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According to an analysis of 4,200 compa-
nies by McKinsey, social technologies 

stand to unlock from $900billion to $1.3 
trillion in value. Two-thirds of the value 
unlocked by social media rests in 

“improved communications and collabo-
ration within and across enterprises.” 

Over the last few years, the external fac-
ing groups of companies have embraced 

(enthusiastically or in some cases- ginger-
ly) social networks and online communi-

ties to connect with external stakeholders. 
Marketing, Customer Service and PR 
groups in organizations have leveraged it 

to build an army of fans and advocates. 
However, many feel that getting an organ-

ization ready internally should be the first 
step to being a true" social business". So-

cial can scale only if employees are en-
gaged and connected to each other and 
external stakeholders. However, the reali-

ty in most organizations is that the budget 
of the external facing groups is much 

higher. Social there also shows more im-
mediate benefits and benchmarking is 

easy (however can get misleading) 
So if there is budget available and execu-

tive sponsorship then an organization 
should focus on getting internally ready 
and externally focused at the same time. 

However for the vast majority of organi-
zations, the "social competencies" would 

be learned by folks in marketing, sales, PR, 
customer support and then travel to the other 

parts of the organization. This is not to ad-
vise HR and other people in organizations 
not to focus on social - far from it. But to 

recognize that once top management under-
stands the value of social media they would 

expect that other groups then leverage the 
tools for their business ends. However there 

are differences. Externally social media 
campaigns can be done again and again to 

get across to more and more customers/fans. 
However when launching a social initiative 
internally, it would need to be successful in 

a far smaller group and would need to be 
designed to succeed. Often one will hear 

Social Business (or Enterprise 2.0) enthusi-
asts say - like we said in the days of KM -

"The key to success is people, process and 
technology", followed by the statement - 
"Success is dependent 80/90 percent on peo-

ple". I believe that "people" issues have a 
whole lot of other issues that get hidden 

behind that word that companies might 
miss. I have mentioned "culture" in the title 

of the post which is itself like "people" a 
composite of many other things. 

Here’s the thing HR and other people need 
to remember, ‘social media’ might be a new 
term, but what it signifies is not really new.  

Ever since the advent of the internet people 
have connected with each other in a public 

system (via UseNet, Bulletin Boards) to 
discuss and share their views and opinions. 

It’s just that social networks like Facebook, 
LinkedIn and Twitter have emerged at a 
time when internet penetration is growing 

exponentially in our part of the world.  
So what does social media comprise of? 

When most people think of social media, 
they think about “networks” – and the big-

gest three names are of networks. Social 
networks like Facebook (Friendster and 
Orkut earlier), professional networks like 

LinkedIn (and Ryze earlier) and information 
networks like Twitter are all networks. The 

networks are people-centric. My social net-
work comprises of people who I have 

known, but might not know each other.  
The other aspect of social media is 

“communities” which are virtual places 

HR Going Social – the Path and Way Forward   
- Gautam Ghosh  
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where people who have a common interest 
gather to share and engage about that subject. 

These can range from communities of practice 
(where professionals interact) to hobby com-
munities (photography or quilt weaving, for 

example). The principles that drive social me-
dia adoption is when people start sharing infor-

mation and creating content on networks and 
communities.  

According to an oft quoted thumb rule, a mi-
nority of the people “create” content. Some 

more people “curate or comment” on the creat-
ed content and the majority of people 
“consume” content. As a person gets more and 

more comfortable – they start to curate and 
create too. These sites have also added design 

principles that encourage people to move from 
the “consumption” default. There are two main 

ways they do that. One is to reduce the effort to 
curate. This is what the “like” and the “share” 
buttons on Facebook and the “favorite” or 

“Retweet” buttons on Twitter do. The other 
thing many communities do is give recognition 

in the form of levels and designation to people 
who contribute. So as they contribute more and 

more and other members find their content use-
ful they move from a beginner to an expert 

level. They also publish leaderboards two drive 
peer based competition so that others are moti-
vated to rise up the ladder. About the Author 

Gautam Ghosh is GM – HR strategy and Pro-
jects at Philips India. In this role he owns and 

drives the key strategic objective of making 
Philips India a strong Employer Brand by lev-

eraging new emerging media & technology. 
Gautam is one of India’s earliest HR Bloggers 
and an avid Twitter user. Social Media 101 for 

HR Gautam Ghosh 
Since many people are aware of Facebook and 

LinkedIn here are some other communities and 
sites that I thought would be useful to know 

about.  
 
Google Plus  

Google Plus is Google’s answer to Facebook 

with the promise that you can share your infor-
mation with specific people and communicate 

with them. One of its biggest features is that 
you can have video conference with 9 other 

people, without installing any additional soft-
ware. The chats also get integrated with Gmail 

chats. And can be recorded on YouTube – to be 
distributed later – if so desired 
 
Slideshare  

Slideshare can be described as the YouTube 
of slide decks. It also has the ability to upload 

documents too. By nature of its content, 
Slideshare seems a very “professional” site, 
and businesses have found it useful to show-

case their reports and viewpoints easier 
through this than video (which is expensive 

and harder to get right) Professionals also use 
Slideshare to showcase their expertise and 

build their own personal brand. After the ac-
quisition by LinkedIn, Slideshare integration 

is seamless with LinkedIn profiles.  
 
Quora  

Quora is a “question and answer” site where 

people ask questions in various topic areas 
and others answer them. People who read 

answers can them vote on them, causing the 
most useful answers to rise to the top. So peo-

ple can discover experts who share their 
knowledge in areas as diverse as Engineering 
to Management to Photography to Mythology 

to Economics. Since Quora originated in Sili-
con Valley the topics of startups, entrepre-

neurship are specially rich and detailed. A lot 
of entrepreneurs, VCs (like Jimmy Wales of 

Wikipedia and Craig Newmark of Craigslist) 
are active on the site almost on a daily basis.  

So what does this all mean for HR? 
Content is shaping how people find and con-
nect with each other. Organizations now have 

to become content creators themselves to re-
main relevant. They cannot rely on external 

media (paid, like advertising or earned, like 
being mentioned in mass media) alone. They 

have to invest in creating “owned media”. For 
an employer brand that means media that 
showcases the organization’s culture in the 

form of articles, presentations, videos.  
This is necessary as otherwise employees and 

alumni are rating and reviewing all aspects of 
an employer (from culture, to salaries, to in-

terviews) on sites like Glassdoor and Jobs-
Buzz. It also means that HR needs to “listen” 
to conversations on the social web about what 

people are talking about it, its leadership and 
even its competitors. This can be as simple as 

doing a search engine search regularly, or 
using sophisticated tools that track large num-

ber of conversations and can even judge the 
sentiments of the conversations.  

Within the organization, it means HR (along 
with IT and other functions) needs to get the 
organization ready to deploy tools that enable 

employees to use the principles of 

When launching a 

social initiative 

internally, it would 

need to be successful 

in a far smaller group 

and would need to be 

designed to succeed  

A minority of the 

people “create” 

content, some more 

people “curate or 

comment” on the 

created content and 

the majority of people 

“consume” content  



“participation for a purpose” to engage 
the next generation workforce with the 

larger organization. These tools can be 
deployed from the cloud (via the internet) 
or installed on company servers too. Most 

large ERP service providers also offer 
social networking software these days. 

These tools help in employees to connect 
across geographies and silos to discover 

and collaborate with other colleagues. 
These are also a great tool to engage the 

larger workforce in larger change initia-
tives or communication when they are 
rolled across the organization.  

These tools are significantly impacting 
recruitment, recognition, employee com-

munication and engagement and on-the-
job learning (using MOOCs and internal 

communities of practice – bunched under 
a term “Social learning” – which assists 
people to discover content and experts 

within the organization). Externally, or-
ganizations have to enable it’s own 

“employee advocates” to act as influenc-
ers in their own social networks and be-

come the “Talent Magnets” to hire great 
talent. To enable all this however, the 

culture of the organization needs to be 
open, collaborative and participative – 
else it won’t really work. It needs to 

move from the 20th century paradigm of 
command and control to the 21st century 

of being cooperative, open and co-
creative. 

As more and more young workforce enter 
organizations, their expectations shaped 
by consumer social applications like face-

book, twitter and blogging, they would 
want access to similar tools within the 

workforce. The next step would be mo-
bile. For example many internal networks 

are already available as a mobile apps. 
This would be a key aspect for organiza-
tions with a large sales force who are 

distributed and need constant communi-
cation. Communication would lead to 

collaboration – as more and more em-
ployees connect and communicate with 

each other, they would change work pro-
cesses itself, making things work faster 

better and changing processes. Organiza-
tions have to continue being open and 
continue the trusting processes earlier. 

SYNAPSE - 2015 

Externally, 

organizations have to 

enable its own 

“employee advocates” 

to act as influencers in 

their own social 

networks and become 

the “Talent Magnets” 

to hire great talent  

Can employees and HR professionals and 
management folks together work together 

using social media -to do work that was 
only done by HR people? Let’s think 
about the aspects of HR work and what 

can be made "social" . The skills needed 
for HR people to become savvy socially. 

To manage online communities – HR 
people would need to become community 

managers. Community managers are 
online facilitators who understand how 

people connect and share online and un-
derstand what kind of discussions and 
content gets people to open up and share. 

Community management is a subset of 
roles incorporate various disciplines - and 

can best be described as Technopologists 
- a combination of marketing (or recruit-

ing/HR), technologist and social anthro-
pologist. The focus of the online Commu-
nity Managers would be to bring in mem-

bers leveraging the weak ties between 
people - and providing content around the 

social object of the community - so that 
they help members develop strong ties.  

 
Communities and Learning 

Talent communities are where people go 

to connect with fellow professionals and 
learn. Hence they are more “communities 
of practice” than anything else. Talent 

communities are places one goes to find 
experts and also to build their own per-

sonal career brand. Companies must en-
gage in talent communities by letting 

their internal experts connect with and 
build their own networks. The best Talent 
Community Facilitator would be an ex-

pert in the roles – not necessarily a re-
cruiter. 

To do all this HR people have to embrace 
and experiment with this new medium 

and grow comfortable with it. It is time to 
stop talking about it, and to start doing it. 

Can employees and 

HR professionals and 

management folks 

together work together 

using social media -to 

do work that was only 

done by HR people?  



1.       In the 15 years that you have been 

in the industry, what are some of the 

major changes that you feel you have 

seen in the way businesses operate? 

In the last 15 years much has changed. 
Technology across business functions has 

become a differentiator, we have moved 
from analysis to analytics and there has been 
an explosion of new business models – 

ecommerce, modern trade, de-regulation of 
banking and other industries, etc. The way 

we speak to stakeholders, whether consum-
ers, customers, employees or shareholders 

has changed. We have moved from memos 
to email, to messaging & social media. The 

political situation has undergone drastic 
change and the intermittent periods of chaos 
and stability have shaped the way the indus-

try is today. 

2.       Going forward, what are some of 

the technological improvements you 

would like to see in business systems, par-

ticularly in HR?  

Most organisations struggle with ease of 
access as well as flexibility when it comes 

to HRIS & other HR systems. Easier-to-
access user interfaces are the need of the 

day and mobile and tablet technology 
should take over. Integrated business analyt-

ics and their use in planning is at the nascent 
stage – greater ability to use these and drive 
dynamic, predictive analytics would be the 

next practice here. Data security and 
knowledge management will also need to 

migrate to easier technology. Given that 
matrixed virtual organisations will be the 

Where We Are and Where We’re Headed    
- Sangeetha Rajalakshmi, An Interview 
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norm, communication modes will need to move 
from the orthodox to the new – Skype, video 

calling. 

3.       What do you feel have been some of 

the biggest advantages as well as the major 

pitfalls of the advent of technology in HR in 

the industry? 

HR as coach and sounding board is a role that 
has become scarce. Too much emphasis on 

metrics, numbers , process has reduced the per-
sonal touch that HR could bring. With stress in 
the work place increasing, this is a role that 

should continue. Outsourcing of all standard-
ised tasks and actions, and movement of some 

parts of employee benefits and information to 
employee self-service will free up time for 

strategy even more. 

4.       What are some of the things we should 

look forward to, and what should we be wea-

ry of in the future? 

We can look forward to a dynamic and versa-
tile workforce, with increased importance given 

to skill and ability and lesser focus on age or 
longevity. Diversity of gender, race, thought & 
skills in the workforce alongwith flexible ca-

reers, agile working, predictive analytics and 

moving from face time and input to output 
based performance assessment are other 

things to look forward to. 

Things to be weary of would be traditional 

roles and careers, the need for standardised 
templates whether for careers, technology 

infrastructure, communication or other as 
well as more analysis and lag indicators. 

5.       Based on your experience, what 

would your advice be to a person who is 

just about to set foot in the industry? 

Get your hands dirty. Working your way up 

from transactions through to strategy would 
be a wise move. The new world will see 

movement from information to analytics, 
from  person-controlled transactions to self-
service, so focus attention on what the data 

says and how to identify predictive indicators 
to connect people decisions with business 

goals and delivery. Understanding the build-
ing blocks of creating a sustainable ecosystem 

at work which leverages special skills, flexi-
bility and links in with business delivery 
would be important. Most importantly net-

work and keep the connect going! 

 

Easier-to-access user 

interfaces are the need 

of the day and mobile 

and tablet technology 

should take over.  
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network and keep the 

connect going! 



1.      What do you feel are the primary rea-

sons for the evolution of HR Information 

Systems?  

In the new digital age, HR Information systems 

are the need of the hour. Multiple benefits and 

a competitive edge can be derived from a well 

thought-out HR Information Systems’ imple-

mentation and utilization. While some hygiene 

benefits like redundancy reduction, effort opti-

mization etc. are quite evident right from the 

first day, as these systems slowly evolve and 

find mainstream acceptance, they prove to be a 

central repository of not just data but meaning-

ful insights which enable and equip everyone 

to take a faster, bias-free and more effective 

decision. 

2.      Can you describe the initiatives you 

have taken to implement the system at 

AkzoNobel? 

The first and foremost thing we did before 

implementing any system in AkzoNobel was 

that we studied our processes thoroughly fol-

lowed by analyzing the systems involved (if 

any). The primary objective of doing this exer-

cise was to gather insights with regards to where 

a system should be introduced to derive maxi-

mum benefits and what system to introduce that 

supports the internal processes best. This helped 

us design a far more compelling business pro-

posal to start with and effectively measure the 

outcomes post system implementation. In order 

to do this we formed carefully chosen cross-

domain teams that could better study the end-to-

end process framework and identify improve-

ment opportunities. Not only that, these teams 

continued to be operational even during imple-

mentation to ensure best possible customizability 

and tailor-made solutions which best fit our or-

ganization 

3.      How do these systems integrate efficient-

ly in an organization like AkzoNobel, which 

boasts such a diverse presence in its offerings 

and geographies? 

Striking the balance between local needs/

requirements and global consistency has been the 

key to maintaining efficient system integration. 

In order to ensure that we envisaged a global 

HRIT Landscape, we regularly check for con-

Evolving One's Own HRIS and their Challenges  

- Abhishek Kaushal, An Interview    
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sistency with the same not only at the local/country 

level but also at a global level. System Integration 

becomes an extended logical step once architecture 

compliance is maintained for all existing and new 

systems. A robust vendor/product evaluation frame-

work and governance structure is in place to regular-

ly monitor the same. We have maintained a strict 

zero tolerance for the standalone system introduction 

approach. 

4.      What were some of the challenges you faced 

at AkzoNobel and how did you address them? 

Change Management deserves a worthy mention 

when we talk about the challenges faced. Every im-

plementation team has dedicated Change Agents 

who are responsible for cascading the change right to 

the bottom of the organization. We observe a proac-

tive approach in Change Management and invest in 

communication right from the beginning through to 

the end of the projects. An extensive communication 

and training module is rigorously followed to ensure 

that the benefits are realized at the granular level 

where digitization, automation and centralization 

drive the most value. Another challenge we do face, 

especially with respect to the Global Systems, is 

adhering to the global standards while at the same 

time making way for the local country-level needs. 

This is the part where it gets quite tricky and thus 

brainstorming is the best solution to tackle such is-

sues 

5.      What is the road ahead for AkzoNobel? 

What are the improvements that you see on the 

horizon for these systems and how're they going 

to benefit the company? 

The road ahead that we have envisioned for Akzo-

Nobel is the fact that we have world-class offer-

ings in the HRIT space to support the best-in-class 

people practices. Every HR resource should be 

more and more involved in core HR practices and 

value-added activities and we have thus planned to 

support these development needs by providing an 

agile and flexible system which makes it easy to 

implement changes and makes our decision mak-

ing processes far more fact based and data driven. 

The company in this way is going to benefit a lot 

by ensuring that the right people and right behav-

iours are encouraged and wrong practices/

behaviours are highlighted at a very early stage. 

This is our plan to build a High Performing Organ-

ization 

 

Striking the balance 

between local 

needs/requirements 

and global 

consistency has 
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maintaining efficient 

system integration.  

 



The HRTech Conference Las Vegas, one of the 

largest gathering of HR practitioners and ven-

dors, was a must attend event for me in 2014. 

I always keep an eye out for occasions like 

these as they give me a chance to sense the 

global pulse of HR Technology. 

 

The clear standout at the conference was the 

growing trend of using Technology & Analytics to 

engage and retain employees. This is a remarka-

ble shift from reliance on conventional ways like 

birthday celebrations and team outings to drive 

employee engagement. Reactive measures like 

matching the salary if the employee receives a 

competitive offer or providing better perks are 

being looked upon as ideas of the past. I came 

across some simple and interesting applications 

of technology that are rapidly gaining popularity 

overseas for retaining employees. I already see 

some of these trickling in India -   

 

Gamified Onboarding: There’s a large focus in 

reducing early (infant) attrition.  Organizations 

are engaging with the employees from the very 

beginning. Instead of boring onboarding manu-

als and documents, companies are using games 

and widgets to introduce the company and col-

leagues to the new joinees. In the process, they 

also capture regular feedback to detect dissatis-

faction in the first few weeks of joining that are 

very critical.  

 

Real-time Mood: Traditional annual engage-

ment surveys are being supported by real-time 

insights on what each individual in a company 

feels every day. Companies are doing analytics 

regularly on the mood of the workforce. The 

focus is on preventive action instead of damage 

control. 

 

Purpose: This was a revelation for me. The 

GenY and Millennials place a lot of importance 

on doing meaningful work that aligns to their 

personal goals or larger purpose in life. Compa-

nies are using social platforms to understand 

and contribute to the purpose of the large part 

of their workforce. Regular Analytics is run to 

see the alignment of the business initiatives and 

the social responsibility projects to the Purpose 

of their people. This goes a long way in retaining 

talent.  

What happened in Vegas, shouldn’t stay in Vegas! 
- Mohit Gundecha    
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Social Recognition: I came across numerous exam-

ples of how employee engagement and retention 

went up by simply enabling employees to appreci-

ate the work of their colleagues on a social platform 

so that everyone could witness it. The philosophy is 

to encourage good behavior and build networks of 

trust by recognizing good behavior on a social 

platform.  

 

Wellness: The GenY and Millennials are very con-

scious of their physical and mental fitness. Especial-

ly, with the Internet of Things and wearable tech-

nology, I saw a lot of companies including a Well-

ness component in their employee engagement 

effort. Encouraging & rewarding workouts and 

healthy diets through a social platform seems to be 

the latest trend.  

 

Networks of Trust: People in organizations have 

different kinds of working relationships with differ-

ent people. There’s increasing usage of Analytics to 

understand the kind of relationships people enjoy 

with their peers, subordinates and seniors. The fo-

cus here is for the management to visualize the 

organization as a network of trust vs. just a hierar-

chical structure. Once you know the relationship 

dynamics of your workforce, you can implement 

organizational movements without much friction 

(or attrition).  

 

I feel one of the key focuses in 2015 for Corporate 

India would be retention. Apart from racing to get 

new talent, companies will be increasingly focus-

ing on retaining not only their best but also the 

next best talent. I think it’s high time that we pre-

dict Retention and increase engagement as much 

as we focus on predicting Attrition. Analytics and 

Social Technology is to our aid!  

I came across numerous 

examples of how 

employee engagement 

and retention went up by 

simply enabling employees 

to appreciate the work of 

their colleagues on a 

social platform so that 

everyone could witness it.  



As the current academic year reached its twilight, SAPPHIRE orga-

nized the biggest event of its packed roster: the 7th National HR 

Conference, which was held over two days on the 10th and 11th of 

January, 2015 in the XLRI, Jamshedpur campus. Considering the 

desire of SAPPHIRE to always tackle the most current and relevant 

issues and topics in the industry, the theme of this year’s conference 

was “Social HR and HR Applications in Technology".  

 

In celebration of the completion of a glorious 25 years by the com-

mittee, the conference turned out to be a gala affair for the entire HR 

fraternity and was SAPPHIRE’s grandest and most exciting event of 

the year. The event was graced by representation from industry stal-

warts, national and international HR professional bodies, and the 

best academic institutions. 

 

T V Narendran, the chief guest of the 7th National HR Conference 

talked about reducing the distance gap with the help of communica-

tion and the role that it plays in saving time and money. He also 

cited the above using some examples from his personal experiences 

and Tata Steel. He then focused on the importance of technology in 

Training and Development, Learning, Knowledge Generation and 

Securing Knowledge that is about to retire. He felt Social HR and its 

application in technology is an emerging field and is very relevant to 

be discussed at this point of time. 

In order to have a smoother and more diverse flow of ideas, the 

conference featured multiple panel discussions on various sub-

themes. Participating members in each panel consisted of industry 

practitioners and academicians. 

 

The 4 panels along with their respective members included: 

 

Coming Age of Predictive Analytics 

In the past managers were often left with just their intuition and 

some bare bones data as they strove to make decisions. But the 

amazing volumes of data present at our fingertips today aims to 

change that. Human resource analytics or talent analytics, aims at 

using that data most efficiently to make strategic and operational 

decisions, using sophisticated data mining and analysis techniques 

so that an organization can effectively manage their human capital. 

The discussion revolved around how the organizations are capturing 

and inferring data to get an optimal return on investment on talent 

and to aid capability building. 

The session had Mr. T. Shivaram and Mr. Pankaj Bansal provide a 

kaleidoscope of ideas and thoughts. Mr. T Shivaram gave insights 

into the world of SAP HR analytics. Through SAP Jam, an internal 

social platform for its employees, Hr in SAP can have a hold on the 

pulse of the organization. Analytics in SAP has become an empow-

ering tool  to make right decisions as well as an eye opener to many 

problems in employee engagement, diversity, performance apprais-

als which might have gone un-noticed otherwise. 

 

Mr. Pankaj Bansal from PeopleStrong structured his presentation on 

data, hindsight, insight and foresight. According to him, HR in India 

still makes a lot of decisions in hindsight. 

He told us how HR analytics and workforce analytics are not synony-

mous and emphasized on companies and HR to create an HR control 

room, where they can have info graphics i.e. charts, data representa-

tion, etc. to aid in better policies, interventions and decision making. It 

is not just about metrics but also about using appropriate metrics and 

asking relevant questions which will make HR analytics valuable. 

Pankaj Bansal                                 T. Sivaram      

Co-Founder and CEO,                            Director-HR,                                      

PeopleStrong HR Services Pvt. Ltd.      SAP Labs India 

 

Moderator: 

 

L Gurunathan 

Associate Professor, 

Human Resource Management 

 

Competencies in Digital Workspace 

The rapid rise of digital literacy has led to a rapid alteration in the way 

organizations function. This pace of change has affected many facets 

of management including the requisite competencies for being effi-

cient in the digitally evolved workplace. The panel discussed the evo-

lution of competencies across the digital divide and what organizations 

do better to make the best use of this literacy. 

Speakers- Abhijit Bhaduri (Chief Learning Officer, WIPRO), S.K. 

Dutt (Group Head HR- ABG), Ashis Sen (DGM- Capability Building- 

HPCL) 

 

SAPPHIRE Hosts the 7th National HR Conference at XLRI, 
Jamshedpur 
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Abhijit Bhaduri                               S.K. Dutt 
Chief Learning Officer,                     President & Head-Group HR, 
Wipro                                                ABG Group 
 
                                                           Moderator: 

               
Ashis Sen                               Manish Singhal 
Head, Capability Building,                  Associate Professor, 
HPCL                                                Organizational Behaviour 
 
Social HR: Challenges and Opportunities 
It was just a short time ago that organizations began to earnestly 
integrate social technologies into the functions of recruitment, devel-
opment and engagement among others. But this social integration is 
fast becoming status quo in many places and the digital immigrants 
are trying fast to catch up with the natives, with ever newer trends 
popping up. Therefore, the panel talked about how some of the most 
important HR functions are leveraging both traditional and non-
traditional social media avenues to improve their organizational 
practices. 

 
 
 
 
 
 
 
 
 
 
 
 
 

Suryanarayan Iyer  Gopal Mahapatra 
Vice President, HR   Chief Learning Officer, 
ABG Group   RPG Enterprises 
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Madhukar Shukla 
Professor, 
Organizational Behaviour 
 

Relevance of Technology in Driving Cultural Change 
The models for Change Management in organizations are continu-
ously evolving and improving. The HR function is considered the 
custodian and bringer of change. With the evolution of technology, 
the way change is executed and communicated in an organization 
has undergone a paradigm shift, as the knowledge of any change 
now percolates through the organization much quicker through both 
formal and informal networks. The panel discussed how technology 
can aid us bring about more effective change management and how 
it should be used to best control it. 
Mr. Gautam Ghosh, the Talent Director of Flipkart, talked about 
how we overestimate technology’s impact in the short run and un-
derestimate it in the long run and how social, mobile and cloud are 
the major drivers of change today in the technology and business 
sphere. He also mentioned the consumerisation of technology and 
the move from systems of record to systems of engagement. He was 
joined by Mr. Prem Kumar Aparanji of Cognizant who shared his 
own insights into how these systems can drive organizational cul-
ture. 

   

 

 

 
 

Gautam Ghosh   Prem Kumar Aparanji 

Talent Director,   Sr. Architect. 
Flipkart    Cognizant 

 

 
 
 
 
 
 
 
 
 
 

Jittu Singh 

Professor, 
Organizational Behaviour 



The Conference also presented an analysis on the results of the 2nd 
National HR Survey. In the light of the changing workplace dynam-
ic and the rapidly increases penetration of the use of digital technol-
ogy and social media in the organizations of today, the 2nd National 
HR Survey looked at where organizations stand when it comes to 
some of these practices and how frequently and effectively they are 
using these technologies in their functioning.  
Mr. Suresh Dutt Tripathi from Tata Steel discussed about the in-
creasing connectivity of future customers and their reliance on tech-
nology by the use of an example about his daughter's ability to mul-
titask by using technology. He discussed about the flexibility that 
can be attributed to technological advancement. 
With the advent of technology there are multiple pipelines going 
into multiple directions for each customer and organisations must 
leverage that by using Facebook, IM, Whatsapp, etc. 
 
Sujoy Banerjee from McNally Bharat told us about the extent to 
which Gen Y and the social media world are embedded. He dis-
cussed the transformation of HR Analytics from manual to excel 
sheets in its first stage and from excel sheets to ERP in its later 
stage. 
He told us about the way some people adapt to technology first be-
cause the rest of the world is doing so and later consider the implica-
tions of this change. 
He also gave his views on the shift of HR from a Data Enabler to a 
Decision Maker and told us the reasons for moving away from 
online appraisals and performance management. 
 
 
 
 
 
 
 
 
 
 
 
 
 
P Dwarkanath   Suresh Dutt Tripathi 
Advisor-Group, Human Capital Vice President (HR) 
Max India Limited   TATA Steel Ltd 
 

                 Moderator: 
 
 
 
 
 
 
 
 
 
 
 

 

Sujoy Bannerjee                                Aquil Busrai 
President – Group HR & OD,            CEO, 
McNally Bharat Engineering              Aquil Busrai Consulting 
Company Ltd 
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The panel discussions were followed by presentations of data and 
research-backed papers by students and industrialists. Ms. Noha 
Sinha of the Xavier Institute of Management, Bhubhaneshwar talked 
about the current trends and implications in HR Analytics and using 
those to bridge the gap between the organizational goals and work-
force interests. Mr. Adwitiya Tiwari and Ms. Anusha Mittal of 
XLRI focused on using social media for recruitment, measuring the 
online presence of top employers and using tools like Klout. Mr. 
Krishna Chaitanya of ITC talked about how technology can make 
work life as exciting and satisfying as the personal life. 
 

The conference drew to a close with a special session by Mrs. Sunita 
Bhuyan. She related typical organizational activities with rhythm 
and melody of music and how we can learn from it to better struc-
ture our personal and professional lives. She regaled the audience 
with her singing and gave a stirring performance on the violin. 
The Conference also witnessed the epic finale to SAPPHIRE’s 
hugely successful monthly quiz league, Battle HRoyale, which saw 
participation from over 55 B-schools and nearly 2000 students. The 
top 5 teams over the course of 6 months participated in a case study 
competition at the Conference for the grand prize. 
The conference provided a platform for researchers, academicians 
and experienced HR professionals to present their work and opin-
ions on the theme of emergence of social media in HR and the in-
creasing applications of technology in the HR domain. It also pro-
vided the attendees an opportunity to meet and interact with some of 
the top industry professionals. 
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With the way business and management 
have evolved over the years, how relevant 
do you feel are the theories and models stu-
dents still learn in B-schools? Is there an 
overwhelming need for change? 
 
We have been hearing about the end of busi-
ness education for some time. A rather strong 
antecedent of that is the question about the 
relevance of what is being taught in B-Schools 
today.  I categorically affirm my faith in the 
continuing relevance of Business Education. 
We need to keep in mind that more and more 
new sectors are emerging in markets like that 
of India and other emerging countries. And 
you need Business Education and the relevant 
management skills for making the best of use 
of these opportunities. It is also interesting to 
note the way Business Schools are laying 
claim to areas hitherto considered outside of 
their purview -you don’t need to look far, just 
look at the increasing number of social entre-
preneurs coming out of Business Schools. 
 
That brings us to the second part of your ques-
tion – the relevance of the theories and models 
that are taught at B Schools. I feel it is very 
important for Business Schools to constantly 
reinvent and remain relevant.  And to be fair 
they are trying hard – some are more success-
ful than others in their endeavor.  
 

A few years ago, Warren Bennis raised questions 
about the relevance of the scientific model B 
Schools follow when they ought to be focusing 
on the professional model – where people with at 
least some amount of practical experience com-
bine theory and practice. While the jury is still 
out, there is a fair amount of agreement that the 
practice perspective has somehow not gotten the 
attention it needs. Therefore, it is obvious why 
employers are still not satisfied with the quality 
of many Business School graduates.    
 
When you refer to old theories and models, you 
need to appreciate that if they have lasted this 
long, it is not because you do not have new theo-
ries, but many of those old ones are classics.   I, 
for one, strongly believe in what Lewin said 
‘there is nothing more practical than a good theo-
ry’. These classics provide us with a strong foun-
dation.  Of course that doesn’t mean new theories 
are to be ignored.  They will continue to develop 
and we need to constantly be on the lookout for 
new theoretical models – but not at the cost of 
ignoring the foundation.   
 
I would like to illustrate the point with Frederick 
Taylor’s Scientific Management Theory. Taylor 
is credited with modern management in the late 
nineteenth century. Aren’t his focus on finding 
‘the one best way’, training the workers in the 
one best way, or identifying the right fit between 
person and job based on their motivation level 
and capabilities, still relevant? Aren’t many suc-
cessful practices that we find in today’s work-
place guided and informed by principles of scien-
tific management?  Further, didn’t we see almost 
a century later, another model in the name of 
Business Process Reengineering occupying con-
siderable mind-space of management scholars? 
Didn’t we recognize the parallel between Tay-
lor’s ‘one best way’ and the BPR’s ‘one best 
process’? Thus new theories emerge based on 
such classical theories which never lose their 
relevance. 
 
The advent of technology has changed the face 
of management. Today managers have an 
immense amount of data available to them, 
which they are expected to use to make deci-
sions. How have managerial competencies 
evolved or need to evolve in order to keep pace 
with the changing times? 
 
Everybody agrees that Technology has changed 
every facet of life from home to workplace –
beyond recognition.  Yes you are right, access to 
data and information has never been easier. But 
how does the manager make of use of the data? 
How does s/he take decision using those data?  In 
the Volatile, Uncertain, Complex, and Ambigu-

How Technology is Changing Managerial Competencies   
- Professor Premarajan RK, An Interview   
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ous business environment that we have, the manag-
ers have to be VUCA ready.  There is so much of the 
unknowable in the environment. Continuous learning 
is a very important quality and so is tolerance of 
ambiguity and risk taking.  It calls for fluidity in the 
thinking process – creative orientation.  So learning 
orientation, critical thinking, ability to seamlessly 
shift perspectives, innovation and creativity, and 
above all flexibility and adaptability are key compe-
tencies to flourish in the VUCA environment. 
  
How do you feel technology can play a role in 
improving or augmenting some of the traditional 
HR activities such as those related to develop-
ment, performance management etc.? 
 
Technology has impacted all functions of manage-
ment – and indeed has impacted the various facets of 
HR function. For too long HR has been taking antici-
patory bail under the cover of it being a long-term 
catalyst and results being difficult to measure. I think 
modern Analytics has exposed that facile argument. 
Today you can clearly define the objectives of any 
HR process and can constantly track the progress at 

regular interval on multiple parameters. The time 
horizon correspondingly been shrunk to weeks and 
days from years and months. 
 
While the impact of technology has cast its influence 
far and wide, whether people have wholeheartedly 
embraced the concomitant change is a moot point.  
This is where HR managers can play another crucial 
role by facilitating this change process and the asso-
ciated mindset.     
 

As we all know, outsourcing has changed the face 
of HR today, leaving HR time and resources to 
focus on Change management, Business Partnering 
for change management, employee capability 
building, etc.,    
 
Technology will make HR a bit ‘powerless’.  Eve-
ry line manager will have access to the relevant 
personnel information, and it will no longer be the 
exclusive prerogative of HR to be the gatekeeper 
of this information. Besides, the line managers can 
make meaningful interpretation of that information 
real-time, and in a sense usurp certain roles which 
traditionally belonged to HR.  But if HR is smart 
enough, this reduction should make them shift 
their activities to more value adding processes, 
which we talked about earlier.    
 
Technology including social media has made re-
cruiting more efficient and effective. It is greatly 
reducing recruitment cost, and better able to nar-
row down to quality hires. So many passive candi-
dates are brought to the active mode enriching the 

potential applicant pool. Of course access and 
power of information sometime also change the 
equation. It is now easier for the employee to initi-
ate the hiring process.  
 
Customization of the learning and development 
offering has also been considerably aided by tech-
nology. The ability to access information from 
remote locations makes some of the disincentives 
of internal mobility a thing of past – not to talk of 
the virtual classroom and its scale. Of course 

Access to data and 

information has 

never been easier. 

But how does the 

manager make of 
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MOOCs have transformed the learning deliv-
ery and reach. 
 
What according to you are some of the 
skills that the managers of the future need 
to attain in order to be more effective? 
 
I feel management education traditionally has 
over emphasized the analytical and functional 
bit, and the confidence you display in the 
workplace. To me that perhaps has got to do 
with the scientific model Warren Bennis was 
alluding to. You have true-blooded academi-
cians deciding the selection process and they 
naturally felt those attributes that traditionally 
helped students to score, ought to be the entry 
criteria. This definitely seems to have led to 
the phenomenon of too many business gradu-
ates having great analytical skills and greater 
level of confidence, but lacking in many of the 
softer skills.  
 
It is not that we have not recognized the im-
portance of softer skills for success in the 
workplace.  The problem is with how we lev-
erage that insight. The emphasis seems to me 
a bit lopsided. We get bright young men and 
women with lot of functional and hard skills 
and then try to inculcate in them the softer 
skills such as ability to lead and influence, 
work in teams, adaptability and flexibility, 
being humble, etc., I think it should be the 
other way around. 
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In my last twenty years of teaching bright 
young MBAs, I see a distinct profile today 
when compared to the profiles fifteen to twen-
ty years ago. The Gen Y or millennial certain-
ly wants answers quickly and would like to 
have the goals clearly communicated. They 
are truly impatient. Another thing that I find is 
that Gen Y is not very keen on listening to 
negative feedback. That is like ‘I know about 
it, but tell me how I can leverage on my 
strength’. There is nothing wrong in that, but 
you would multiply your ability to leverage 
your strength, when you are aware of your 
weaknesses.  
 
To me what is needed today is the ability to 
take charge of your own career. In this protean 
career age, that calls for certain key competen-
cies. Self-awareness is one very important 
aspect.  Building trust by creating a reputation 
is very important. The ability to be independ-
ent and at the same time to work well in a 
team environment is also critical. Being proac-
tive, the ability to connect with others and 
gain feedback are extremely important. Of 
course the managerial competencies we talked 
about earlier are equally important. Individu-
als who lack these competencies are going to 
be challenged by the disruptive work environ-
ment of today.   



Technology is rapidly changing the way busi-

ness is being conducted. Social Media today 

plays a significant role in most aspects of busi-

ness.  Increasingly, people are using social 

media sites such as LinkedIn, Facebook and 

Twitter. These sites have become the most 

powerful business tools. The importance of 

social media cannot be denied by the fact that 

social media is but one of many digital plat-

forms that form the backbone of what many of 

the current generation not only use, but have 

been exposed to from a young age. Organiza-

tions throughout the world have begun plan-

ning around how to use social media, the 

search channels and the various digital meth-

ods to address their business issues. The fact 

remains that for many, there is huge interest in 

this area as organizations begin to really look 

at this as a more cost effective way of address-

ing their problems as they move forward.  

Social Media has a special place in the HR 

processes today as it allows for interaction and 

relationship building. A study conducted by 

the HR consulting arm of Wipro Ltd.* in five 

different sectors of industries, gives some of 

the findings as follows: 

 “Social media continues to remain a major 

tool for organizations to reach their customers 

and employees. However, marketing and sales 

leads the way followed by human resource and 

corporate social responsibility.” 

 

*Wipro Ltd. – Social Media Impact and Rele-

vance in Managing Human Resources in India; 

Social Media and Human Resources; Feb.2012 

“Majority of the organizations use social media 

in human resources. However, they also agree 

that it has not been tapped to the maximum. It is 

used disparately and inconsistently. However, 

organizations are confident that they will be us-

ing social media better in the future to be ahead 

of the competition.” 

“Hiring emerged as the only area where organi-

zations were found to be social media ready” 

The study clearly indicates that social media has 

started its impact on the Human Resource func-

tion in the organizations.  

Let us now review the areas where the impact of 

social media on Human Resource Processes is 

helpful. They are:  

1. Recruitment: According to Nielson’s report 

(2010) “over half of UK Job seekers are using 

social media   sites for their job search – around 

18% use Facebook, whereas LinkedIn has the 

major share of about 31% of the job seekers". 

There are many potential candidates on social 

media who have the required skill sets for the 

company but are not actively searching for a job. 

With social media, one can connect with such 

candidates and hire a right fit for the company. A 

long-term strategy would lead to better engage-

ment with socially savvy job seekers.  

2. Employer branding: Showcasing the employ-

ment brand is another area of HR, where the 

company can highlight the factors that make it a 

unique place for people to work. Providing key 

information such as company culture, career 

growth opportunities, missions and goals go a 

Impact of Social Media Platforms in HR   

- Dr. M.C.Agarwal   
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long way in establishing an organization’s creden-

tials as a worthy employer.    

----------------------------------------------------------- 

Nielson’s Report 2010 on Social Media 

Social Media is also used for internal branding. The 

Wipro study indicated that “large and small enter-

prises were keen on using social media compared to 

medium size enterprises in the areas within internal 

branding. “  

3. Talent Management: There is tremendous poten-

tial in social media for collaboration and the sharing 

of real time ideas or solutions with team members. 

HR realizes that in order to accomplish business 

goals, individuals must be encouraged and rewarded 

for using non-traditional thinking. Talent manage-

ment, virtual events and certification programs help 

employees develop skills in different areas and get a 

better understanding of the big picture of their organ-

ization. There are enormous advantages of using 

various platforms and applications like Moodle, 

Podcasts, and Webinars to train and develop employ-

ees. The benefits of social media for employees in-

clude formal training, learning community, network-

ing and collaboration, and learning and development.  

Companies like “Saba” have spent considerable 

resources integrating social networking that can be 

used for development and knowledge transfer, with 

learning curriculums, performance management 

tools and competency maps. Organizations such as 

“Triple Creek” provide competency driven mentor-

ing programs over the web. “Plateau”, another or-

ganization, has built on an integrated architecture 

introducing integrated and highly scalable solutions 

for career development, compensation, pay-for-

performance, and employee profile management- all 

of which are used in line management support.   

4. Understand the Potential Employee’s Behavior: 

Facebook and Twitter have become a platform for 

sharing personal information. People post a great 

deal of personal information, which is accessible to 

the public, as well as to their potential employer. 

Thus, companies and recruiters can now access such 

written information as well as photographs relating 

to the behavior of the potential employee outside of 

work. Such behavior can help you understand their 

political inclination and cultural practices.  Analyz-

ing social media profiles of the candidates would 

help you understand if the person is the right cultural 

fit for your organization.  

5. The voice of the employees:  Through social 

media blogs and online forums employees can now 

share their experiences and suggestions, good as 

well as bad. Companies can address the employ-

ee’s concern and monitor the change and continue 

to communicate with employees this way.  

At Philips India, “Management believes that every 

employee is a brand ambassador, and the best way 

to build or strengthen a brand is via employees - 

who can contribute to building the brand – inside 

out. To that effect Philips encourages employees to 

be active on social media sites and share their per-

spectives on a wide range of subjects. This exer-

cise has been one of rich learning and fun – and 

has provided the world at large a glimpse in to the 

knowledgeable and informed Philips employee and 

its rich culture”.        

6. Performance Management: Social media is gain-

ing popularity and is increasingly used in the regu-

lar operations of many companies, including start-

ups, small, medium-sized, and large organizations. 

With digital tools, employees are kept in real-time 

and engaged far more than their counterparts. In 

the long run, employees are happier, management 

becomes smoother, and organizations achieve 

more success. 

HR professionals can use computer software tech-

nology to assess employee performance and also to 

get employee feedback to be used for the better-

ment of the organization. Various software profes-

sionals examine employee performance using ma-

trices to ensure that employees are meeting perfor-

mance standards.    

Despite the growing presence as well as the bene-

fits of social media in the work place, many em-

ployers are unsure of how to regulate employee’s 

use of networking sites and address questionable 

employee action. Organizations have to draft well-

crafted social media policies in place that protect 

their employees and help the organization to avoid 

legal issues.  

Social media is a prominent avenue for managing, 

monitoring and promoting your brand, successfully 

recruiting and hiring strong candidates, and con-

ducting marketing research. Clearly, employers 

can maximize the benefits of these tools, while 

minimizing the legal risks associated with their 

usage.  
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This particular topic of technology in HR takes 
my thoughts in different directions. One is the 
idea of technology and its very pervasiveness, 
and, because of the technology devices which 
are hand held, owner owned, etc. So, there is 
the pervasiveness of it because of which there 
is easy access and availability of information, 
and there are a number of strands that are con-
nected with that: one is the idea that over a 
period of time it has become very difficult to 
keep people engaged with long dialogs and 
people would much rather have byte-sized 
information which is more useful for their 
current purpose, and therefore may probably 
not have the patience for text or information 
which is more dense or which requires more 
attention. I suspect that when we have such 
information, when we have such inputs for 
employees inside organizations, you may per-

haps not be able to get that attention for them. So 
they are becoming more and more dependent 
upon switched devices even to access infor-
mation. Now, because of that what we will also 
see is the issue of multitasking coming in, which 
I address in my courses as well. Say I go and 
meet my boss, and my boss is busy with his own 
smartphone, then probably the impact upon the 
person who has come to talk to such an executive 
is far from positive, because the person in front 
would obviously realize that he is not as im-
portant for this particular person, and therefore 
the attention span has gone down.  
I read this report from Scientific American which 
talks about the reading brain in the digital age 
which is about the paper versus the screen and 
given that most of the information that we are 
getting now is consumed off screens, so people 
are not able to comprehend and digest as much as 
is possible with paper products (http://
www.scientificamerican.com/article/reading-
paper-screens/). That is one thing which I 
thought was very much about how technology 
and the way in which information and knowledge 
is consumed today is not elementary, it is pretty 
important.  
The way it would be related to HR would proba-
bly be by looking at the idea that earlier, infor-
mation asymmetry was more common and it was 
not really inconceivable that a particular class of 
employee have more information, whereas the 
others on whom that information is getting used 
may probably know less about it. So, that infor-
mation asymmetry is no longer sustainable, and I 
am not restricting my comment only to the Right 
to Information Act which is currently applicable 
only to the government organizations but in the 
context for private organizations also. For in-
stance, there was a post on Facebook yesterday 
which talked about Kitnadetihai.in and how this 
particular website gives you details about the 
compensations available across the hierarchy in 
various organizations, and therefore that would 
also become clearly available and the kind of 
power available with HR managers to be able to 
withhold things to themselves- that probably 
takes a very different edge currently. Similarly, if 
there is something unsavoury which happens 
inside an organization in this digital age, it would 
probably be difficult to contain that only within 
the boundaries of the organization. So that also 
becomes more important; given that if something 
which you may not like in HR terms within the 
organization happens, it can very soon go viral. 
Therefore more HR managers will need to learn 
how to use that technology to be able to com-
municate, to be able to control damage. So that 
was the other idea that I was thinking of that 
given how information asymmetry is no longer 
sustainable, we will probably need to move more 

Change in the time of the Smartphone 
- Professor Manish Singhal   

SYNAPSE - 2015 

There is the 

pervasiveness of it 

because of which there 

is easy access and 

availability of 

information  

 

Prof. Manish Singhal is Associate 
Professor in the area of 
Organizational Behaviour at XLRI, 
Jamshedpur. He boasts an eclectic 
profile with qualifications in 
mechanical engineering, finance and 
general management, organizational 
behaviour and sociology, and 
experience in the disciplines of 
anthropology, archaeology, 
journalism and yoga as sadhana and 
therapy. He has wsork experience in 
chemical plant maintenance (J K 
Synthetics, Jhalawar), event 
management, administration, 
teaching and providing training in 
holistic personality development and 
various management functions and 
skills. In particular, six years of full-
time experience as a selfless 
missionary dedicated to ‘Man-
making & Nation-building’ has 
provided him the breadth of 
experience to be able to relate to 
various human challenges and 
encourage the move towards 
actualizing one’s potential. 



     SYNAPSE - 2015  

towards deliberate transparency, not accidental trans-
parency which comes about before employees from 
the non-organizational sources. Within the organiza-
tion also, there should be a greater amount of trans-
parency: the rules and procedures and the regulations 
will probably need to be more widely known, we 
will need to have repositories where people will have 
ready access to such information. So the kind of 
discretionary powers that were available earlier with 
the managers, in particular HR managers, will proba-
bly not remain so sustainable in the digital age today.  
Now another way in which technology may perhaps 
impact the HR profession is increasingly (which is 
what I hear from my executive friends) about learn-
ing and development. Given that I would want to 
reduce the training expenses for my organization, I 
would much rather have that conducted over VC 
rather than sending my own people across physically 
to a particular location to take advantage from that 
opportunity. That is one, but you’re still spending 
just as much amount of time.  
But in order to be able to keep track of that, or to 
cater to the reduced attention span, I probably will 
have more of virtual modules, which is also becom-
ing increasingly important inside organizations 
wherein I could’ve got Web 2.0 technologies and 
whereby the people can learn at leisure and given 
their own timelines and their own deadlines, can 
pace it out themselves. 
There is this particular formula about leadership 
development, the 70:20:10, where we are looking at 
70%, which is actual experiences, 20%, which is 
supportive relationships, and 10% from the class-
room. So we will need to see that even this 10% of 
the classroom need not actually be through formal 
instructions and classrooms any longer; that medium 
may also change.  Similarly, when we are looking at 
the supportive relationships, they may also change, 
with the advent of technology, more from face-to-
face to other ways in which we could support the 
executives, as they seek to grow in the organization. 

When we now look at the 70% actual experience, I 
would believe that even in this leadership develop-
ment, somewhere or the other we will need to 
make the executives - and I’m not talking only 
about the HR professionals but about the corporate 
executives - bridge the digital divide. For example, 
when we look at the traditional organizations we 
realize that not everyone would be equally skilled 
with the technology. Therefore, how is it possible 
to send the same message to people who wield 
smartphones and those who do not? How is it that I 
can seamlessly communicate with these two clas-
ses of people within the organization? 
Similarly you could look at other aspects of HR 
like Recruitment, Selection, and again there also 
technology will have an impact, wherein, possibly 
the referrals, the use of LinkedIn, the amount of 
information that you glean about an applicant from 
one’s social media pages, and how would I ascer-
tain their veracity and whether they present the 
complete picture of the candidate. We also need to 
see what happens to an individual’s privacy rights 
inside the organization and to what extent will the 
company be able to encroach upon what may per-
haps be considered private or personal, and how is 
it that one person may be able to use those re-
sources inside the organization for the benefit of 
the organization, and not only for personal enjoy-
ment. So, that would be another challenge, as to, 
how do we control that, and whether we would be 
able to develop a culture in an organization which 
will act as that soft power, a resource that people 
can lean on, to be able to conduct more, in accord-
ance with organizational demands.  
 

We will probably need 

to move more towards 

deliberate 

transparency, not 

accidental 

transparency which 

comes about before 

employees from the 

non-organizational 

sources.  
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individual’s privacy 
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It has been an eventful year for SAPPHIRE, the Human Resources 
committee at XLRI. With many successful collaborations with the 
industry and equally enticing competitions for the students, the com-
mittee has been able to contribute substantially to developing world 
class HR professionals. Some of the events that drew widespread 
participation from the industry and academia are listed here. 
 
Chaos 
Chaos launched its ice breaker event for the junior batch – Chaos. 
Chaos was an event that brought to the students a night filled with 
disarray and outright pandemonium. Over 180 students from BM 
and HR junior batch competed for the prize money of Rs.10000. The 
event comprised of two rounds. The first round was a quiz round 
and comprised questions mainly related to HR and also few of them 
checked the student’s knowledge of XL legacy. The second round 
was a labour market simulation. All in all, the event lived up to its 
name ‘CHAOS’ and was a truly exciting and thrilling experience for 
the participants as well as the moderators. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Battle HRoyale: 
This was an online quiz league and case study competition conducted 
by SAPPHIRE in association with GSK. The unique thing about this 
event was that the scale of the event was unprecedented. It saw partici-
pation from the top 60 B schools in India, with more than 670 teams 
and 1800 participants taking part in it. The total prize pool was a mas-
sive Rs 60000, and the top ranked teams in the quiz league also get a 
chance to work on case study conducted by GSK during the national 
HR conference.  

 
GSK Business Excellence Series: 
This was a case study competition conducted by SAPPHIRE in associ-
ation with GSKCH, whose aim was to explore solutions to the real 
world problems faced by GSKCH. The brightest minds of the country 
were set to task on this case, and the solutions were intriguing and 
insightful. Apart from being another achievement, it was also a huge 
learning experience for the teams as the case was complex and in-
volved a lot of analysis. The consisted of a maximum of 3 and a mini-
mum of 2 students, and the winning team received Pre Process Inter-
views from GSKCH for their summer internship process. 

A Fruitful Year: SAPPHIRE, And Its Events: 
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Inferno: 
Inferno, the Ensemble launch event organized by SAPPHIRE and 
FIREAX, was a treasure hunt with a 21st century flavour to it. It was 
open to all the students of XLRI. The students were provided with a 
set of pictures, which served as clues to locations in the campus. The 
students then had to take selfies in front of those locations and return 
to the starting point within the allotted time. The treasure hunt en-
sured that both knowledge of XLRI’s past and present, is required to 
win the hunt. The event saw massive participation from the students, 
and created an unprecedented buzz around the campus. Overall, the 
event was a lot of fun- a welcome break from the routine of classes, 
tests and assignments.  
 
War of Wits: 
The HR flagship event in this year’s Ensemble, War of Wits, was 
conducted by SAPPHIRE in association with Colgate Palmolive. 
This event aimed to go beyond a traditional management event, to 
celebrate not only business sense but also the zeal and creativity of 
the brightest minds in the country. The first round of the event was a 
time bound online quiz which tested the solidity of the HR concepts 
of the students, as well as how resourceful they can be given a tight 
deadline. The top teams were shortlisted for the second round, 
which was an online simulation round which had an online case 
study which was dotted with potential human resource problems 
which needed sound logic and bold creativity to solve. This round 
tested the thinking skills of the shortlisted teams, and the top 6 teams 
were invited to the XLRI campus for the final round.  The final 
round involved presenting the solutions to real life case study from 
Colgate Palmolive to the judges from the company. The case study 
involved coming up with ideas to increase employee engagement, 
and the judges had very insightful reviews of each and every presen-
tation. To the participants, it was a great learning opportunity, not 
only on the application of the concepts of human resources, but also 
on resourcefulness and presentation skills. The event proved to be 
mutually beneficial to both the student community and Colgate 
Palmolive. 

 
  
HR Unplugged 
HUL conducted a day long workshop for HR students of XLRI in 
collaboration with team SAPPHIRE.The workshop targeted the 2nd 
year HR students and was delivered by the esteemed alumnus of 
XLRI, Mrs. Sangeetha Rajalakshmi – General Manager HR at HUL. 
The workshop dealt with a case study based on improving and moni-
toring efficiency of the salesforce at HUL. The workshop saw par-

ticipation in huge numbers with more than 80 students participating in 
the workshop. 
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Imagine your typical day at the corporate of-
fice starts not by reading reports, and planning 
meetings but playing Angry Birds? Or playing 
Farmville and learning collaboration with the 
most annoying fellow in your team?  
 
Good news for the HR departments across the 
world! If the employees are busy playing 
games secretly on their mobile phones and 
company laptops- it is probably adding to 
Company’s bottom line! And your bosses will 
be happy about it.  
Sounds counter-intuitive? Welcome to the era 
of Gamification of the Workplace!  
The Gamification encyclopedia defines gamifi-
cation as “the concept that you can apply the 
basic elements that make games fun and 
engaging to things that typically aren't con-
sidered a game”. The leading gamification 
experts Badgeville define it as the concept of 
applying game mechanics and game design 
techniques to engage and motivate people to 
achieve their goals 
How did this concept evolve? Gallup reports 
that 70% of Americans are actively disengaged 
in the workplace. And then we have millenni-
als joining the workforce by the thousands 

each year. The need of the hour is to keep the 
tech-savvy population engaged. And what better 
way than making the workplace a game zone for 
those who grew up playing them? 
Gamification uses leaderboards, badges, points 

and virtual currency to help employees develop 

innovative thinking, strategy and team spirit. The 

designers at Silicon Valley have been keeping 

busy with developing cause-and-effect games, 

dynamic systems game, and skill building games 

to monitor the real world behavior of the employ-

ees. HTML, XML and the latest software provide 

a real life experience, and with real time data 

bring out the valuable  

information and behavior required by the busi-

nesses. These are specially designed to help the 

procrastinators (they are a dime in dozen in every 

organization) get involved in professional skill 

development. 

A BIT OF A HISTORY LESSON:  

1973: First mention of gamification made in a 

book “Game of Work” by Charles Coonradt. 

Also, the organization had been using strategy 

games with scientific elements for training. 

  

2002: The term was coined by Nick Pelling. 

2010: Concept gained popularity as 

Salesforce.com, and Badgeville started providing 

gamification services to its customers.  

2011: Gartner added it to its hype cycle for 

emerging technologies in its “on the rise” stage 

(Link ), along with Big Data, and Internet of 

Everything. 

2012: Soon, players like SAP, IBM, Microsoft, 

and Deloitte Consulting started using gamifica-

tion as a practice in their organizations. 

Some classical examples of learning, customer 

reputation building via games are: 

A) In a game called procurement fraud indica-

tors, players get a set of 8 different scenar ios 

with a chance to collect information and draw 

hypotheses to figure out if there has been a pro-

curement fraud. In the next level, they have a 

chance to question the likely suspects and clear 

the game by answering questions about the fraud.  

B) Starbucks went a step ahead. Each time their 

GAMIFICATION OF THE WORKPLACE 
- Adwitiya Tiwari, HRM 2013-15, XLRI Jamshedpur  
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mobile app “My Starbucks reward” is used to pay 

for the coffee, the customer gets a “Gold Star”. Eve-

ry 5 gold stars mean a “green level” status and free 

coffee refills for an entire day.  In Q1 2012, 25% of 

their customers were using My Starbucks reward for 

the purchases.  

C) And then there is Nike+. Launched as early as 

2006, this mobile app, which challenges people to 

record the pace and distance of their running, now 

has a “Cheer Me On” addition. Nike+ GPS will post 

status updates on the user’s Facebook page with the 

location, and the runner can see the motivational 

sentiments and cheers shared by his friends while on 

the run Salesforce.com has sprung up with multiple 

games for customer service improvement and sales 

management.  

GAMIFICATION AND BIG DATA 
Like Big Brother, Big Data is everywhere. Gamifi-

cation results can be captured and analyzed to find 
the content and activities that motivate and engage 
the employees. Implementation of these suggestions 
can lead to a significant increase in sales, customer 
satisfaction and loyalty.  
 
HOW IS CORPORATE MILKING THE COW?  
Accenture Paper has enlisted different uses of 
gamification in recruiting, training, sourcing and 
performance management. The American Army has 
always been using games to train and recruit the best 
of the pick for their ground soldiers.  
L’Oreal’s Reveal has topped all charts, and won Top 
Com d’Or in the 2011 Top Com Corporate Busi-
ness Awards' Digital/Multimedia category. It is a 
game designed for professionals to figure out their 
suitability in different careers in L’Oreal, using their 
talents and skills in a environment that resembles the 
L’Oreal culture. Thomas Riegel, the Recruitment 
Director at the Global Cosmetics firms explained 
how within hours a man figures out where his skills 
are best suited – from Finance to Marketing to HR, 
and accordingly the best performers are invited for 
interviews.  
 
When Deloitte’s CRM was failing, Duggan asked 
the sales force to start as chicken hunters. They used 
more features of CRM, achieved higher game rat-
ings and sales force satisfaction increased dramati-
cally. 
SAP promotes collaboration and teamwork 
through a pilot app that allows employees to social-
ize and learn the importance of SAP’s environmen-
tal goals like carpooling. Another travel expense app 
allows employees points for timely and accurate 
reporting of their expenses.  
The trend is still to catch up in India. Prashant John, 
Executive Director K’wench revealed that only 10% 
of Indian corporates use gamification.  



Where does it lack? 

Gamification is found to reward and encour-

age basic behaviors, like team playing – but is 

found lacking in larger term orientation and 

big picture thinking. 

HAS THE GAMIFICATION BUBBLE 

BURST ALREADY?  

 

Every trend that becomes an overnight hit 

finds its share of doubts & critiques. People 

have questioned the sustainability of gamifica-

tion practices. Once the hype wears off, then 

what? Gartner unknowingly added fire 

through a 2012 report which stated that by 

2014, 80% of all gamification apps will fail 

due to poor design and inability to meet the 

business objectives.  

 

Well, like every other invention – gamifica-

tion has to evolve. Here is the basic recipe to 

make it successful in implementation for the 

next 10 years:  

Customize: The r ight competencies, busi-

ness situations and lessons must be focused on 

while designing the games. It would make no 

sense if the game is not linked to the organiza-

tional learning strategy 

Leadership support: Many learning initia-

tive fail as the business leaders fail to back 

them up. Employees treat them as another run 

of the mill training program and all the plan-

ning goes down the drain. Given how expen-

sive some of these games can be, well – lead-

ership must themselves show commitment for 

Gamification exercises, to ensure the right 

attitude towards it. 

Localize: The game should be designed to 

cater to different levels, and not just be a one-

size-fits-all exercise. Further, it should have 

the flexibility to cater to the needs of different 

geographies and functions. A war game would 

be considered perfect for European branches, 

but can be misconstrued as offensive in war-

torn Middle Eastern states.   

Track the changes: You designed a game, 

and you got your employees engaged in play-

ing it. But you cannot please the Big Bosses in 

the ivory towers just like that, can you? The 

whole idea of gamification is to have measura-

ble targets, with tracking ability to measure 
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the improvement in the skill level of the per-

son. 

Recognize it socially: The winners should 

be allowed to share their scores online, which 

solves their appreciation and recognition 

needs and makes them more engaged.  

Gamification underlines the growing impact 

of technology in human systems. A perfect 

example of how human variable and technolo-

gy collaborate to create the perfect learning 

platform for the 21st century workforce. 

CHROs conscious of how technology is im-

pacting and changing the workplace have to 

consider gamification as a game changing 

opportunity. If aligned perfectly with organi-

zational strategy and objectives, it can become 

the competitive advantage they have been 

looking for.  
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Stuck up at work? Where do you look first to 
resolve? Peer learning through colleagues in 
different forms largely embodies the latest 
trend in organizations, social learning. Easy 
value addition to knowledge base and expertise 
on all matters using social networking in the 
global space defines a framework, the objec-
tive of which is to enhance effective learning at 
optimal costs. 
The sources for social learning on an organiza-
tional level can broadly be classified into three 
Cs:  
Crowd: It is a set of all the employees in the 
organization. Simply put, it comprises all the 
people with whom an individual can connect.  
Community: It comprises people who share 
similar interests and knowledge about a devel-
opment area, irrespective of their active partic-
ipation in the process. 
Committed: The people actively connected, ie. 
the ones at the sending end or the receiving 
end of the information form this group. These 
are the ones personally connected with the 
individual in the learning process. 
People move out and into any of the groups at 
any point of time. Also, the commonality with 
the nodal point narrows down as we move 
from the crowd to the committed. 

At the very outset, two misconceptions should 
be cleared. First, that the term ‘social learning’ 
is a recent development. Actually, it has exist-
ed for a very long time. The ancient philoso-
phers, Socrates and Plato were known to prac-
tice social learning almost exclusively. Talking 
about the corporate scenario, even the most 
primitive learning models of organizations 
have incorporated social learning as the basic 
fundamental. 

Then why has it seemed to gain so much im-

portance in the recent past? It is because of the 
massive leveraging of technology through vari-
ous social networking tools, at various organiza-
tional levels, that it has become a lot more con-
spicuous. The scale to which the web based tech-
nologies have been put to use has reduced the 
barriers, now predominantly related with the 
past.  Nevertheless, social learning is the most 
natural way of learning and interacting with the 
world. 

The second misconception, the failure to under-
stand ‘social learning’, primarily arises due to the 
first one, discussed earlier.  It is generally be-
lieved that the use of technology alone drives a 
successful social learning process. Technology is 
only an aid and it is imperative to understand that 
learning in the social context has prevailed for 
centuries. Strategizing the whole developmental 
process and differentiating it from the conven-
tional and traditional learning interventions leads 
to the correct application, minimizing the chanc-
es for undesired outcomes. For an effective struc-
ture, preparing a framework as well as communi-
cating the values and objectives of the framework 
to the relevant audience is essential. Since merely 
developing a framework may not lead to the 
acceptance of the same among the employees, 
the integration of social learning into the fabric 
of organization design should be the essence of 
the whole framework. 

Let us see the cause of this recent buzz about 
social learning. It is coming across as the most 
pervasive terminology in the learning domain yet 
it is difficult to implement effectively.  US com-
panies increased their spending on social learning 
tools and services by 39% in 2012 over 2011. 
Analysts predict that such numbers will continue 
to grow as companies look towards social learn-
ing as a master tool for engaging their employees 
in a cost effective way. 

For social learning to happen in the right way, 
the process needs to be backed by a vision and a 
robust strategy. Simply opening up social net-
working sites and providing people a platform to 
share their ideas will not help them to learn and 
retain their learnings over a time period. Social 
networking sites like Facebook, Twitter and 
LinkedIn have been where they are because they 
have kept themselves updated with the needs of 
their audience, evolving over a period of time. 
Their makers had a vision and a robust strategy 
in place to build a network which passed the test 
of time. Specifically, the field of technology-
based learning is a fast paced one where what 
might seem relevant today might become redun-
dant soon. The dynamic growth of technological 
services complemented by the pervasiveness of 

Social Learning in Organizations 
- Sagar Srivastava, PGP-HRM 2014-16, MDI Gurgaon  
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information sharing throws a challenge to this gener-
ation’s strategists to develop and sustain services 
which help in developing the human capital to its 
fullest potential. 

Ideas need to evolve with clear objectives in order to 
help develop sustainable practices. As part of the 
strategic action, few things need to be kept in mind 
while developing learning management systems that 
focus on social learning. 

Identify learning goals: 

At the very outset, the goals should be clearly de-
fined in terms of the objectives for which the whole 
structure is designed. Mostly, the focus remains on 
showcasing the peripherals and the purpose of learn-
ing is lost. Also, the learning from the collaboration 
of groups needs to be encouraged, which is the 
whole idea of the set up. After identification of the 
goals, the employees should be given a certain level 
of autonomy to chart their path to realize the desired 
outcomes. The freedom to guide one’s own develop-
ment ensures optimal performance in a favourable 
learning environment. 

Assessing the effectiveness of the system on a dy-
namic basis: 

The foremost question that should be asked is wheth-
er the system resolves the issues faced by the people 
in their daily work lives. If not, it puts a big question 
mark on the relevance of the entire system. It should 
be such that that the takeaways from the process help 
people enrich their solutions and increase their 
productivity. In a world where people are running 
away more and more from classroom programs and 
do not want to get tied down to constraints, the pro-
cess should cater to their busy schedules and answer 
their problems when they need answers the most. 

Organizations have shown that following best prac-
tices they have been able to evolve sustainable social 
learning methods using social media. It helps im-
proving performance cascaded from the lowest lev-
els to the highest levels. The individual outcomes are 
reflected in the business of each unit and eventually 
in the revenues of the company. Few examples de-
tailed below are testimony to the evolving role of 
social learning in the today’s organizations. 

NASA using NASASphere: NASA uses this social 
network to enable collaboration of its knowledge 
workers in order to support it vision of space explo-
ration. It realizes that new ideas have increasingly 
become difficult to evolve and thus an input from the 
community is imperative to sustain its idea. An en-
terprise level social network enables the exchanging 
of ideas and collectively building of intelligent solu-
tions. 

Qualcomm using Yammer: Qualcomm is using 
Yammer to connect its employees across various 
geographical and functional divisions 

Agilent Technologies using Wiki: Two years ago, 
the globally present solution provider created Wiki 
as a collaborative learning software for its employ-
ees. The model specifically focuses on tech savvy 
Gen Y learners who look forward to knowledge 
sharing to overcome various challenges. 

SFR using ActiveNetworker: The French cell 
phone company implemented this social network-
ing tool from Jobpartners to build a social learning 
culture encouraging knowledge sharing to create 
innovative solutions and build new ideas. Also, it 
allows the employees to join various groups of 
their interests. 

British Telecom using Dare To Share: Though the 
new platform does not replace the traditional learn-
ing system in the company, it certainly augments 
in a big way the informal learning opportunities, 
the purpose for which it was developed. The plat-
form leverages Microsoft Sharepoint to help em-
ployees create various knowledge sharing groups 
and then discuss and debate relevant topics. 

Effective social learning using technological ad-
vancements helps people retain the information for 
a longer period of time as compared to the conven-
tional methods. Showing people what to do and 
then letting them reach the goals in their own de-
sired ways has proven to produce favourable re-
sults. To retain what the employees have learnt, it 
is important for them to put their learnings to prac-
tice without any significant lag of time. The cur-
rent trend gives the liberty to experiment, innovate 
and develop an attitude of information sharing, 
thus fulfilling the purpose of social learning. 
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Anshika has suddenly taken ill & won’t be able 
to attend office. So she drops in a WhatsApp 
message to her boss seeking permission for a 
leave. Within minutes she gets a message con-
firming the approval of the leave. Getting 
leaves approved on WhatsApp would have 
been unheard of in the not-too-distant-past, but 
the social media revolution has torn down 
many a taboo.  
Well, social media has its darker side as well. 
Picture this, after a frustrating 16-hour day at 
work Nilesh updates his Facebook status- “Job 
Sucks!L” The likes & sympathetic comments 
notwithstanding, Nilesh is given the marching 
orders when he walks into office the next day. 
Not to sound too clichéd, but in the modern 
day VUCA world, as the business world is 
embracing social media, the ramifications for 
the workforce are profound & far-reaching. 
Today’s changing business landscape demands 
that the role of the HR professional has to be in 
sync with the needs of the evolving organiza-
tion. Organizations that have embraced the 
social media revolution as part of their design 
have created remarkable impact and disruptive 
innovation in the industries they operate in, 
overturning existing business paradigms. In 
this social era, the ability to move fast and out-
innovate competitors while constantly noting 
feedback from stakeholder networks is what 
makes companies the market leaders. Compa-
nies are integrating social technologies into 
their employee life cycles right from recruit-
ment, skill development and employee engage-
ment to employee exit.  Companies are on a 
relentless quest to enhance their social media 
presence.  
 
Emergence of Social Media Tools: 
 
The near-future holds an explosion of HR so-
cial media usage with organizations embracing 
mobile and social technologies to build loyalty 
and revolutionize processes. Social media tools 
allow users to communicate more effortlessly 
inside and outside the organization & support 
them in finding the information they want 
when they want.  Social HR tools can be ac-
cessed through browsers, specialized apps on 
mobile devices or be bundled in holistic social 
business software platforms. Commonly used 
tools include: 
Networking sites: Social networking sites 

such as Facebook, LinkedIn can 
connect individuals with similar 
social or business backgrounds. 

Information Sharing Portals: Shar ing files 
via email has become redundant 
owing to the sheer volume of infor-
mation to be shared. A more method-

ical storage and access facility is of-
fered by dedicated file sharing utilities. 

Blogs: These are the perfect forums for  infor-
mal sharing of information and opin-
ions  

Wikis: They come across as useful knowledge 
management alternatives for generating 
shared documentation and a central 
repository of knowledge. 

Discussion Forums: They facilitate online dis-
cussions to create a sense of communi-
ty around a particular corporate issue 
or project. 

 
Gamification in HR: 
 
A large number of companies report that a major-
ity of their workforce is not engaged or is active-
ly disengaged in their work which translates into 
billions in lost revenue. Gamification allows HR 
teams to develop a more interactive, rewarding 
and attentive workforce. Though the idea of gam-
ification attempts to induce employees into doing 
what they should already be doing, it is indeed a 
powerful tool to leverage intrinsic motivators to 
drive desired employee actions. Gamification can 
be incorporated into a wide spectrum of HR pro-
cesses. Companies are increasingly turning the 
recruitment process into a gamified experience 
by hosting competitions on social media. Re-
warding candidates at each step not only helps 
attract qualified candidates but also enhances 
the onboarding efficiency significantly. Gamifi-
cation can also be used by HR teams to promote 
a positive corporate culture by rewarding em-
ployees for providing process or product im-
provement suggestions, or even participating in 
company-wide volunteer programs. A gamified 
platform can be used to track these activities and 

opportunities & provide intrinsic motivation to 
the entire workforce. Adding a gamification ex-
perience to online learning programs by offering 
rewards for completion of each program can spur 
employee involvement. HR departments can map 
mission-based career paths for its employ-

Role of Social Media in the Evolving Face of HR 
-Saurav Kumar Das and Sanjana Grover, HRM 2013-15, XLRI Jamshedpur   
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ees showcasing their progress & the steps employees 
would need to take to grow further in the organiza-
tion. . 
Social Recruiting: 
 

Following the global recession, companies are prun-
ing their recruitment budgets. In this wake utilizing 
social applications by HR professionals to attract, 
engage and recruit job candidates has emerged as a 
well-accepted strategy. It has got several facets. 
Usually candidates do in-depth research on the or-
ganization to find people who have worked there & 
follow their words on social networking platforms to 
form an initial impression. By giving due considera-
tion to the applicants’ journey and the entire recruit-
ment process, employers can further build their 
brand. Social media platforms like Facebook & 
LinkedIn help employers identify the right people 
and find out what they are interested in. Human in-
terventions through interviews & competency tests 
can then be deployed to create further engagement 
needed to bring them into the organization. 
 

Candidate relationship management forms the crux 
of the social recruitment initiatives.  A prospective 
employee pipeline can be created as well as nurtured 
around specific skillsets, by developing relationships 
with candidate pools across social networks. This 
allows recruitment managers to not only measure the 
current skill levels of the pool but also hone them 
further. The current employees of an organization 
know best about the workplace & the work culture & 
should be honed as trusted brand ambassadors to 
find ideal candidates through their social networks.  
Social media offers companies an ideal platform to 
showcase their brand image to candidates when they 
apply for a job.  
Innovative new companies like Jobvite, Work4 and 
TalentBin offering social recruitment solutions, are 
making remarkable progress, developing advanced 
platforms. With a thrust on employment branding, 
user experience on these platforms holds the key to 

communicating the company’s value proposition. 
With extensive focus on data mining and analysis, 
Big Data continues to be a priority in developing 
profiling tools to find & map talent. 

Real Time Performance Management: 
 
Not many would disagree that performance re-
views are indeed among the most dreaded rituals 
for any organization. Managers find tracking em-
ployee performance over an annual cycle not only 
cumbersome but time consuming as well. On the 
flipside, employees are discontented with the tri-
fling feedback and the lack of a line of sight be-
tween their goals and the broader organizational 
objectives. Employees belonging to the millennial 
generation seek more frequent dialogue about their 
performance. In view of these challenges, several 
progressive organizations are doing away with the 
periodic performance cycles and moving towards 
real-time feedback. Social performance feedback 
by peers, co-workers and seniors provide real-time 

and instant feedback on employee performance. By 
offering employees the deserved recognition and 
visible rewards for their efforts in real-time, organ-
izations provide positive reinforcement for em-
ployees to deliver superior performance on a sus-
tained basis. 
 
Learning through Social Media: 
 
Social media learning platforms allow employees 
to create a social profile that reflects their expertise 
and interests.  Social Bookmarking is one of the 
most useful tools on the web that allows users to 
save, tag and easily re-find sites that they find 
useful. It also helps them track what others with 
similar interests are viewing & saving. TELUS, a 
Canadian telecommunications company recently 
embraced the MS SharePoint server as the crux of 
its social learning initiative. The system can be 
utilized to support learning through a formal, infor-
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mal and social content paradigm, including 
networking, blogs, wikis, videos, communities 
and collaboration sites to encourage 
knowledge sharing among team members. The 
true impetus behind this method is promoting 
better employee relationships & motivating 
them by giving them the relevant tools that 
enhance their productivity. This social learn-
ing setting encourages individuals to experi-
ment, innovate, collaborate, communicate and 
share their knowledge in engaging ways. This 
not only enhances engagement ratings within 
teams but also cuts down learning costs signif-
icantly. 

Social Media as an Enabler for Employee 
Engagement: 
 

Employees who are socially connected and 
engaged at work are more aligned to organiza-
tional values, are highly motivated and drive 
the business results. The basic premise of the 
social era is to create social experiences at 
work that mirrors the employee’s actual 
world. Employee satisfaction surveys have 
indeed become an anachronism of sorts as 
social media platforms allow organizations to 
measure the employee satisfaction levels on a 
daily basis. The organization’s culture gets 
reflected every day on these platforms based 
on how the company responds to the infor-
mation it gathers. Employee social experience 
offers tremendous opportunity for HR teams 
to harness this free but powerful data to shape 
the organizations policies. By making the 
workplace experience social, organizations 
can communicate a commonality of purpose 
and clarity of thought on what the organiza-
tions stand for and how the employees can 
contribute towards organizational goals. 
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In Conclusion: 
 

Social media offers HR professionals an op-
portunity to connect with people that they 
would never have had the access to otherwise. 
With the business world undergoing a para-
digm shift from being a knowledge economy 
to an innovation economy, these are critical 
times for the HR function. As the social media 
revolution blurs the boundaries between the 
workplace and employees’ private lives, HR 
professionals have to take a bold and coura-
geous stand to steer their organizations into 
the reality of social networking. 
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