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INTERNAL GUIDES Two initiatives are in place to help create a pipeline of leaders as the conglomerate increases its consumer focus

Aditya Birla Group Gets Transition
Coaches to Mentor Young Leaders
The Big Leap
Group to create
a pipeline of
leaders to take
up key roles
through the ‘Lead Leap’ and
‘Cutting Edge Program’

Beneficiaries:

Cutting Edge Program helps
young leader-managers to
become P&L heads and take
complete responsibility
for all the revenues and
expenses of the business

cluding Hindalco Industries, Idea
Cellular, Madura fashions and Ultratech Cements, with operations
in over 40 countries.
“We are not disparate businesses
anymore… and we need to
create a consumer brand mind set
among employees,” Misra said,
pointing to the group’s increasing
presence in service and consumerfacing industries.
The group portfolio includes a
combination of both asset heavy
global businesses such as metals
and cement and asset light businesses such as retail, financial services, insurance and telecom.
On Wednesday, the Reserve Bank
of India gave in-principle approval
to Aditya Birla Nuvo to start a payment bank. The group is also reported to be eyeing a strong presence in the ecommerce space, either
through acquiring existing players
or building one from scratch.
Misra said having a strong team
of young managers is important in
consumer businesses that require
quick decisions.
In the recent past, young managers such as Suraj Bahirwani, COO,
hyper market, at Aditya Birla Retail; Bijoy Chatterjee, head of Star
Cement, Bahrain; Sunaina De
Cunha, fund manager, fixed income, at Birla Sun Life Asset Management; Rakesh Pundir, functional head, network services, at Idea

Kala Vijayraghavan
& Rica Bhattacharyya

Mumbai: The Aditya Birla
Group has roped in transition
coaches and internal chieftains
to mentor young leader-managers who are being promoted as the
metals-to-retail
conglomerate
transforms into a more consumer-facing organisation with expansion in telecom, retail and financial services.
Over the past one year, the $41-billion, or about Rs 2,67,000-crore,
group has been handing several
key roles with profit and loss (P&L)
responsibility to young leaders,
most of them under 35 years.
“Young talent in the system are being given larger responsibilities as
first-time managers as the organisation transforms into a more learning and consumer focused entity
which is more agile, proactive and
empowered in the marketplace,”
said Santrupt Misra, global human
resources director of the group and
CEO of Carbon Black. “It is about
creating a culture of acting and reacting faster in the marketplace,” he
told ET at an exclusive meeting.
The group has two initiatives —
‘Lead Leap’ and ‘Cutting Edge Program’ — in place to create a pipeline of leaders to take up key roles
in its more than 40 companies, in-

Vishak Kumar, recently elevated as CEO
of Aditya Birla Retail from his earlier
role as CEO, supermarkets
Kapil Agrawal, who got promoted as
COO, overseas spinning from senior
vice president, buying and
merchandising, retail
Shital Mehta, who moved from being
COO, international brands, at Madura
Fashion & Lifestyle, to CEO, Pantaloons

Young talent in the system are being given larger
responsibilities as the organisation transforms into a more
learning and consumer-focused entity… It is about creating a
culture of acting and reacting faster in the marketplace
Santrupt Misra

Global human resources director & CEO, Carbon Black

Cellular; and Munish Rathi, factory head at Aditya Birla Insulators,
were elevated to their current
roles under the Lead Leap initiative, which offers opportunities to
work across the group's diverse
businesses and meet and engage
with its eminent business leaders.
The Cutting Edge Program helps
young leader-managers to become
P&L heads and take complete responsibility for all the revenues

SHARP FOCUS

The aim is to have a
strong team of young
managers, crucial for
quick decision- making
and expenses of the business.
Those who have come up through
this initiative include Vishak Kumar, who was recently elevated as
CEO of Aditya Birla Retail from
his earlier role as CEO, supermarkets; Kapil Agrawal, who got promoted as COO, overseas spinning
at the group from senior vice president, buying and merchandising,
retail; and Shital Mehta, who
moved from being COO, international brands, at Madura Fashion
& Lifestyle, to CEO, Pantaloons.
Executive search experts said

coaching and mentoring is becoming an integral part of transformation strategies of Indian conglomerates and business houses.
“Senior management ages are becoming lower everyday across sectors, be it consumer, retail, FMCG,
technology or any other. At the
same, time business environment is
changing faster than people are able
to adapt,” said Navnit Singh, chairman and managing director of India for Korn/Ferry International.
“In such a scenario, a lot of Indian
business houses are realising that
in the end there is no better way to
build talent than giving people
from within the opportunity to
grow by training or coaching
them,” he said.
The Aditya Birla Group had been
working on a centralised employer
brand strategy across its companies. According to Misra, the group
HR has taken the ownership of the
employer brand centrally to ensure
appropriate alignments and investments between the companies.
“Strengthening the parent brand
would allow all companies, small
and big alike, to leverage this brand
equity for talent acquisition and retention. Centralised ownership also
helped the group in reducing their
go-to-market time, maintaining consistency in brand communication
and ensuring seamless execution of
various initiatives,” Misra said.

At Vistara, Top Execs GenY Veers Off the Regular Trail,
OPTS FOR NEW-AGE CAREERS
Hit Ground Zero
Varuni.Khosla@timesgroup.com

New Delhi: It may have taken Tata
Sons and Singapore Airlines (SAL)
over six decades and three attempts to
fly high with premium carrier Vistara, but the company is doing its best to
train its employees, involving top executives in the process.
The six-month-old company is
working towards a ‘people first’
strategy, going straight to its hangars and holding areas to mentor its
650 employees across 10 stations
and a corporate office.
As part of the mentorship programme, the company’s top corporate executives are mandated to
spend four days a year with employees on the ground or at a station, to have ‘gup-shup’ sessions
over tea and tackling issues on the
ground while mentoring them.
The exercise encourages every
member of the company’s management team to go to each location or station. The team, including the CEO, is assigned a station
to understand what is going on at
the ground level and work with
the employees and leadership
teams there to motivate them.
“Sometimes they even find an impediment at a local station, which
the local head may not be able to

spot.This helps close down the hierarchy,” said S Varadarajan, CHRO
and head of corporate affairs.
The company chiefly draws its
training practices from from SAL’s
service excellence assurance and
Tata Group’s hospitality strategies. The effort brings hope in a
sector not known for cutting-edge
people practices. “We need a transformation in the Indian aviation
industry,”
said
Mark
Martin,
founder and CEO,
Senior
Martin Consultexecutives
are mandated ing. This is how
airlines are run
to spend
globally, he adds.
four days a
“The South East
year with
Asian practice of
employees
on the ground rolling up your
sleeves and getting
or at a station
down to work
shows the company is in it for the
long haul."
The move will facilitate two-way
communication, added Sonal
Agrawal, Accord Group India.
“Since mentoring is an intense
process, I am not sure most CEOs
have the bandwidth to mentor frontline staff one-on-one. However,
many business heads do ensure direct interactions. It helps the management appreciate operational issues they face,” she added.

At least 75% students prefer to go in for new-age career options
over traditional careers, a CareerGuide.com survey to map career
trends among students in metros and smaller cities has revealed.

POPULARITY OF
CAREER COURSES
AMONG URBAN
VS RURAL
STUDENTS

The survey, shared exclusively with ET, was conducted
with 5,000 students in the 15-21 age group across 75
different cities, towns and rural areas to check on trend
awareness on various career options and popular choices
and aspirations of Indian youth.

RURAL
Teaching

80

20

Excerpts from the findings:

Civil services

SOME NEW-AGE CAREERS POPULAR AMONG STUDENTS
Travel & tourism

Content writer

URBAN

74

24
Medical

Digital marketer

53
43

Information technology

30%

34%

50%

Psychologist
Among students
from metros,
careers such as
social work and
non-profits are
emerging as
popular segments

25%

40%

Biotechnology

Economics

14

Graphic designer

Though engineering and medicine have
been mainstream in metros and Tier-2
and Tier-3 cities, courses like BBA and
mass communication are getting
popular. Students from metros were
more aware about job-oriented courses
than their non-metro counterparts

In Tier-2 and Tier-3
cities, BCom and BA
courses are popular,
whereas in cities and
industrial centres,
students opt for
industry-specific courses

64

34

30%

Students in metros
are more inclined
to go up to the
post-graduate
level as compared
to those in nonmetro locations

74

Management & marketing

40

64

Tourism & travel

50
50

Speed up, Leaders
of a Digital World
KRISH SHANKAR

Office of the Executive Engineer

Rural Development Special Division, Chaibasa
Request for proposal (e-Procurement) Notice
Reference No.RDD/SD Chaibasa/01/2015-16/RE/ 2nd call
Sl. Name of work

1

Estimated Cost

2

Earnest Money

3
4
5

Tender fee
Completion Period
Date of publication of tender
on website
Date/time of receipt of Bid

6

Construction of Bridge over
Kariyapos Nala at Chainage- 7000 m
from Sagjori Chok to Tirilposi via
Digha Road in Manoharpur Block
under West Singhbhum District.
20942400.00(two crore nine lacs
forty- two thousand four hundred) only
418900.00 (four lacs eighteen
thousand nine hundred) only
10000.00 (Ten thousand)
15 months
27.08.2015

From 04.09.2015 to 16.09.2015
upto 5.0pm
7 Technical bid opening date
22.09.15 Time-2.0 pm
8 Name & address of office
Executive Engineer
inviting tender
Rural Development Special Div.
Chaibasa.
9 Contact no. of e-procurement office
9431798774
0651-2401148 0651-2401750
10 Helpline no. of e-procurement cell
N0te- Only e-Tenders will be accepted
Further details can be seen on website http://jharkhandtenders.gov.in
PR No.126238(RD)/2015-16

PR 129172(Rural Development)15-16

Executive Engineer
Rural Development Special Div.
Chaibasa.

Recently, news reports have been rife
with the growth of startups and ecommerce firms — heralding our fast progress into the digital revolution. The
world is changing surreptitiously, and all
of a sudden we see a big disruption that
strikes a blow at an existing institution or
way of working.
Take supply chains. They are now shorter and more seamless. The need for proximity and control is being eliminated,
and flexibility has been given huge wings
with the reduction in transaction costs.
Technologies like 3-D printing will further shape supply chains, and the old recipe of ‘huge factories in low-cost locations’ may be a thing of the past.
The digital economy promises access and
egalitarianism, cutting out hierarchies,
middlemen and layers. Power equations
are changing, and the digital age needs
newer forms of engagement, newer ways
to go to market, and newer skills. Speed
and experimentation will be critical —
changes in technology are eroding existing sources of competitive advantage.
As computing power increases and is
virtually in the hands of people, it is obvious machines can now do most analyses
and take rule-based decisions, leaving
managers to primarily set the strategic
direction and lead people.
Greater mobility of resources and talent
means the traditional definition of functions and roles is being redefined. The ivory
tower is being penetrated by a lot of emerging disciplines — analytics, behavioural economics, digital and social media, newer
channels and more. The spread of information and opportunities has opened up
many new sources for talent to contribute,
and talent is thus more mobile.
As these changes slowly strike at the
roots of what held us together, we now

need some newer leadership behaviours
to be successful in this digital world.
What might these be?
■ The ability to see patterns — moving
from analytical to conceptual thinking.
This involves a greater focus on the bigger picture, systems thinking, connecting the dots, being multi-disciplinary, and
being able to work in ambiguity
■ ‘Multi-level’ thinking — The key to this
is strong conceptual skills coupled with
the ability to learn and unlearn quickly.
The digital world will need people who
break the shackles — and this calls for
versatility and agile learning.
■ Ability to seamlessly interact across
boundaries, silos and hierarchies — Leaders need to have the ability to build networks externally and internally, and be
‘citizens of the ecosystem’, not just a citizens of an organisation.
So what needs to change in our leadership development processes to build capabilities
for the digital age?
Machines can
The basic principle of
now do most
leadership development —
analyses
most leadership develand take
opment happens on the job
rule-based
with the right experiences
decisions,
— will still hold true. Given
leaving
this premise, here is what
managers to
organisations need to do:
set strategic
■ Provide experiences
direction and
that are outside-in, by
lead people
radically enhancing the
time spent on projects with customers,
partners and in understanding the external ecosystem
■ Build experiences around projects
where the leaders have to encounter and
manage a lot of diversity across levels,
backgrounds, nationalities etc. Give
them global exposure early on
■ Let young leaders work in some unstructured projects or jobs. Giving them
experiences in emerging businesses, the
startup kind of enterprises will build
them for the future
Of course, a lot of the development experiences are very contextual to different
companies and their challenges -- but it is
worth thinking about some of these as we
build future leaders for the digital age.
The writer is head, human resources,
Indian subcontinent, Philips India

More Women
Return to
Work Post
Maternity
Anumeha.Chaturvedi
@timesgroup.com

New Delhi: For scores of women persistently battling systemic biases on their return to the
workforce post maternity, this
could be heartening. A first-ofits-kind maternity best practices study conducted in India by
Interweave Consulting and
shared exclusively with ET reveals that return rates of women
post maternity are improving
and a majority of organisations
have adoption leave and other
benefits in place besides the
mandatory maternity policy.
Interweave surveyed 19 companies across IT/technology,
BFSI, consulting, retail, hospitality, ITeS, manufacturing,
telecom and media.
The report revealed that 67%
women returned
to the workforce
post their maternity leave in 2014,
women
as compared to
returned to 58% in 2012. At
workforce least 79% of the
post
companies had
an adoption leave
maternity
leave in 2014 policy in place,
and 57% provided
versus
it for the same duration as the
mandatory maternity leave. 53%
in 2012
of the companies
have a defined HR and communication strategy for mothers
availing of maternity benefits
and 21% conducted manager
training on sensitivity for
young mothers.
“The biggest and most challenging work phase for
women is maternity. Research
has shown that this is the time
when women drop out of the
workforce. We have seen
organisations are now supporting them,” said Kalpana
Tatavarti, partner at Interweave Consulting.
Nearly 50% of the organisations surveyed had tie-ups
with crèches. Almost 79% allowed employees to work from
home, while 32% had a sabbatical policy in place.

67%

58%

VIEW

Sync the
Workplace
to Life
It is heartening to see a
larger number of workplaces making it possible
for women to return after
their maternity leave. The
same consideration
should be extended to
those adopting children,
and men desirous of taking paternity leave. With a
larger number of women
in the workplace, the effort should be to have facilities or practices that
help new parents balance
the demands of a workplace with infant care. The
either-or of work-family
should slowly, but surely,
become a thing of the past.

Motilal Oswal
Financial
Services Starts
Internal Radio
Brinda.Dasgupta
@timesgroup.com

Bengaluru: In an initiative
aimed at a deeper connect with
employees, Motilal Oswal Financial Services (MOFSL) has
unveiled an internal radio
channel — ‘Radio Masti’ — to
keep workers engaged and create a more fun environment in
the office. The firm has partnered with Bengaluru-based
Timbre Media for running the
programme, which is played
daily post market hours.
“It’s a great way to connect
with employees. The contents
of the programme have been
kept light,” said Sudhir Dhar,
associate director and headHR, MOFSL.
While the show was primarily
conceptualised to keep employees updated on various developments within the firm,
the programme now also announces birthdays of employees as well as gives details of
workplace activities.
Since its first airing on August 3, the show has featured
interviews with associates
who share their experiences
and achievements at the firm.
The show can be accessed
through desktop, laptop and
on mobile phones, and plans
are afoot to build an app for easier accessibility.

