
* THE TIMES OF INDIA, MUMBAI 18 WEDNESDAY, JANUARY 17, 2007 

A CONSUMER CONNECT INITIATIVE

T he Times Ascent HR fo-
rum was back with a
bang, with this year’s

theme being HR: 2020 - HR’s
Role In The Future. The fun-
damental premise of the
event, organised by the
Times Group for the second
year in a row, was that to-
day’s leaders have to do more
than merely extract work out
of their people. Modern peo-
ple management has a lot to
do with becoming ‘change
artists’ and with nurturing
the dreams and ambitions of
employees with a view to
making them realise that
their contribution is not just
a transaction of work for
money. Therefore, the term
‘resource’ might be mis-
placed, since it implies a top-
down activity wherein em-
ployees have to be ‘handled’
by the management. Ravi Ki-
ran, Chief Executive Officer,
Starcom MV Group, South
Asia, agreed, “I have a fun-
damental objection to the
term ‘resource’ when de-
scribing people. People are
assets because we build them
and develop them and not
just use them.”

The changing role of peo-
ple managers was another
bone of contention for the
HR experts who attended the
forum. Times Ascent took on
the role of observer and ana-
lyst, as organisational lead-
ers and HR heads congregat-
ed at the Grand Maratha
Sheraton to engage in lively
discussion and intellectual
debate. Two questions rever-
berated through the forum,
viz.:

a) How could HR
show return on investment
and become a more main-
stream business function
and…

b) What is the HR
manager’s role in managing
change within the organisa-
tion?

These were the subjects of
the two panel discussions at
the forum. Let’s see the
words of wisdom that the ex-
pert panelists had to offer.

� It’s ‘payback’ time
Some still consider HR to

be a support function. But
there are others who actual-
ly dare to dream that there
could be room for it to evolve
and acquire a more strategic
role. With functions like re-
cruitment and payroll taking
a backseat to more demand-
ing functions like employer
branding, talent grooming
and succession planning,
this dream could actually
come true. As for getting a
seat at the table, only time
will tell how well profession-
als in this function manage
to administer their new
roles. But there can be no
doubt that those involved in
people management must

I view HR…
…as a function that communicates and gets feedback. It must engage
with employees on a one-on-one basis, i.e. focus on a mass-market-of-
one.We have to understand people as individuals. Since employees are
the ones who deal with day-to-day problems, they are the right people to
consult when digging out solutions as well.We have a programme called
‘We at Accenture’ where employees can send in their suggestions for
business improvement.
HR needs to…
… immerse itself in business and understand how it can contribute to
the goal. It must also create client-sensitivity in employees, because it is
important for them to understand how the client evaluates the business.
Performance management plays a key role in this.
HR: an analytical function?
Traditionally, HR professionals didn’t have an analytical mindset. But the
new-breed managers have begun to understand the relationship between
good results and proper stimuli. Studies have shown that employee en-
gagement is proportional to the company’s shareholder value. But at the
end of the day, it is about ‘the human connect’, which is nothing but es-
tablishing a connect with your people and their feelings. People need to
feel like someone cares about them. Employees must also feel that by
participating in corporate objectives, they will achieve their personal ob-
jectives.
People work for people and not for a company….
…therefore the first job of a manager is to manage people. Because if he
fails to do so, his team will be leaving himand not the company.

The most important initiative…
…that HR can take to engage
their employees, is to clearly ar-
ticulate goals.After all, when you
bring someone in, his only pur-
pose is to take you and your or-
ganisation into the future.Also,
the language you use when deal-
ing with employees is extremely
important and decides how well
or poorly you do.
Clarity of goal and consisten-
cy…
…will help employees get results.
Ask them how something can be
done and make them your confi-

dantes.They then become a part
of the solution.
Leadership is an inspirational
function…
…You must create loyalty to the
cause, not to the individual. If you
do a job and enjoy it, money just
happens.
The real test of a leader…
…is making everyone pitch in
during a crisis. My understanding
of leaders doesn’t come from ob-
serving powerful leaders. Everyday
people can lead people to suc-
cess. One becomes a leader by
common sense.

V. Balaraman,
CEO and Managing Director,Adrenalin

Pankaj Vaish,
Managing Partner, DCN BPO,Accenture India

GEARING UP FOR

The Times Ascent HR Forum held in Mumbai on 9th January 2007 was a big 
hit. Were you there?

For years, HR has been considered a ‘staff’ function.
But the perception today has changed. Not only has
the role of the regular HR manager changed; HR itself
is now a key contributor to the bottom-line of any or-
ganisation.

Shantanu Khosla,
Managing Director,Proctor & Gamble

THE FUTURE!
show tangible results just
like any other unit like Sales
or Marketing. For this to be
the case, HR heads and man-
agers must have a thorough
knowledge of the business
and must come up with ways
to show monetary and non-
monetary results that add to
the bottomline. Dr. Abhijit
Gangopadhyay, Professor –
OB & PMIR Area, XLRI af-
firms that corporations are
taking this very seriously,
“People with cross-function-
al expertise are being taken
into HR today.”

Companies are used to fid-

dling with HR-related costs
when it’s belt-tightening
time. However, experts
agreed that people costs are
legitimate and must be given
as much importance as other
investments. Rajat Jain,
Managing Director, The Walt
Disney Company (India) Pvt.
Ltd. affirmed, “Creativity
cannot be substituted with
anything else.”
� Change need not be
strange

Change management is a
strange paradox and a rele-
vant question. Sunit Mehra,
Managing Partner, Hunt

Partners, and moderator of
the second panel on HR’s role
in change readiness, gave an
example of how the nature of
work has changed drastically,
“Once, we talked about
salaries in thousands and
lakhs. Post 2000, it’s in crores,
or even greater than that.”

So what are some of the el-
ements of change-readiness
and organisational agility?
Training processes figured
prominently on the list. Bijay

Sahoo, President-HR, Re-
liance Retail said, “We look at
training as a continuous im-
provement process for
change management.”

Hiring the right people is
another mantra. Pankaj
Bhargava, Chief-HR, Marico
Ltd., said, “You need to re-
cruit people who are comfort-
able with change. Also, you
have to create a culture where
people are free to experi-
ment.” Swaran Sehgal, Vice-
President & Head HR, Edel-
weiss India had some inter-
esting insights to share on
the subject, “People have dif-

ferent reactions to change.
Many think they can’t
change at all, but everybody
has a limit to change.” Added
Unmesh Pawar, Recruiting
Lead, Accenture Delivery
Centre for Technology, India,
“Agility means staying rele-
vant in a changing business
environment.”

Mona Cheriyan, General
Manager- Employee Engage-
ment & Europe Liaison, i-flex
Solutions Ltd. recounted the

time i-flex faced its first and
perhaps its biggest challenge
– leaving their comfort zone
and venturing out independ-
ently, “When we moved away
from Citibank, we were en-
tering unknown territory.
But we gave employees a
choice – they could either
stay or come away with us. At
that point, we found out that
people hate change!”

The Times Ascent HR Fo-
rum’s Mumbai chapter was a
resounding success and it is
our endeavour to keep the
ball rolling. After all, there’s
always next year!

YESTERDAY'S innovative
practices are routine to-
day. This is true for em-
ployee performance
measurement and re-
ward tools.Traditionally,
promotions were an an-
nual affair,but given the
competitive scenario,
companies can’t afford
to make their people

wait too long to be promoted. To provide a so-
lution to this,Nina Fernandes,Head- Human Re-
sources, Mastek Ltd. unveiled the concept of
'any time-promotions'. As the name suggests,

this practice allows employees to nominate
themselves for a promotion at any point of time.
Sounds heavenly? It’s not as simple as it sounds.
What comes between asking for a promotion
and getting one, includes grilling sessions with
review teams which are set up to judge whether
you actually deserve a jump. So, you have to
make a list of your achievements in your present
capacity and define your vision for the future
before approaching the review committee with
a presentation. It is, but obvious that your im-
mediate boss will sit in on the meeting and val-
idate/run down claims that you make in the
presentation.But if the panel  thinks you live up
to your claims , you win! 

ANY-TIME PROMOTIONS

“Organisations must be able to make
employees dance to forms of music
yet to be heard” was the view that Dr.
Sujaya Banerjee,Chief Learning Officer,
Essar Group presented at the HR Fo-
rum during her talk on ‘Innovative HR
Practices’.The HR profession,according
to her,needs to reinvent its own role in
order to accomplish its goals effective-
ly. To illustrate this, Dr. Banerjee pre-
sented a case study from the agency

Lowe, which used themes like Bollywood and erotica to em-
phasise that employees were welcome to speak to the HR de-
partment any time they had a query. The firm put up posters
which looked like the ads of  the ‘friendship chat lines’ one sees
in public places,accompanied by  a speech bubble that stated
that the HR department was waiting for employees’calls.

HR SAYS ‘TALK TO ME’

Adrenalin’s V Balaraman, Starcom’s Ravi Kiran,Accenture’s Pankaj Vaish,Walt Disney’s Rajat Jain and XLRI’s Dr. Gangopadhyay at the Times Ascent HR Forum held in Mumbai on the 9th of January

Dr.Sujaya Banerjee

Nina Fernandes

The coolest environment.

At Google , our goal is to attract the best and the brightest
by creating the most inspiring and fun work environment.
Here , you will find fun and friendly colleagues who are as

passionate about their lives as they are about their work ,
an incredibly supportive environment and an opportunity
to test the limits of your intellectual abilities .
We ’ re looking for people with world-class Human
Resources skills who thrive in small , focused teams and
high-energy environments - folks with talent , intelligence,
group spirit , creativity and idealism. If this sounds like
you , there ’s a role for you at Google .

HR Generalists
Candidates with 4-10 years of experience in handling HR
for a SBU/business unit , preferably in a start-up
environment , and having worked as a strategic partner
with business leaders . S/he should be able to
conceptualize, develop and own business-driven and
sound HR policies , processes and practices based on
Google’s corporate HR Policies. The HR Generalist will
also manage and resolve HR-related employee concerns
and issues in addition to guiding peers and leaders on

company HR policies, practices and processes .

Member - Staffing and Staffing Programs
Candidates with 2-5 years of experience in Staffing and
Programs , with experience in the entire life-cycle of the
hiring process (sourcing, scheduling, interviewing, offer

negot iation and candidate query resolution). Exposure to
Manpower Planning, Campus Relations , Staffing

Analytics , Recruitment Programs , Projects and
Employment Branding will be a plus. S/he will work with
Staffing & Program Managers and Leads to implement
staffing strategies , while strictly maintaining the quality of
hires , ensuring a seamless staffing process.

All positions require
- Management degree with specialization in HR
- Demonstrated professionalism , confidence , strong

organizational skills , efficiency, initiative and
resourcefulness

- Strong spoken and written communication skills
- Ability to work in a fast-paced , rapidly-changing

environment
- Ability to prioritize work and multi-task
- Motivated self-starters who can work independently
- Flexibility and ability to work in an unstructured

environment

The current openings are in Bangaiore, Hyderabad

and Gurgaon . Please email your resume to
jobs@google.com with “<Position Applied for> - india”
as the subject .

Visit http://www.googie.co.in/inti/en/jobs/ for other open
positions in HR.

Q�ticksi1ver.co.in

Go ogle”


