ensure awareness is
created within thé-organisation where individuals understand and respect the differences in
race, gender, religion; cultural values and thinking styles. We allow employees to.choose their.
own holidays according to their religious preferences. Overall, as an organisation we encourage -
diversified employees: This'is incorporated by.a diverse interview panel which ensures that the
selection process is free of any | blases and preJudlces and the candldates are selected based on
.:' suitability to theJob requwements L L

6 Can you brlef us on Rewards & Recognltlon pollcy of the company° . :

We have two clear approaches when it comes to Reward palicy of the organ|zat|on first, the -

reward is based on the performance as per the standards. fixed by the organ|zat|on Second, we '

have a monthly reward program for 15% of our employees for the|r excellent contr|but|on to the

company. The. rewards are mostly in monetary terms o o

~Onan annual basis, employees are- recognlsed through promotlon cycle and yearly recognltlon
awards in our annual day '

.Prlyanka Shetty -

. 7 Canyou explaln about your |nduct|on program”

- Our induction program is de5|gned to ensure that assooates get well acquamted W|th _
organlsatlon S pol|C|es and values We conS|der our |nduct|on program as a. very cruual step to
|mprove the commun|cat|on with our employees

8. What is the most challenglng aspect ofyour proﬂle” :
.- Retaining our employees who are mostly m|llenn1als is our blggest challenge

.13
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MOMENT OF
TRUTH:
BULLYING

\A'
FEBA CHACKO
1627142

Have you/ever /found yourself/in the/position of/'being the target (scapegoat) of a
workplace bully? Have you been gossiped about, ostracized, or scrutinized by your
co-workers or'boss and/found /to be lacking?How can'you tell'if you /are being
scapegoated at/work?/Here are some gquestions to answer:

1)/ Do/people treat you disrespectfully,/condescendingly, and insultingly?

2)/ Do /you feel'confused/about’'how/you are treated by others?

3) Do you/'feel that you'live in'a world of double standards?

4) Are you'losing yourself and'your voice in the workplace because every time you
try to/share a good’'idea’'you get'put down or/dismissed?

5) Do you feel/as if you have been/ambushed, unsure of what you are experiencing?

6) Does your boss/or colleagues correct'your language or/use of/'words, or/feel a
need to point/out that what you said was/somehow wrong (once'again)?

7) Do others/'sigh/impatiently, roll'their eyes, or otherwise belittle you?

8) Do you'feel like a "bad”/child at'work?

While this/list'is not/exhaustive, it certainly/is a good/sampling/of symptoms of
workplace bullying, scapegoating, or/mobbing.

Most'instigators/of bullying/and mobbing are /individuals with/psychopathic traits:
people’'who'enjoys seeing others/being hurt,/And /these tend to be master
manipulators., They manage to get others /to cooperate' with their sinister deeds
while often appearing /innocent themselves.

The/following/statistics have'been noted regarding /bullying in the' workplace:

14



1) There is a Iikel'ihood of 1-out-of- '2"that a staff perso'n -over the age 46 Will be a bully tar'det
2) Targets ofworkplace bullylng have ldentlflable traits, including being skllled hardworklng
“truthful,” “very competent,” “intelligent,” “professional,” and “ethical.” '

3) Workplace bullies are’ predomlnately fernale and don't always act alone. :
4) Thereis’ an act|ve Pully in 66 6% of Workplaces and he/she is: more I|kely to be i in Ieadersh|p

. role. . o o . o

- 5) Workplace bullylng increases stress levels at Work in 9-out-of-10 staff

6) .7-out-of-10 people leave thelrJob due to Workplace bullylng _

7) 4- out- of-5 bully targets suffer depre55|on and sleeping problems after bully|ng

When you are the target for Workplace bullylng you will rnost I|kely be fired-or forced to quit, -
_Th|s may lead to complete emotlonal devastat|on You feel ashamed and humiliated. Itis hard

- to tell others, even your loved ones about this reJectlon On top of the -humiliation you feel, you
'have anxiety. and depre55|on all the while haV|ng to flgure out how to flnd a heWJOb in order to
support yourself and’ your famlly

One of the hardest thlngs to face when you are a target at Work is the fact that none of your co— : '
workers will stand up for you. You may believe that some of these people are actual friends, but
find that when the going gets tough, these people have no actual loyalty. to you. They would

- rather look good-to others, or steer clear of you in order to remain “in” with the bullies. - -

' ‘Being in a Workpl'ace where youare the target can'ca'use you many 'synnptoms of post- -traumatic
stress disorder (PTSD). Where you are devastated emotlonally soaally phy51cally vocatlonally
and flnanC|aIIy — . .

What are some healthy |ntervent|ons to use on yourself to heal from Workplace bullylng
scapegoatlng and mobblng7 ‘
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- 1) Develop your support system. You ‘must find people who love you; vahdate you, belleve ‘in you,
and care about you. Talk to the people.i in your support system and allow them to hear your: .
story and offer you comfort

) R'efuse .t'o wear the ‘mantel of shame.’ Just b'ecause you'r co- W'orkers and/or boss want to put
~you in the" ‘bad person box, heaped with shame, 'you.can simply say No to their plan and let it
'-_aII go. Walk away Th|s can be done both ﬂguratlvely and actually

3) Let_you-rselffeel. Feel the hurt and pai-n caused by the rejecti-on of your co-workers. Going
through your feelings of'g'rief will help you 'heaI It is very hurttul to be rejected 'by one’s peers
and ¢ superV|sors AII0W|ng yourselfto feel through the pa|n will’ heIp you get toa pIace of
.acceptance

' 4) Value yourself Do not let oth‘er pe'ople's toxicity'de'ﬁne you. Be determined to pra'rse yourself
honour your gifts and-talents; treat you rseIfW|th dignity. ]fyou find yourself haV|ng negative or
derogatory self-talk, stop Ellmlnate any |nner cr|t|cs in your head

)'Educate yourself o'n Workplace buIIy'ing Once you sta‘rt reading about bullying, and .

-'partlcularly Workplace bullying, you will realize that the problem is caused by the toxic -

' ‘environment and’ the toxic people Who perpetuate thrs type ofabuse t. helps relnforce the |dea
that itis not your fault - - - :

6) Remlnd yourselfthat most bullied Workers have personal ethlcs and |ntegr|ty are warm and
compassmnate do not retallate or do the same. to others are competent employees

".7) Write a Ietter to your perpetrator( ). Write how you feel and advocate for yourself. Wnte details
and get everythlng out on paper You do not have to glve this Ietter to anyone but it is def“nttely
heallng to act as |fyou will. and to process your emotions V|a Wr|t|ng I

8) Mave on. Do not stay.fi fixated on the abuse Find a new enwronment Get away from the tOXIC
one and do somethlng else W|th your: time and your thoughts other than focusmg on the .
abuse. : - : :
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AMENDMENTS
INTHE
MATERNITY
BENEFITS |«
) i ACT 1961

KAWALIIT KAUR
1627242

The Ministry of Labour/and Employment, Government of India has appointed ]
April/2017/'as the date on which the Maternity/Benefit (Amendment) Act' 2017 ("MB
Amendment Act!) came into force,

The MB/Amendment/'Act had received Presidential assent,on 27 March 2017 and
was published/in the/Official Gazette /on 28 March 2017,

The' provisions of The MB'Amendment Act,/2017/is effective/from 1 April, 2017,

However, provision' on/creche facility' (Section 11/A) shall be effective from 1 July,
2017

Applicability: The Act/is applicable/'to all establishments which are factories,
mines, plantations, Government/establishments,/'shops/and establishments under

the' relevant applicable legislations,/or any other/establishment/as may be notified
by the Central Government.

Eligibility: As per the/Act, to be eligible for maternity benefit, /a/woman must have
been'working as’'an/employee in/an establishment for/a'period of/at least/80 /days
in/the past 12/months;

Key Amendments
1) Increased/Paid Maternity Leave: This Act /has increased the/duration of paid
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- ‘maternity leave 'available for Wom'en employees fro'm the existing 12 Weeks to 26 Week's' “Under
the MB Amendment Act, this benefit could be. availed by women’ for a period extending up to 8

Weeks before the expected delivery date and remaining 18-weeks can be availed post childbirth. -

For Women who are expecting after havrng 2 children, the duration of paid maternity leave shaII' '
be 12 weeks, (| e, 6 Weeks pre- and 6 weeks post- expected date ofdellvery)

- 2) Maternity Iea\'/e for adoptive and commissioning mothers The Act: also extends certain,
beneﬁts to adoptlve mothers and provrdes that.every Woman who adopts a chlld shaII be -
entltled to 12 weeks of maternity leave, from the date of adoption

3) Work from Home option ‘This Act has aIso introduced an enabling provrsmn reiating to Work
_from home" for Women which may be exercised after. the expiry of. the 26 weeks' Ieave period
- Depending upon the nature of work, women employees may be abIe to avail this beneﬂt on
terms that are mutually agreed with the employer ' ‘ '

4) Creche facility: Creche facrllty mandatory for every establlshment employlng 50 or more
employees Women employees would be permltted to VISIt the creche 4 t|mes durlng the day

R '5) Employee awareness According to the Amendment it mandatory for employers to educate
'Women about the. maternity beneﬂts available to them at the time oftheir appomtment

The MB Amend ment A'ct is'WeIcomed by all, 'especially Women employees as it protects their _
employment during the time of maternlty and entitles them to a ‘maternity. benefit' -ie. full -
pald absence from Work to take care of their children. However, the amendments have feW
—shortfalls like the women Worklng jn an unorganlzed sector are not included, the concept of
‘Paternity Leave is not conS|dered Rules have to pro\nde a better cIarlty on prescribed distance
for créche facility, pa|d Ieave for 26 weeks Would be an additional cost for- employers so this: may
|mpact the hiring of Women employees ' ‘

|
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"-a_nything in this 'v'vorld. Likewise, »I'd’o_n't own the wo'r'ha_n's words eithér.' So it does not, a'ff'ect me.
Only when .we start owning things, we develop ego, anger and fear which destroys.our inner.
peace, In order to be stable, we have to realize the fact that we possess nothing in this world”. - -
The above example applies in our day to day life as well. If somebody talks ill about us, we are . -
immediately offended. This is because we fail to realize the knowledge that we do-not possess
“anything in this world. One hasto draw the inner power of that knowledge to be stable from the
- negative forces: Spiritual intelligence is realizing that knowledge when you “find it”, “get it” and
‘be it" ‘ . . . : : : . :
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PEOPLE

ANALYTICS:
RECALCULATING
THEROUTE

B N -

K'VIDYA

e

1627350

"Analytics/is no'longer about finding interesting information /and flagging/it for
managers./Now, data is /being used/to understand/every part of'a business
operation, and analytical tools/are being embedded into/day-to-day/decision
making.’

People analytics in'HR' is undergoing/a seismic/shift. Driven by the/widespread
adoption of cloud' HR systems, companies/are inyvesting heavily in programs to use
data for all aspects of workforce planning, talent/ management, and operational
improvement,/ People analytics, /a/discipline that' started/as a small technical group
that/analyzed engagement,and retention,’has now gone mainstream. Organizations
are/redesigning their/technical/analytics groups to/build digitally/powered
enterprise/analytics solutions./ These /new solutions,/whether developed internally or
embedded in hew digital/solutions, are enabling organizations/to conduct/real-time
analytics at'the point of heed in the business process, This/allows for a deeper
understanding of issues and actionable/insights for the business.

While'71 percent of companies see people analytics as/a’'high’priority/in their
ofganijzations,/progress has/been slow. The percentage of companies correlating HR
data to business'outcomes, performing/'predictive analytics, and deploying
enterprise/scorecards /barely/changed from/last year.

Readiness remains/a/serious issue: After years of/discussing this issue,/only/8
percent/of the/companies/report' they have usable data; only 9 percent believe they
have a/good understanding of which talent dimensions drive performance in/their
organizations; and /only /15 percent have broadly deployed /HR'and talent scorecards
for/line managers! The/function of'people analytics, which involves'using digital
tools/and data,to measure, report,/and understand/employee performance,/is going
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“through a major shift. After years of-investing in cloud HR platforms-and specialist teams, CHROs
and business leaders are not getting the results'they want. No longer is analytics about finding
interesting information-and flagging it for ma’nagers It is now becoming a business function
focused on using data to understand every part of a buslness operation, and embeddlng
analytlcs into real-time apps and the Way we Work In the context. of mob|Ie maps, |t is t|me to
“‘recalculate the route.” L o o - :
'-,Trad|t|onal HR organlzatlons set up an analytics team as a separate group of speC|aI|sts Today
compan|es are rethlnklng HR as an |nteII|gent platform and embeddlng analytics into thelr
entire workforce management process and operatlons A large telecommunlcatlons company. |n R
India analyzes the time to productivity of eVery new hire across the company, grwng line _ :
managers -and corporate Ieaders a dashboard to note when people are behlnd in- the|r on- -
_board|ng process - . ' : . : : " o
~In the talent acqu|S|t|on trend, ana]yt|cs is now becom|ng a critical part of high- performance
'hrr|ng Compan|es use interview data, careful parsing ofJob posting Ianguage and candldate
screenlng data to reduce unconsuous bias in recruiting. New tools that look at social and local .
h|r|ng data help compames identify peopIe who are likely to Iook for neWJObS much before theyj'
are even approached by competltors The use of external data for people analytlcs has grown '
5|gn|f|cantly as more than 50 percent’ of companles now actlvely use soual network. and external
- 'data to understand attrition, retentlon and other performance metrics.

"Just as spreadsheets were once a tooI of finance alone but are now. used throughout. buslness
people analytlcs is maklng a similar Ieap Busmesses and organlzatlons that are adoptlng '
analytlcs are bringing it lnto the core of therr business and using it to inform buS|ness strategy
Success in analytics will require a prolonged-time commitment and continued investment.
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. EVOLUTION OF
&4 ] 55 5 RECRUITMENT

/. , i _ , VRINDA MAKHIIA
‘Great vision without great people isiirrelevant” - Jim' Collins 1627065

The outlook towards recruitment is,changing/- what once was dependent on an
employment exchange/or an agency is how being driven by technology./In a world
where nothing is/constant,/what once was called as ‘workforce’ is how referred/'to
as 'human capital’./Over'the years/'the process of'recruitment has' undergone’a
dynamic change. Recruitment has'proven to be an'ever'changing, moving and
developing industry/'with/'technological adyances,

The journey has'been a long one starting from traditional hiring in the era/of
Caesar's Roman/Army to'the present industry/which/can be dated back to 1940's
when recruitment/agencies first came’ into/picture, Qver the years, the/process/of
making a CV was/initiated where the'candidate would /usually borrow a typewriter
or had to/pen it/down before' handing it over,While/'there have been considerable
changes'in the'recruitment process,/a CV is still'a necessity today when /ooking for
Work,

As/time passed by. there were /changes being seen in/the way applications/'were
sent/and received/'with the introduction of the fax/machine. There were/different
mediums being used to spread/awareness about a particularopening and reaching
out to potential candidates using newspaper advertisements, flyers, posters/and
word of‘'mouth. Since writing of content/was paid, therefore'advertisements / were
kept /brief/ But in/the 1990's with the advent of World/Wide Web,.there was /a /drastic
change in /the recruitment/wave. With/the advent/of Microsoft Word, making a CV
was a/faster and easjier process and to ,send’it across to' recruitment/agencies and
employers was just /a/click’away./ This was just'the beginning. With the'creation of
electronic/databases,/online'job portals, Google/job search, social'media and /video
hiring there /has been no looking back: All this/has made recruitment/a’'speedy
process:/ Hiring costs/have reduced due to/technology as at times initial' interviews
are/conducting online via Skype. The amount of time taken by a candidate to apply
for a job/has considerably reduced /as the/applicants/,can save online profile/on
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- different Websites or specific company portals and'the status can be'yiewed immediat'ely by
Iogglng into the speC|fc portal In add|t|on to thls one- th|rd of the appllcatlons these days are
made via mobile phone platforms due to easy access. ,
Ina sharp contrast to the older days Where recruitment and hlrlng were done on the mere basrs '
of several rounds of interviews, now-a-days certain industries like Information Technology Ty
..has mtroduced a whiteboard se55|on during an in- person interview: Wlth the evolutlon of the
- recruitment process the expectatlons of employers have also evolved.
Vlrtual talent pools’ are being seen as'a big boost in the west, with the rise of ‘Social, Moblle
Analyt|cs -and Cloud (SMAC’) and have |ncreased the demand for the right k|nd of talent Who
have Worked in d|fferent \/ertlcals and have experlence The present day notlon |s changing _
towards ‘Hire character train, sk|II Therefore organlzatlons to su|t their needs are usmg analytlcs
to fill the skill gap.. . . . . . . B -
It is correctly said that tools usmg art|f|C|al |ntell|gence are transformlng the recruiter- candldate
'experlence Thls enables the recrulter to save t|me and. money 5|multaneously With Big Data
com|ng into the p|cture it works towards predlctlng Workforce trends, |n5|ghts for hiring, and .
understandlng why choosmg a partlcular candldate is approprlate : L
The way forward can be seen as Recruitment Process Outsourcmg (RPO), Whereln the cllent is
glven gu|dance via benchmark|ng best practlces process |mprovements and other . .
- 'sophisticated techniques to select the best candidate by offering tailor-made solutlons._ 3
' ‘Eventually, RPO is a cost saving. technique for the employer as well, Wherein for strateg-ic reasons
the employer utilizes the services of RPO to acqu|re the’ rlght talent from virtual talent pools at
optlmlzed costs. This hel PS the employer in. the recruitment process as they do not have to
devote time on this act|V|ty and can focus on the core services:
In todays fast and competlng world recrultment has beCOme more complex than ever before
~Human touch-at.certain points is decllnlng The organlzatlons are |ndulg|ng in activities |ike
".employer brandlng as employees act as the number one brand ambaSSadors in the employee—
employer market place These aspects. shape the perceptlon of the employer outsrde and
d|rectly to potentlal candldates : S
It can be rlghtly concluded that recrultment is no longer a one-way channel Where the
employer Is the deC|S|on maker Rather, employees also decides based on market research
whether they'would fit the work culture of the organlzatlon Tables have turned and
‘:.technologlcal advancement has altered the employee employer relatlonshlp and appllcatlon
procedure due to globallzatlon : : : :
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THE GREATHR
GENDER DIVIDE

PALLAVI RAWAL
1627051

Whenever we speak of HR as'a profession,/ the first thing/that/comes into
everybody’'s mind/is that'it is,.a/women oriented field. And this perception is proved
when you find more number of girls/in every HR class or even as HR managers in
companies.

It's' also/the only leadership role/that /is predominantly female. 73% of HR
practitioners/at the/manager level/are female,/according to 2016 Bureau of Labour
Statistics data, compared against 43/per cent in'marketing,and 27 per cent/in IT,
Also; if statistics are to be believed, 71% of HR professionals/in America‘/are women.
Data’'in Europe and/Asia/depicts/'the same/story, clearly'showing that HR is/indeed
a women oriented/field.

Thus the question arises, why is this so?

I'think it'is more/'to do with the'perceptions apout the'two genders'that/'we'carry.
The HR/field/'has always/been perceived to be more/about /soft skills, compassion,
planning and scheduling and’'less/of a metric/driven/'field. Hence,/it's considered to
be a woman's job./ There's a perception /that one requires a /softer set/of skills/to be
an'HR professional' that many men/wouldn't believe they possess nor/would
necessarily’'want to'develop.

Another/reason can/be/that women have'higher emotional/quotient./ The HR
profession'requires a person'to be patient and empathetic,/a’'good mediator
between employees and the/management. The popular opinion is/thata/woman
would/be /better/at these tasks,

As far as'many people in/the outside world'are concerned, HR/is' a soft/and fluffy
job all about socjal and/welfare/issues/and men do not' prefer to take up /such
roles,”/argues Marianne Huggett, associate director at'the Work/Foundation says.
‘Anyone/who/gets/close to' HR knows it/is' anything /but soft,” she says.
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- -Also, many belie\'/e_ that women are-more attracted to this field as it has more stability-a§ -
co'mpared to other'management disciplines Some beI'iefs also sta'te that'as HR professiona'ls_do
not garner high amount of money in the- beglnnlng of their careers compared to other
d|SC|pI|nes like marketlng or finance, men'are not too attracted towards it.
Many studies S|gnal that organlsat|ons also prefer to hire-female HR female employees because
_.of the foIIowmg reasons- higher patlence level, ablllty to understand the problems faced by the
- staff, women are-more passmnate have a good power ofobservatlon have a high IeveI of
dlplomacy and have an ability to be a. good medlator ' ' ' o
Still, there remains the so- -called “glass elevator,” as stated by Matthew Bldwell assouate
professor of managemerit at the Wharton.School at the University of Pennsylvania. That is, men. .
tend to fare better in female-dominated roles-than females in male-dominated jobs. Most hig'h
_p05|t|ons in HR are taken up by. men, ‘which is aIarmlng taken that 71% of HR are female For the
- strategic roles in HR, men are preferred over women,
'The compensat|on of male HR managers is about 40 per cent more than female HR managers
accordlng tothe US. Department of Labour statistics, and.in 2Q15, only 11 out of the 50 hlghest-
paid HR leaders were female despite the fact thatitis a fema1e dominated profe55|on :
Therefore the questlon arlses is HR reaIIy a Women 'S World’?

Pidt
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LETS TEST
HOW GOOD
YOU ARE
WITH YOUR
HUMAN
RESOURCES
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“Rules: . .
1. Answer them honestly ItSJUSt a game
2. Enjoy the game

1) The followmg is (are) concerned Wlth developlng a pool of candldates N I|ne with the human
':resources plan .. ' ' '

a. Development

b. Tralnlng

c. Recruitment

d. All'of the .above

N 2) Majority of the dlsputes in |ndustr|es is (are) related to the problem of
a Wages :

b. Salaries .

c. Benefits

d. Al of the above

.-3) In an organlsatlon |n|t|at|ng career pIannlng the career path model Would essentlally form the
‘basis for o -

a. Placement

b. Transfer

C. Rot‘at'iOn g

d. All of the'above

4 )The followmg person has suggested the new concept which takes Into account varlous key
factors that WI|| tell the overall performance of a JOb ‘ ‘

a. Ell|ot Jecques -

b. Fred Luthas

c.Juran .

d.’ None of the above

5)- In which Country the Labour l‘_eglslat|ons started flrst ?
b, US o

C. German

d India

'6) In which one ofthe followmg sequence Factorles Act |s framed ?.
a. Health, Welfare & safety

b. Welfare Safety & Health-"

C. Health, Safety & Welfare :
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7) Whlch isnot a method of performance appralsal’7
a. Stralght ranklng method -

b. ‘Man-to-man comparison method

C. Check list method.

d. None of the above Z'Z

8) The authorltarlan leadershlp style goes Wlth
a.TheoryY . : :

b. Theory Z.-

c. Theory A

d. Th_eoryx

9) An enterpr|se gets more output and mutual cooperat|on from its subordlnate staff by adopting
a. Motivating by Leadershlp ‘ '

b. Motjvation by part|C|pat|on

c. Motivation by goals -

d. Motlvatlon by Challenges

10) On the Job Tra|n|ng Methods is based on:
a. Demonstration Method - ‘ :

b. Apprentlcesh|p Tra|n|ng Method '

C. Informal_Tralnlng‘_ '

d.AII of the 'above-'

11) The concept of Human relatlons was developed by
a. Robert Owen '

b.V.V. G|r|

C. Elton Mayo

d Edwin B. F|I1ppo

12) WhICh ofthe followmg technlques of performance appralsal is least susceptlble to personal
bias? '. '

A. 360 degree Appralsal system

B..Forced-Choice method

C. Ranking Method

D. Check L|st

() 2L (2)“LL: (P) -OL: (q)) -6 (P) -8 (P)-Z: (2)-9% (B)-G: (B) =4 (P) -¢* (P) -Z: (9)-1 ‘SHAMSNY
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IT’S THE THING THAT
RUNS OUR BUSINESS.

-Steve Wynn, Wynn Las Vegas







