
HR NEWS & VIEWS

NOV | 2022

HIRING METRICS

LEADERSHIP DEVELOPMENT

CULTURE DEVELOPMENT – A STUDY

HR INTERNATIONAL

COMPANY UPDATES

EXPERIMENT 

to Innovate







EXPERIMENT

to INNOVATE

how critical is it for the company leadership to 

encourage experimentation…



In today’s competitive 

market either it is services or 

product, the only thing that 

drives customers are how 

different is it compared to 

the earlier version / model…

So to maintain the 

competitive edge it’s not a 

choice but the only option is 

to “INNOVATE”.



KEY TO INNOVATION

It needs to be understood that innovation does not 

happen daily, however it is an output of a determined, 

sincere and regular persistent effort to think out of 

box. In order to make this happen it is important that 

people do experiment with various things to bring 

about an innovation.

Relentless experiments will lead to an innovation.

An organization which understands this and fosters a 

culture to let people experiment freely without 

constraints, inhibitions will be able to drive innovations.



EXPERIMENT & FAILURES



EXPERIMENTING CULTURE

LEADERSHIP FOCUS



WHAT TO AVOID

INEFFECTIVE LEADERS

❑ Lacks a vision to build new structures around innovation

❑ INNOVATION is more of a lip service than a true ambition

❑ Critical of workforce on trying newer things and always 

finds ways to discourage them

❑ Never able to come out of status quo culture

❑ Are more self-benefit driven and often misses the larger 

goals

❑ Are not worthy their Leadership Value proposition



10

SOME KEY INNOVATIONS

PEOPLE REMEMBER THE INNOVATION DONE BY GREAT 

INNOVATORS/SCIENTISTS AND OTHERS; HOWEVER, NOBODY KNOWS 

THE NUMBER OF TIMES THE PERSON MIGHT HAVE FAILED TO CREATE 

THAT SINGLE INNOVATION.

FAILURE IS A PILLAR TO INNOVATION… IF U CANNOT HANDLE 

FAILURES U CAN NEVER INNOVATE…
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Organizations need to be mindful of the impact on family 

earnings, StatCan recommends

By Rachel Ranosa

Remote working is predicted to drive deeper inequalities between white-collar
and blue-collar workers in a post-pandemic world, new data from Statistics
Canada suggest.
Not all Canadians have been given the flexibility of working from home during
the COVID-19 pandemic. Only 40% of Canadians can work remotely amid the
crisis. Those who don’t have the option face greater economic disadvantages,
StatCan found.

“The economic lockdown to stop the spread of COVID-19 has led to steep
declines in employment and hours worked for many Canadians,” StatCan said.
People who work in essential services and those who have jobs that observe
physical distancing or can be done remotely have a lower chance of
experiencing work interruptions than others.

The WFH option, in particular, reduces any threat against their economic
security, the study found.

But families with lower levels of education and income are said to be the “least
likely” to have jobs that enable telecommuting, so the “risk of experiencing a
work interruption during the pandemic might fall disproportionately on
financially vulnerable families,” StatCan said.

“These work interruptions will likely increase family earnings inequality, at least
during the pandemic and economic recovery,” the agency said.

The likelihood of having the WFH option increases sharply based on the income
earner’s educational attainment. On average, two in three primary income
earners who hold at least a bachelor’s degree are given the option, compared
with only one in three who are high school graduates.

https://www.linkedin.com/in/shankaranappindi-hr/


Organizations need to be mindful of the impact on family 

earnings, StatCan recommends

By Rachel Ranosa

In terms of gender, women also have more opportunities for remote working,
the study found. Half of single women in Canada can work from home while
only 33% of single men can do so. Among dual-earner families, 62% of women
have the leeway to work from home, while only 38% of men do.

“Part of this gender difference,” StatCan said, “is likely explained by the fact
that men and women often work in different jobs.” Occupations in agriculture
or construction, for example, are dominated by men and require workers to be
on site.

“For these reasons, the long-term impacts of the recent work interruptions on
family earnings inequality will be worth monitoring after the pandemic
subsides,” the analysts said.

Source : hcamag.com (The article originally appeared)

https://www.linkedin.com/in/shankaranappindi-hr/
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TWITTER STORM – TWEEP WORKING
PRACTICES

Twitter has been in the news since Elon
Musk completed a takeover of the loss-
making company. He reported that the
company was losing $4 million a day and,
without delay, set about removing the
management team and cutting back
staff.
Twitter had been known for its
progressive HR practices and this
included ‘days of rest’ – extra paid

HR
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vacation to allow employees to
recharge, and generous working
from home policies. Employees
were known as ‘Tweeps’, and
career websites feature the mantra
of putting people first and
flexibility and equity. Other
working practices include
encouraging volunteering,
matching charitable donations
made by employees, and Twitter
for Good Days – a company-wide
day of service in which employees
around the world come together to
make an impact in their local
communities.



Putting the company on a more profitable path will probably remove many of
these working practices and policies. However, in Europe, it may have trouble.
In Europe, the employment contract and established working practices are
legally protected. Take flexible working for an example. Elon Musk has told all
staff that they must now work in the office. Working from home is stopped. If
the contract indicated that their home is their place of work, this may be
difficult. Even if the contract names the office as the place of work, the
employee may point to other communications allowing a variation as a
protected right.
Here HR departments may get the blame if they did not align employment terms
in the contract to actual working practices.
I am more sympathetic to Musk’s actions than most HR people. Twitter is a
great brand. I use it and do not pay anything. But it must have a profitable
business model to sustain generous working policies and practices. Musk is
trying to save the company and it will hurt many employees to achieve this.
Whether Musk can do this without hurting the brand also, is another question.

ADVERTISEMENTS: THIS JOB PAYS…

There is a long debate amongst recruiters on whether to include an indicative
starting salary or range on job advertisements.
The argument against adding indicative pay includes - not wanting competing
employers to know your pay ranges; attracting more candidates which can be
saved in applicant tracking systems for future jobs; and wanting to pitch the
total compensation package – difficult to do in one line in an up-front
advertisement.
The argument for adding indicative pay includes the idea that more the critical
information included filters out unwanted candidates and reduces the risk of
readvertising the job. But is this a losing strategy?

Popular social media site – Linkedin – ran a survey with job hunters and found
that most wanted to see an indicative salary. They say it would encourage them
to apply, but it is not clear if it would also discourage them if that salary was not
on their wish list.



The state of New York has recently introduced laws that require employers to
indicate a ‘good faith’ salary in all job advertisement. The number they think
they would pay to a successful candidate. The early evidence is that some
companies are trying hard to meet the mandate, and others are listing wide
salary range which are compliant but unhelpful. I do not think regulating
employers will improve job advertisements. But it is interesting to hear of this
change
In my view, putting an indicative salary at the low end of the range you might
be willing to hire the person on is OK. There is room to discuss salary later in
the recruitment process when a two-way dialogue is possible. Candidates
normally want more information about the job opportunity is advertisements,
and this the main challenge for recruiters.

EUROPE – SHORT STORIES
Germany: Employers must now implement systems to record how many
hours per week employees were working, following a ruling by the most
senior court. The reason is to protect staff from excessive working hours and
unpaid overtime. The local ruling follows a ruling by the European Court of
Justice which had not be introduced into German law.
UK: A client of mine – HSBC – has announced that it will pay for gender
assignment surgery for its employees. Most have medical insurance as an
employee benefit and this will be added as an approved treatment for those
who request it. The change is aligned to their customer policy of not collecting
customer data on gender in a bid to be more inclusive for transgender and
non-binary people. Two other banks – Lloyds and NatWest have made the
same benefits change.
Italy: The low birth rate has drawn comments from the Pope who thinks
companies should do more to support pregnant women. He said that working
women are afraid



to get pregnant and lose their job. It is a ‘national tragedy’ that the birth rate
is not higher.
UK: A survey has found that almost half of employees in the UK have been
mocked, criticised, or treated differently in a social setting because of their
accent. This applies to British regional accents as well as foreign accents. The
Sutton Trust found that there was a hierarchy of accent prestige with BBC
English the dominant accent in positions of authority across the media,
politics, the civil service, courtrooms, and the corporate sector. This is despite
less than 10% of the population are thought to have this accent.

A PAWFECT HR JOB
I liked the story from Scottish pet foods company Belle and Duke. They have
moved into new offices with 130 employees and more than 60 pets. They
have a human pet ranger to look after their animal ‘staff’ and are now looking
for a full-time ‘Human and Pet Resources Manager’ to support the whole
team. They want someone who is as good with pets as they are people!



UPDATES

Fibe onboards Monica Mishra as Head of Human Resources
Consumer lending app Fibe, earlier known as EarlySalary, has onboarded Monica Mishra as the
Head of Human Resources (HR). Monica is an HR professional with 18 years of diverse
experience in BFSI, healthcare, retail, and fashion with a brief stint in her own start-up.
Akshay Mehrotra, CEO & Co-Founder, Fibe, said, “Building a strong culture and people practice is
critical to building a larger organisation; we welcome Monica to the Fibe tribe as we pace up the
momentum to enter a hypergrowth phase. We are looking to hire innovative minds to further
bolster our consistent growth. This potential talent will further help us innovate, solve and create
a competitive advantage for us in the lending industry.” “I look forward to build on the strong
foundation laid by this team to create an employee-first organisation by hiring talent, who will
help us in building a lean, automated, and digitally driven organisation,” said Monica.
To move forward, the company is opening gates for new talent across tech, data science &
analytics teams to boost business teams for its digital lending and BNPL businesses. Fibe’s plans
to hire new talent is aimed to fuel its business growth and drive key strategic alliances across
corporates, healthtech, insuretech, and edtech. Source : Peoplematters

Fortune Hotels appoints Sumita C Majumdar as Human Resources, L&D Head
Fortune Hotels, a member of ITC’s hotel group, announced the appointment of Sumita C 
Majumdar as Head - Human Resources and Learning & Development. In her new role, Sumita
will be responsible for managing the human resource portfolio of the upscale business and 
leisure hotel chain bringing focus on talent management, compensation, employee benefits and 
wellbeing, training and development, compliances as well as workplace safety.



Ankita Upadhyay to head employer branding – worldwide, for LocoNav

With over three decades of experience, Sumita has an understanding in the areas of HR tech, 
talent management, organisation development, talent development, employee engagement, 
recruitment and administrative functions. She is skilled in conducting organisation health 
surveys/employee satisfaction surveys, analysing the survey results for action plan 
implementation. Prior to ITC, she worked in the pharmaceutical, engineering, and IT industry.
An alumnus of Symbiosis Institute of Business Management, Pune, Sumita holds a certified six 
sigma green belt, MBTI (Meyers-Briggs Type Indicator) & PAPI (Personality and Performance 
inventory) facilitator.
Speaking on the appointment, Samir MC, Managing Director, Fortune Hotels “Her rich 
experience will enable us to strengthen our talent pool and we are positive that she will be able 
to help refresh our skills in the long-term. Her multi-dimensional experience will surely support 
our positioning as an employer of choice and further build a future-forward organisation.”
Sumita C Majumdarsaid, “My association with ITC Limited has been an exciting journey and now, 
being associated with Fortune Hotels, I look forward to being a catalyst in building best-in-class 
talent and delivering business goals.”  Source : Peoplematters

Storytel Group appoints Kristin Widell as Chief People Officer

Audiobook and e-book streaming services provider Storytel Group has appointed Kristin Widell
as its Chief People Officer. She will join the duty and the company's management team effective 
from January 9, 2023. At Storytel, she will report to CEO, Johannes Larcher.
With over 15 years of executive experience across strategical, tactical and operational HR 
services and practices, Kristin comes to Storytel from the AI software company Peltarion. In her 
most recent role, she served the Peltarion as director of people operations.
"Kristin is an experienced and inclusive leader with strong acumen in developing company 
cultures, effective HR organizations, and high-performing teams. I want to extend my warmest 
welcome to Kristin on behalf of Storytel," said Johannes Larcher, CEO, Storytel.

"I love the energy, inventiveness and highly contagious dedication in fast-paced tech companies 
like Storytel, who are committed to fueling the passion of the consumer. I look forward to joining 
the Storytel team and its awesome bench of talent across all practices as the company gears up 
for profitable growth powered by compelling content and an attractive user experience," said 
Kristin. Source : Peoplematters



Bridgestone appoints new MD for India, as it elevates the former to global role
Tyre manufacturer Bridgestone has appointed Stefano Sanchini as the Managing Director for
India, as the company elevates former MD Parag Satpute to a global role. In the new role,
Satpute will operate out of Amsterdam effective January 2023.
Currently, Sanchini is serving as VP Region for Middle East and Africa and for the new role, he will
be operating out of Pune.
“I am looking forward to working in India. India is one of the most diverse markets and it comes
with its own challenges which the current team has remarkably addressed. As we move into new
technologies and mobility solutions, the Indian market is going to be a focus area and I am happy
to be here as we spread out these solutions to the vast Indian customer base” said Stefano
Sanchini
According to a report carried out by exchange4media, Satpute assumed the role of Managing
Director of Bridgestone India in November 2017. On his move into a global role, Parag Satpute
said “It has been an enriching experience heading Bridgestone India and working alongside a
dedicated team that saw Bridgestone India gain leadership in the Indian market. The last few
years have been as rewarding as they have been challenging and I am pleased to see the fruit of
our efforts. I am also excited and looking forward to contributing towards Bridgestone’s
ambitions as a global leader in mobility solutions.” Source : Peoplematters

Australia to invest $3.5M into India talent

Australia has been laying out their plans to become a destination for immigrants and tourists
since they lifted travel restrictions post-pandemic. Recently, the Australian Department of
Foreign Affairs and the Telangana government joined hands for a “CyberTech Women
Entrepreneurs” programme, considered to be beneficial for women entrepreneurs of both
nations.

Keeping in line with their planning to stimulate Indian students and professionals, Australia
governemnt has announced an AUD 3.5 million grant for the development of the “Little India”
business park in Harris Park, Sydney.
As per the announcement, the funds will be invested to improve the infrastructure of the area
and promote it as a tourist destination for Indian students and skilled professionals. According to
the plan, a structure of ‘India Gate’ will also be re-created in this area, a historic move to
symbolise the essence of Indian culture.



Sanjay Deshwal, President, Little India Harris Park Business Association Inc., said, “It took many 
years to realise the dream of Little India and we are proud and humbled to see such strong 
support from Australia for the Indian community here. The Australian government has assured 
us of their commitment towards making migration for Indians smoother and ensuring a good life 
in Australia as they realise the great potential of young Indians settling in Australia. Australia 
extends a great opportunity and scope to flourish for Indian students and skilled personnel”.

He also added that the funds granted by the Australian government for the development of 
Little India would be instrumental in uplifting the infrastructure, security and promotion. 
The latest move comes at a time when the Indian diaspora is making a lot of waves in almost 
every part of the world. A slew of executive leaders of Indian origin were appointed as CEOs of 
some of the top tech companies. Recently, the U.K. saw the appointment of their first Prime 
Minister of Indian ethnicity.  
Dr. Andrew Charlton, Parramatta Federal MP (Canberra), Federal Chair of Parliamentary Friends 
of India Group) said, “ We envision seeing ‘Little India’flourishing as a successful tourist 
destination for another few years when we are retired and come back to visit. We are 
committed to building an incredibly strong relationship between Australia and India. The Indian 
students and other migrants from India are a gift to Australia.” Source : Peoplematters
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